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ABSTRACT
pur pose of the study was to ascertain the training needs
far potential extension agents in the northern states of Ngeria This
coud facilitate the devel gpnent of an appropriate programof training
to provide agents wth the knowedge, skills, and attitudes that woul d
nake | ore conpetent and proficient in their jobs.

The training needs were idetified from126 specific topics of
traning in seven genera areas. Data on training needs ad rd a
ext ensi on questions were addta ned through questi onnai res admni st ered
to experienced agents at in-service traning neetings by extension
speciaists of Anadu Bal 1o Lhiversity.

Atota of 189 junior and 96 senior extension staff fromthe six
northern state: responded. This represented nearly 68 percent of junior
staff inthe sanple and 50 percent of senior stefi oed in edi
work in the northern states.

Al ysis of the data cdlected was nade by conpering respons*
of agents based on the i ndependent variad es of status, tenure ad
I ricdtural training. The goinion of agents about the seven genera
areas of traning ad other extension topics were a so conpared by
states. Sgnificat dfferences inthe gpinions of junior and senior
extension staff were determnned by the use of the "Sudent's" t-test on
wel ghted nean scores calcu ated for the various topics. Responses of
agents by tenure and agricul tural background were and yzed by neans of
the Qhi-square statistic. Sgnificat relationships vere tested a the
five percent |evel.

The results of the study appeared to suppart the fdlowng

concl usi ons:
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Chapter 1
INTRODUCTION

The strategle importance of agriculture in accelerating the
social, economic and political growth In many developing countries has
been well recognized. In many African, Asian and Latin American coun-
tries, agriculture is the main source of livelihood, and provides the
principal means of wealth for the people. With the rapid expansion of
the population of these countries, estimated gs lncreasing at a rate of
2,5 percent or more annually, greater emphasis is being focused on
Increasing agricultural productivity to feed the growing population and
to provide resourceg for developmental programs. Most African countries
depend on agriculture for industrial expansion. It provides the main
basis for forelgn exchange earnings, as well as funds for recurrent and
capital expenditures. Eugene de Benko expressed the significance of
sgriculture in most African countries when he stated that:

Agricultyre remains the most important single activity in the
developing economies of Black Africa. The agricultural sector
employs as many as 70 to 80 percent of the labor force and con-
stitutes between 50 to 70 percent of the national income of the
respective countries., While subsistence production still pre-
dominates in the agricultural economy of the area, during the
last few years an increasing percentage of farm products entered
the market economy.

In spite of the overwhelming importance of agricﬁlture in the

economies of Black African nations, farming is still carrled out at a

lEugene de Benko, Canadian Journal of African Studies, Vol.
111, 19270, p. 190.




subsistence level. Farming methods are largely traditional, with the
use of primitive hand implements and intensive labor. The yields from
these farms are usually low. Farming is regarded as a way of life
rather than a business. Most of the farming is done by uneducated men
and women, living under poor village conditions. The younger genera-
tion who have had some formal education tend to look down on farming.
Instead, they often migrate to the cities in search of higher paying

and more sophisticated jobs.

Agriculture and Nigeria's Rural Development

The economy of Nigeria has thrived on agriculture for several
decades., In 1960, the Ashby Commission on Higher Education in Nigeria
noted:

Three out of every four Nigerians work on the land. Seventeen
shillings out of every pound earned from Nigeria's exports
come from agricultural products. Investment in agricultural
improvement and agricultural education could double Nigeria's
wealth,?

Despite a rapid growth in the non-agricultural sector since
this report was published, 70 percent of the population is still
employed in agriculture, which contributes an average of 50 percent of

the GNP and is the second largest foreign exchange earner after 011.3

In 1969, agricultural exports from Nigeria totaled EN142 million ($426

zlnvastment in Education, The Report of the Commission on

Post-School Certificate and Higher Education in Nigeria, Lagos:
Federal Ministry of Education, 1960, p. 21.

3Glenn L. Johnson et al., Strategies and Recommendations for
Nigerian Rural Development 1969/1985, Consortium for the Study of
Nigerian Rural Development (CSNRD 33), July 1969, p. 2.




million) accounting for 48 percent of all exports valued at EN298.3
million ($895 million).’

The dominant importance of agriculture in the Nigerian economy
notwithstanding, much of the farming is still done at a subsistence
level. Production comes primarily from the farms of more than five
million small holders who cultivate an average of only two to three
acres in the southern part and up to six to eight acres in the northern
part of the country.5 The yields from the farmers' farms are low com~
pared to what is obtainable In research and experimental plots.
Although agricultural research was started in Nigeria about 1920,
research findings have had very little influence on the traditional
farming system across the country. About the farming system in West
African countries, Janelid wrote:

The farming system is affected by economic, social, cultural,
physical and political forces. The technical obstacles to
agricultural improvements could be overcome rather quickly,
since there is sufficient knowledge accumulated in agricul-
tural research., The major constraints are mainly institutional
and human and the findings of research do not filter very
easily down to the farmer's level. The knowledge, skills and
managerial ability of the family labor, the tools and tech-

niques used in agricultural production and the size of the
farming unit determine the final yields and income.®

This statement expresses the views of many experts on the farm—

ing system in traditional African societies. The traditional Nigerian

‘Snider W. Skinner, The Agricultural Economy of Nigeria, U.S.
Department of Agriculture (Washington: ERS-Foreign 329, 1972), p. ii.

sJohnuon et al., op. cit.

6Insri.d Janelid, "The Socio-Fconomic Role of Farm Women in
Agricultural and National Development in West Africa,” Paper presented
‘at the West African Conference on Agricultural Education at the Inter-
mediate Level, Zaria, Nigeria, 13 to 18 December, 1971, p. 1.



farming systems are often dismissed as primitive, and unworthy of con~
sideration. Nigerian farmers are accused of being too comservative,
illiterate, culturally oriented, and unwilling to accept change. It is
only in recent years that a conscious effort has been made to study the
socio-economic conditions of the farmer and the factors which influence
the receptivity of innovations in a predominantly rural society.

While it may be true that the attitude, ignorance and poverty
of the peasant farmer have been a major obstacle to agricultural change,
it 4is equally true that most of the agricultural research conducted in
Nigeria has not taken into account the traditional farming system.
There has been some conscious or unconscious effort to transplant
foreign values and systems into Nigeria's predominantly rural society
with little or no adaptation to local cultures, values and systems.

Enrbinaon7 has stressed the importance of rural transformation
in Nigeria's economic progress. He noted that, "Nigeria's successful
growth will depend primarily, though not exclusively, on improved
levels of productivity and earnings in its rural sector.”

A program in agriculture and rural development could be suc-
cessful if it is possible to improve farm income and reconstruct the
rural home so as to give village life a new outlook and dignity. This
is one way to keep in check the present trend of migration of the
younger generation to the cities. The country cannot expect to retain

the educated youth in villages which do not reflect the realities of

7!'redrick H. Harbison, "From Ashby to Reconstruction: Manpower
and Education in Nigeria," Growth and Development of the Nigerian
Economy, eds. Carl K. Eicher and Carl Liedholm (Michigan State Univer-
sity Press, 1970), p. 400,




the mﬁdefn age. .Rural traﬁsformation can be accomplished when there
are more progressive farmers in each locality, adequate number of
qualified advisors in agriculture and other fields, and when there are
facilities for providing agriculturally related services.

It has been demonstrated in many Western countries that an
effective agriculturgl extensicn 1{s8 one way to achieve rapid and wide-
spread progress In agriculture, Hellor8 enumerated the primary role
and objectives of producticon~oriented extension education programs as:

I: "1. To stimulate a framework of farmer attitude and aspirations
- econduclve to acceptance of technological change.

2. To disseminate to farmers the results of production-
increasing research, and to carry farmers' problems back
to research organizations. | ‘

3. To provide training and guidance to farmers in deﬁision
making,

The task of motivating farﬁets to accept change and guiding
them to make profitable decisions could prove quite critical in
facilitating a rapid advance toward a dynamic agriculture.

A country such as Wigeria, where agriculture is relatively less
developed and characterized by many small holders faced with a shortage
of cepital and credit facilities as well as marketing problems, the
rapid progress in agriculture willi depend to a very large ;#tent on an
~adequate number of well-trained extension persomnnel. The extension

gervice 4in many developing countries, as in Nigeria, consists mainly of

BJohn W. Mellor, The Economics of Agricultural Development
(Ithaca: Cornell University Press, 1966), pp. 356-358,

o




middle-echelon personnei trained locally at agricultural schools, The
schools are designed to produce the necessary manpower needed to f£ill
technical positions in agricultural research, in extension services and
in agri-related industries.

The importance of this level of training in agriculture in
developing countries cannot be ov;f-emphasized. Dr. Audu stressed the
value of the training in the Schools of Agriculture in Nigerla when he
said: :

Nigeria will continue to re1§ on these "middle echelon" person-

nel to bear the brunt of the agricultural development programs,

well into the 1980%'s., The truth of the matter is we just camnot

train enough degree holders in the fields of agriculture and

veterinary medicine to meet the needs of development.9

| Much has'been:acﬁomplished in the training of intermediate
level personnel in agriculture since the publication of the Ashby Com-

mission report which stressed the need for greatly increased emphasis

.aﬁJaggiéﬁitﬁral réséafch, extension and agricultural education at all
levels in Nigeria. However, the output from the existing Schools of
Agriculture in Nigeria is hardly adequate to meet the needs of agricul-
tural development of the present time. The large scale expansion in
agricultural programs in the country has created a greater demand for
the middle-echelon personnel in agriculture. These expansions neces-

sitate a re-examination of the programs of the training institutions to

deternine whether they are preparing the trainees in subject matter

9Opening address to the Second Annual Schools Conference by Dr.
1. 8. Audu, Vice Chancellor of Ahmadu Bello University, Zaria, Froceed-
inge of the Second Working Conference on Intermediate Level Agricultural
and Livestock Services Training Programmes of Ahmadu Bello University,
Zaria, October 28-30, 1970.



content and depth which will serve the needs of the individuals when
they get on the job and whether the training provided serves the long-
term needs of Nigeria's agricultural development.
AGRICULTURAL EDUCATION AND EXTENSION SERVICE
IN NORTHERN NIGERIA

The purpose of this section is to provide a historical account
of agricultural education and extension in Nigeria with particular
reference to developments in the six northern states. Such background

information is essential for a proper understanding and appreciation of

the present study.

Agricultural Education

Agricultural education at the university degree level has a
recent history in Nigeria. The first agricultural faculty was opened
at the University College, Ibadan, in 1948 in cooperation with the
University of Londoen. The first class of students graduated in 1953,
By 1965, four Nigerian universities were awarding degrees in agricul-
ture. Veterinary graduates were first awarded degrees in 1967 from
Ahmadu Bello University, Zaria. A College of Home Economics was opened
in 1962 at the University of Nigeria, Nsukka. Before these faculties
were opened, Nigerians who wanted to pursue careers in agriculture at
the degree level had no option but to go abroad if they could secure
the necessary funds.

Agricultural education at the sub-degree level made a much
earlier start in Nigeria. A National Department of Agriculture was

established by the British Colonial Administration in 1921 at Moor



Plantation, Ibadan. The department had as part of 1ts functions, the

introduction of agricultural education for the training of Nigerians,
and the establishment of the beginning of an extension service in
Nigeria.lo |

The first School of Agriculture was'éstabiished simultaneocusly
with the establishment of the Department of Agriculture at Mcor Planta-
‘tion in 1921. The school was to train various cadres of staff for the
country-wide Department of Agriculture.

In 1931, 2 secon& School of Agriculture was opened at Samaru
near Zasria., These two scheools together provided the basic manpower
needs of the Department of Agriculture in Nigeria until 1954 when a new
.constitution was Introduced in the country resulting in the regionali-
zation of government departments. The two schools became regional
institutions with the Samafu.séhooi coming under the direct control of
the Northern Nigeria Ministry of Agriculture with headquarters at Kaduna.

The School of Agriculture at Kabba was established in 1964 by
the Ministry of Agriculture, Nﬁrthern Region, The purpese of the scheool
was to supplement the training at Samaru and to cater to the special
needs of extension workers 1n the riverain areas of the north. The
Livestock Services Traininé Centre (L.S.T.C.)} at Mandc Road, near
Kaduna, was established in 1960 by the former Northern Nigeria Ministry
of Forest and Animal Resources to traln intermediate level staff in

livestock and animal husbandry.

100ther objectives of the Department of Agriculture were experi-

mental production of export crops, the improvement and maintenance of
8oil fertility and the efficient marketing of agricultural produce.



Following the abolition of the regional governments in Nigeria
in 1968 and the creation of new states, the three schools at Samaru,
Kabba and Mando Road were transferred to the Ahmadu Bello University.
In 1971, the University deqided to combine the three institutions into
a new division iﬁd;ﬁ as the Division of Agricultural and Livestock
Services Training (D.A.L.S.T.). Theluniversity, also initiated arrange-
ments for a fourth school im the Division, which would be concerned
with training In irrigation agronomy.

The Schools' Division under Ahmadu Bello University is adminis-
tered by a director who is responsible to the Provost for Agriculture
and Veterinary Medicine. A Board of Governors appointed by the Univer-
slty and presided over by the Vice-Chancellor, with representatives
from the Ministries of Natural Resources of each of the six northerm
states, is responsible for formulating policy guidelines for the Divi-
gslon. A professional and academic committee guides the Schecols on
professional and academic mateers. Each Schoel 1s headed by & principal
whe holds responsibility for internal administration of the School.

The principals are answerable to the director of the Division (see
organizational chart in figure 1).

The main function of the Schools' Divisien is to provide train-
ing in.agriculture, home economics, animal health, animal husbandry and
extension education for young men and woﬁeﬁ vho will assume technical
posicions in the extension services and research institutions in
Nigeria, as well as in neighboring African countries,

The Division offers two types of courses: a two-year certifi-~

cate course and a diploma-level course. Students admitted into the



FIGURE 1

THE DIVISION OF AGRICULTURAL AND LIVESTOCK SERVICES TRAINING (D.A.L.S.T.) WITHIN THE
AGRICULTURAL COMPLEX OF AHMADU BELLO UNIVERSITY
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certificate course are mostly secondary school graduates while the
diploma programs are essentially in-service courses for upgrading
extension personnel.

The training provided at the Schools for egtension workers
differs from that obtained in advahcéd éﬁ&ntfiés in one important
respect, The trainees come into the institutions with only secondary
school education and quite often withoup_g farming background. - Train-
ing has to be provided iﬁ both techniéél agficulture and in extension
methodology. In most advanced countries, extension staff have B.S.
degrees, so most of thelr tralning is related to orientation courses

in extension methodology and related soclal sclence subjects,

Agricultural Extension Service

The Extension Service in Nigeria had a medest beginning in 1921,
when the Department of Agriculture was established at Moor Plantation,
Ibadan, The main emphasis of the Department was research and experi-~
mental work on export crops. A high priority was placed on the produc-
tion of export crops of direct benefit to British industries. Expatriate
' aé?icultural officers were appointed to take charge of provincilal agri-
cultural offices throughout the country.

The provincial agricultural officers (PAQ) were responeible for
the maintenance of experimental stations, for collection.and collaticn
of information about crops, and for multiplication and distribution of
improved seeds such as cocoa, oll palm, groundnuts and cotton seeds to
farmers,

Extensicn work then consisted mainly of providing sérvices to

farmers. In addition, extension workers were responsible for enforcing
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laws and regulations established by the Department of Agriculture for
the protection of export crops. This regulatory function created a lot
of mistrust between farmers and extension workers.

In 1954, when the regional constitution was introduced into the
country, separate Ministries of Agriculture were established in each of
the new regions. Extension workers in the new regions were still
mainly concerned with the supervision and maintenance of agricultural
schemes of the government. In Northern Nigeria, this concerned the
maintenance of seed multiplication schemes, experimental farms, a few
demonstration unit farms, soil conservation, and minor irrigation
schemes. Advisory service and the actual contact with farmers was left
to the Native Authority agricultural staff, who, although well meaning,
lacked adequate technical training in agriculture and modern extension
teaching methods.

Agricultural extension, education, and research received very
serious attention in the National Development Plan for the period
1962-68, In Northern Nigeria several changes took place. A new uni-
versity was established at Zaria and the Ministry's Research Station at
Samaru was transferred to the university. A new organizational struc-
ture was introduced in the Ministry of Agriculture which was divided
into six main divisions: General Administration, Field Services, Irri-
gation, Education and Training, Produce Inspection and Pest Com:rol.11

Agricultural extension came under the Field Services Division which was

11James M. Kincaid, Jr. et al., Extension Priorities: A

Critical Analysis of Selected Extension Questions and Issues for
Nigeria, CSNRD-11, East Lansing: Michigan State University, July, 1968,
p. 36,
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headed by a Chlef Agricultural Officexr, A Provincial Agricultural
Officer was posted as before to each of the 17 provinces in the north,
Under him were agricultural officers or superintendents in charge of
the Divisions with Assistant Agricultural Superintendents (AAS), Agri-
cultural Assistants (AA) and Agficultural Instructors (AI) filling
lower level staff positions.

At the bottom of the extension organization were Agricultural

y

Instructors, who maintaiﬁéd direct contact with farmers and were the
maln strength of the exténsion service in carrying out its fumction of
digeeminating agricultural infprmation. However, they were alsc the
least educated and most inadequaté1§ trained for this important func~
tion, Most individuals were appointed as Agricultural Instyuctors
after gradqg;ion from elementary schools. They were given nine months
of trainingwiﬁ technical agriculture at Farm Training Centres located
throughout the Region., "

Thg objective of the Ministyy of Agriculture was to have one
extenalon workerwlo every 2,000 farmers. In 1964, Rowat12 reported
that the ratio of extension workers to farmers in Nigeria was "at least

1:2,000 on an average and as high as 1:5,000 in places," as compared to
extension services in more highly developed countries which operated at
a ratio of 1:400-500. He argued that the target set by the Ministry of
Agriculture in Northern Nigeria would not provide for aﬁ'efficient

extension activity. Instead, he recommended that "an objective of one

12R. Rowat, "Report tc the Federal and Regional Covernments of
Nigeria on the Development of Education and Training in the Field of
Agriculture and Related Subjects" (Rome: Food and Agricultural Organi-
zation, 1965), p. 17.
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full-time extension worker per 1,000 farm families is a practical one
which will give reasonable coverage and be within the countries’
resources to maintain."13

Prawl stated in a report in 1971 that:

The goal of most state Ministries of Agriculture and Natural
Resources is to provide one extension worker for every 1,000
farmers by 1975, This gral cannot be achieved but concrete
steps to improve the situation significantly are underway.

The political events in Nigeria between 1966 and 1970 and the
constitutional changes which took place_resulted in the creation of six
nay states”ouf of the foLmer Northern Régioﬁ. The new states each
established seven new ministries, including a Ministry of Agriculture
and Natural Resources. This Ministry was made up of four main divi-
siong: agriculture, fofestry:.veterinary services, and cooperatives.
The Agricultural Division was subdivided into several units as in the
former Migistry of Agriculture, A majJor change was the transfer of
éome'nf tﬁé”tréining functions to the Ahmadu Bello University., It was
significant that for the first time, agriculture, livestock, forestry
and cooperatives came under a unified ministry and were responsible to
a single administrative head. The organizational structure of the
extension service in the new states is illustrated in figure 2.

The primary function of the extension service in the new states

was that of disseminating information concerning improved agricultural

practices to the farmer and his family in the rural community. There

Brpia, 7

14Warren L. Prawl, Director, Division of Apricultural and Live-
stock Services Training, Ahmadu Belloe University, Zaria, Nigeria, Semi-
Annual Report, July to December, 1971, p. 1.



ORGANIZATION CHART OF THE STATE EXTENSION SERVICES

FIGURE 2
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has been a general realization that the value of scientific research
and practical effort in agriculture depends upon the degree to which
the results are made the common property of the farming community.

The former Ministry of Agriculture took practical steps to make
research information readily available to farmers. 1In 1963, the Minis-
try established the Extension and Research Liaison Section, which was
staffed by subject-matter specialists in various fields, The Section
was attached to the Institute for Agricultural Research at Samaru., Its
main tasks were two-fold: first, to bring the problems of farmers to
the attention of research staff; and, second, to transform the results
of research into a form that extension workers and farmers could easily
understand. This latter function was accomplished by publishing exten-
sion materials in the form of bulletins, guides, recommended practices,
posters and flipbooks. Specialist staff traveled extensively to the
states to visit farmers and extension workers in the field and to assist
in solving the various technical problems confronting them. The
specialists also assisted in providing in-service training courses for
extension workers to keep them up-to-date on the latest findings from
research. In addition, they put out regular farmers' radio programs to
reach a wider audience.

The Extension Research Liaison Section was transferred to the
Ahmadu Bello University after the creation of states in 1968 and is now
part of the Institute for Agricultural Research, Samaru. The work of
this Section has been effective in maintaining a strong link between
agricultural research and the extension services. It has helped insure

a two-way flow of agricultural information between the two agencies.
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Although the extension services have principally an educational
function, they have also been responsible for providing essential
agricultural production inputs for farmers, since the agri-business
sector of the economy is still in a developmental stage. The extension
workers are responsible for seed multiplication and distribution, fer-
tilizer sales and distribution, and making available a supply of plant
materials and pesticides. The extension service also undertakes other
activities to boost agricultural production, such as the tractor hiring
units, crop production programs, farm settlement and land reclamation
schemes. Other activities include assisting farmers with marketing of
produce, organizing farmers' cooperatives and young farmers' programs.
The extension workers are also responsible for conducting field experi-
ments for research workers at the University and for collecting crop
data and meteorological reports.

Thus, the extension service in Northern Nigeria, as in other
developing countries, functions in a much broader area than in more
advanced countries as far as agricultural production is concerned. How=-
ever, most of the regulatory functions carried on by Extension in the
past are now handled by other government agencies; therefore, a much
healthier climate now exists between the village workers and the

farmers.

Purpose of the Study

The major purpose of this study was to determine the main areas
of training needed by potential extension workers in Northern Nigeria,

as reflected by the opinion of experienced extension workers in the

field. The information obtained from the study will serve as a basis
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and guide for developing training programs for newly recruited extension

workers, so that their training in the Schools of Agriculture will have

more relevance to the work they later perform in the extension services.

The specific objectives of the study were as follows:

1.

6.

To determine to what extent junior and senior extension
agents consider the program of training at the Schools of
Agriculture appropriate to the work of extension personnel.
To determine the level of satisfaction with the program of
training, and what changes, if any, should be introduced to
improve it.

To determine what priority should be given to the various
areas of training identified in the study.

To determine what differences exist in training needs of
extension agents in each of the six northern states of
Nigeria.

To identify the primary functions of extension agents in
the northern states of Nigeria in order to make it possible
to develop a training program which would prepare the agents
adequately for their future work.

To identify the principal problems of extension in the
northern states, and indicate how they relate to the

training of agents.

Significance of the Study

A constant review of the curriculum in a training institution

is essential in insuring that the training provided will satisfy



on-the-job requirements of trainees as well as the long-term needs of

the agricultural industry in the country.
Oyenuga expressed the view that:

Agricultural extension methods require special techniques in
ordar to succeed since they deal with not only the productive
but alse the soclal, cultural and economic aspects of rural
life. Well developed agricultural extension . . . is an adult
educational program which alms at the educational development
of the farmer and his family in relation to their community
and their environment.l

19

The work of an agricultural extension agent 1s very diverse and

requires many broad qualifications. He 1s both a technician, an educa-

tor and a public relations cfficer. The Seminar on Agricultural Educa-

tion and Training in Africa held at Zaria in 1965, stated in its final

report that:

The extension worker forms the essential link between agricul-
tural research and the higher administrative structure, and the
farming community., His duties and responsibilities extend far
beyond those of conveying technical information. He must be an
agent of progressive thinking and cooperative action, develop-
ing qualities of leadership within the farming community itself,
His training and subsequent In-service training need to be sub-
stantially improved in many countries. In particular, much

more emphasis needs to be placed upen training in rural sociology

and the wmethodclogy and techniques of extension work .1

In a report on the Strategies for the Improvement of Agricul-

tural Extension Work and Non-degree Agricultural Training in Nigeria,

Kincald recommended that:

15V. A. Oyenuga, Agriculture in Nigeria (Rome: Food and Agri-
cultural Organization, 1967}, p. 287.
16

Agricultural Education and Tralning in Africa, Report of a

Seminar held at the Ahmadu Bello University, Zaria, Northern Nigerisa,
28 June-7 July, 1965 (Rome: Food and Agricultural Organization, 1965),

p. 38, .
7
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+ « » more deliberate attentlon be devoted to a determination

of what is expected of a majority of trainees upon theilr cow—
pletion of a particular training curriculum. Once this is fully
specified, the curricula and course syllabi should be planned

80 that the basic skill requirements for the work to be done

are met,

Apart from the pioneer work by Wil}.iams,l8 who studied the
training needs of extension workers in Western Nigeria, very little
effort has been made to conduct similar studies in other parts of
Nigeria. To date, no study to identify the training needs of extension
agents has been undertaken in the six northern states of Nigeria,

A ﬁajor revision of the curriculum cof study at the Schools of
Agriculture, Samaru and Kabba, and the Livestock Services Tralning
Centre, Mando Road, was carried out in 1969, The dec¢ision to undertake
this revision was a result of widespread criticism of the training
programs at the schools by extension administrators. However, the

revision was not based on a fundamental study of the tralning needs of
extension workers in the six northern states,

The present study should provide some basic information on the

work of agricultural extenslon agents in the north and help to identify

thely training needs. The implications of this study, it 1s hoped,

17James M. Kincaid, Jr., Strategies for the Improvement of

Agricultural Extension Work and Non-degree Apricultural Training in
Nigeria, Consortium for the Study of Nigerian Rural Development (East
Lansing: Michigan State University, September, 1968), p. 1l41.

188. K. T. Williams, "Identification of Training Needs of
Extension Workers in Western Nigerla as a Basis for Developing a College
Training Curriculum" (unpublished Doctor's dissertation, Cornell Uni-
versity, 1967). e S v
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would influence the program of training at the agricultural schools in

Nigeria and in other developing countries with similar programs.

Hypotheses
The following

1. There are
agents as
nel.

2. There are
groups on

3. There are

hypotheses were developed:
no differences in the training needs of extension

perceived by junior and senior extension person-

no differences in the opinions of various tenure
the training needs of extension agents.

no differences in the opinions of respondents,

based on differences in their agricultural background, on

the training needs of agents.

In addition to the above hypotheses, the opinions of extension

personnel on the training needs of extension agents in selected areas

of training and related extension questions were compared by states.

Assumptions
The value and

assumptions:

significance of this study rests on two important

1. That the views of extension staff bear a true reflection

of the actual training needs of extension workers in the

northern states of Nigeria.

2. That the extension workers who participated in this study

are capable of providing useful and valid information which

can be used as a basis for determining the training needs

of other agents,
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Limitations of the Study

There are two major limitations to the study which should be
indicated. The first is the method used in collecting the data. An
opinion questionnaire was mailed to Nigeria and the respondents
registered their opinions and feelings about various aspects of train-
ing needs of extension workers. The reliablility of the information
glven by the respondents could not be verified objectively,

‘ The secend important limitation of this study deals with the
ﬁampling procedure used. Because of physical difficulties, and the
lack of personal data about extension workers in the northern states,
it was not possible for the investigator to closely control the
sampling procedure and the method used in administering the question-

naires.

Definition of Terms

4

Exact definitions of certain terms and words used 1s considered

necessary in order to Insure clarity and similarity of meaning.

Extension Worker--The term extension worker or extension agent
refers to a persoﬁ who has reépbnsibility for agricultural
extension programs in the wvillage, district or divisien,
The term also includes other staff holding administrative
"responsibility in the extension servicé at the provincial
or area offices and at state headquarters in any of the six

. northern states of Nigeria.': o |

Eggégf—refers to the disparity betw;én.the present situation

(what 1s) and a desired situation (what ought to be}.
P
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Situation--a description of the existing economlcal, social,

end cultural facts and trends.

Training Need--the knowledge, skills and understanding required

for performance of the duties of an extension agent in a
given situation,.

Training Program—--refers to a set of systematic activities,

formal or informal, Iin order to help people acqulre knowl-

edge, skills, attitudes and abilities which will fulfill

existing training needs.

Ministry Staff Positionslg

Senior Staff-~For the purpose of this study, senior

staff refers to agricultural personnel holding the rank of
Agricultural Superintendent (AS) and above. They include
Righer Agricultural Superintendent (HAS), Agricultural
Officer (A0), and Senior Agricultural Officer (SAQ) grades.
AQ--Agricultural Officer--Senior Staff, usually |
University graduates. Tend to achieve rapid proﬁo-
tions through the administrative hierarchy.
AS--Agricultural Superintendent--Senlor S$taff, usually
holding a diploma or AAS training and field
experience. -

Junior Staff--For the purpose of this study, junior

staff include the following: Assistant Agricultural

19Adapted from Kincaid, Jr. et al., op., cit., p. 10.

4

4



Chapter II
THEGRETEICAL FRAMEWORK

The behavior of an individeal within a'gifeﬁ sifuafiéﬁ.is.offen
determined by his needs. A person can be motivated to a higher level
of performance, in a work situation, if the job satisfies his most
important needs. Barnett1 stated that "needs" were relative to time
and place and were highl? particularistic, involving a psychological
disposition, having a direct impact on the mind of the individual. It
results in an intimate appreciation of self-involvement which provides
the motivational force attributable to needs,

The concept of need focuse§ attention on the learner as an
active, rather than as a passive reciplent, in the learning process.

An effective extension training program, should, therefore consider the
needs and related interests of the agent and attempt to develop train-
ing geared toward meeting his real needs as well as thase of the

organization which he represents.

The Meaning of Need

A definition of need is relevant to an understanding of the

concept of need iIn extenslon training programs. Webster2 defines a

1H. G. Barnett, Innovation: Basis of Cultural Changg (New
York: McGraw-Hill Book Company, 1953), p. 98.

2Merriam Webster, Webster's Seventh New Collegiate Dictionary
(Springfield: C & G Merriam Company, 1969).
. . s

25
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"eed" as "A lack of something requisite, desirable and ugeful.”"” A
broader cotcept of the term was provided by Leagans who gave the fol-
lowing definition:
Needs represent an imbalance, lack of adjustment, or gap between
the present situation or status quo and a new or changed set of
conditions assumed to be more desirable.
In other words, it is a gap that exists between what 1is and

what ought to be. Leagans provided a more ingightful tllustration of

need ag shown in Figure 3.

FIGURE 3

DEFINITION OF NEED

WHAT OUGHT TO BE -~ Desirable situation

GAP = NEED —- Difference, dearth,
vacancy, requlrement,
urgency

WHAT IS -= Actual situation

Tyler4 stated that "need" represents ''a gap between some con— ‘
ception of a desirable norm, that 1s some standard of philosophic value

and the actual status."

3J. Paul Leagans, ''A Concept of Needs," Journal of Cooperative
Extension, Vol. 11, No. 2 (Summer, 1964), p. 92.

4Ralph W. Tyler, Basic Principles of Curriculum and Instruction

(Chicago: University of Chicago Press, Thirteenth lmpression, 1970),
p. 7.
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2. Safety or security needs: the need to be free of the fear
of physical danger and deprivation of the basic physiologi-
cal needs,

3. Social or affiliation needs: man is a social being, and
he has a need to belong, to be loved and to be accepted by
various groups.

4. Esteem or ego needs: the need for self-esteem, recognition
and respect from others, satisfaction ¢f which produces
feelings of self-confidence, prestige, power, and control,

5. Self=getuglization needs: the desire for self-fulfillment;
to become what one is capable of becoming.

Maslow postulated that the satisfacticn of the more basic
physiological needs 1s essentizl for maintenance of life, dbut as
obgerved by Hersey and Blanchard,l0 "if one level of needs has been
somevwhat gratified, then others emerge as dominant."”

They further stated that:

In reality, most people 1n one soclety tend to be partially
satisfied at each level and partially unsatiasfled, with greater
satisfaction tending to occur at the physiological and safety
levels, rather than at the social, esteem and self-actualization
levels.l? , _ _ R

In general, most pecple exhibit gll the need drives, but their
motivation for behavior differs in time and situation,

In his motivation-hygiene thebry, Herzber312 categorized human

need 1into two groups which are essentially independent. The first, he

called, the.hygiene factors, because of their relationship to man's

LA

10?. Hersey and K. H. Blanchard, Management of Organizational

Behavior (Englewood Cliffs: Prentice Hall, Inc., 1969), p. 26.

lllbid.

il

12F. Herzberg, Work and the Nature of Man {(Cleveland: The World
Publishing Company, 1966).

r
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environment. He termed the second group, the motivators or job satis-

flers. The characteristics of both categories are listed below:l3

FIGURE 4

MOTIVATION AND HYGIENE FACTORS

HYGIENE FACTORS .. " MOTIVATORS

{Environment) ' ' (The Job Ttself)
1. Policies and administration 1. Achievement
2. Supervision 2. Recognition for accomplishment
3. Working conditions 3. Challenging work
4, Interpersonal relations 4, Increased responsibility
5. Money, status, security 5. Growth and development

The hygiene factors, Herzberg maintained, were important in
infiuencing job choice and the predisposition of perébnnel either to
stay on the job or leave. The meotivators provide satisfaction and are
important in determining persomnel involvement, commitment and level of
motivation. Job satisfaction is a subjective response to the gap between
needs and provisions, which in large part, 1s a reflection of the skills
and qualifications of the iIndividual.

According to Hersey and Blanchard, both Herzberg's motivation-
hygiene theory and Maslow's hierarchy of needs have compatibility in
relation to human need satisfaction and motivation. In thelr cpinion,
the hyglene factora of Herzberg embrace the basiec physiological needs
as well as needs for security, affiliation, and some aspects of the

needa for esteem (status). The motivators Include the need for

rs

13Hersey and Blanchard, op. cit., p. 535.

i . v I . v N L
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recognition, which is related to esteem and self-actualization. Their

integrated medel is illustrated below.la

FIGURE 5

THE RELATIONSHIP BETWEEN THE MOTIVATION-HYGIEME THEORY
AND MASLOW'S HIERARCHY OF NEEDS

I

e MOTIVATORS

SELF-ACTUALIZATION

AFFILIATION l

secorrTy o Lo

PHYSIOLOGICAL o R & e
SR " HYGIENE FACTORS A L

This concepf of need ﬁas very.important impiications for
developing extension programs. 1In developing training programs, it is
essential to clearly understand tﬁ;-ﬁéeds of people and to develop
programs that are related to these needs.

It has been shown that as lower-level needs are relatively
satisfied, they becoﬁe less &1rect1y motivating for behavier. Motiva-
tion arises as a result of the next level of unsatisfied needs.
Training Programs are designed to influence the behavior of people. In

order to influence the level of motivation of people, 1t would be

Litia., p. 56.

b
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appropriate to understand which needs are applicable to the people
involved that can serve as levers for motivation, and that are rela-

tively unsatisfied, .

The Need for Training

The success of any organization depends to what extent it has
articulate and well-trained persomnel to execute its programs effi-
clently. Most organizations have realized the value and ifmportance of
training and have extensively utilized large resources in developing
good training programs for 1its personnel. | . \.

The need for men of high ability and training Is an inevitable
consequence of development. John Gardner wrote:

The demand for high talent manpower is firmiy foﬁféd iﬁ the
level of technological complexity which characterizes modern
life, and in the complexity of wmodern sociel organlzation.
And more important than either of these is the rate of inno-
vation and change in both technological and_gocial spheres,

The importance of providing extension ﬁersdnnel with adequate
..tréining cannot be overemphasized. There 4s a need to provide training
to keep paﬁe with the ever changing demands of the job and to cater to
the needs of the individuals in light of these demands.

Prewett, speaking about the need for extension training was

reported as saying that:

Extension's capital stock and investment 1s carried in its
personnel. The degree of progress we make as an extension

i

lsJohn W. Gardner, Excellence: Can We be Equal and Excellent
Too? (New York: Harper and Row Publichers, 1961), p. 34.
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service, depends on the recruitment and training of new workers
who come into the nrganization.16

The extension service can only accomplish its objectives through
developing all available human resources. In his introduction to War-
ren's book, Rummler expressed the opinion that:

Human resources are now emerging as the most important natural
resource to nearly every organization. And yet, people are
still the most exploited, wasted and misapplied of all natural
resources. The training function is probably the single most
critical function in the effective use_of human resources to
meet today's pressing manpower needs.

In most of the developing countries, with a predominantly agri-
cultural economy, the production of trained manpower in agricultural
extension and rural development remains one of the greatest challenges
to agricultural development efforts. Farmers in these countries, who
are mostly illiterate, are faced with problems of poverty, disease and
ignorance. The difficulty is one of providing adequate facilities to
train éompetent staff in agricultural extension, who in turn will
assist farmers to acquire the skills and knowledge essential in
improved agricultural production.

In his study on training of Cooperative Extension Workers,

Duncan pointed out that:

16J. D. Prewett, "Problems Encountered in Recruiting and Train-
ing New County Personnel," Talk at supervisors' conference, Baton
Rouge, Louisiana, April 16, 1953, cited by James A. Duncan in Training
Cooperative Fxtension Workers: The Coordinated Approach, University of
Wisconsin (April, 1957), p. 3.

lyﬂalcolm W. Warren, Training for Results: A System Approach
to the Development of Human Resources in Industry (Reading: Addison-
Wesley Publishing Company, 1969).
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Systematic organization and coordination is the keynote to

successful longtime extension training programs. An efficient

and successful extension training program must consider the

total training needs gf personnel in all phases of the Exten-~

sion Service Program. 8

Extension training should be designed to stimulate interest in

new agents and to arm them with the necessary skills and technical
know-how which will give them competence and pride in the profession,
and help them identify with the needs and aspirations of the rural

community.

A Concept of Training

The word "training" has different meanings to different people,
organizations and institutions, Therefore, a clear definition of the
word is considered appropriate for an understanding of its concept.
Webster'® defines training as "to teach so as to be fitted, qualified,
or proficient," The purpose of training is to impart knowledge and
skills to an individual so that he can perform some desirable tasks.

Hatthewa,zo in his study of methods for determining training
needs of county agents, contended that all activities aimed at improv-
ing the ability of the county agent to do his work, including acquiring
information, developing abilities and fostering attitudes which

resulted in greater professional competence constituted training. The

1BJames A. Duncan, Training Cooperative Extension Workers:

The Coordinated Approach, Cooperative Extension Service, University
of Wisconsin (April, 1957), p. 3.

lgnerriam-webater, op. cit.

20J. L. Matthews, "A Method for Determining the Training Needs
of County Extension Agents as a Basis for Planning Training Programs"
(unpublished Doctor's dissertation, University of Chicago, 1950), p. 3.
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significance of training lies in its motivational influence on person-
nel competence and achievement on the job.

David Korbzl offers yet another definition of training. He said
it was "a continuous process, activating, reinforcing and building the
human elements of the organization."

In very similar terms, DePhillips and others defined training
as:

The process by which an organization seeks, in a planned,
coordinated and continuous manner, to develop in all employees
those understandings, skills and attitudes that will maximize
individual's present and future efficiggcy and the effective-
ness of the overall company operation.

Thus, these two definitions emphasize the importance of build-
ing the training program with the ultimate objective of ensuing organi-
zational growth as well as developing the individuals in the organiza-
tion.

A good training program should be composed of three elements:
(1) improving each individual's skills, knowledge and attitude,

(2) contributing to efficiency on the job, and (3) meeting the demands
of the organization. There should be a balance between individual
interests and goals as well as those of the organization.

This idea was expressed by Planty and other323 who indicated

"

that training should strive ". . . to build continuously and

21Dav1d Korb, "How to Determine Supervisory Training Needs,"
Personnel, Vol. XXXII, No. 4 (January, 1956), p. 335.

22Frank DePhillips, William Berliner and James Cribben, Manage-
ment of Training Programs (Homewood: Richard D. Irwin, Inc., 1960),
p. 24.

23Earl G. Planty et al., Training Employees and Managers (New
York: Roland Press Company, 1948), p. 25.
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systematically to the maximum degree and in proper proportions, that
knowledge and those skills and attitudes which contribute to the wel-
fare of the organization and the employee."

If the training process is to be progressive and forward look~
ing, the long-term needs of the individuals and the organization should
be reflected in the training program both in terms of projected goals
established through job analysis and in light of anticipated expansion
programs.

Folley24 advanced the view that training should be an opportunity
to bring about learning. He proposed that the training action should
consist of ", . . an overt process, a sequence of experiences, a series
of opportunities to learn, in which the trainee is exposed in some more
or less systematic way to certain materials or events."

The best form of training takes place when there is a deliberate
and systematic effort to plan the program. The end result of training
should lead to a modification or change in attitude and behavior of
trainees in some discernable ways. However, it should be realized that
training cannot solve all employee and organizational problems, but if
properly organized, will go a long way in creating a favorable climate

for both personnel and organizational growth and development.

The Purpose of Determining Training Needs

A fundamental problem associated with any training design is
that of properly determining the training needs of the clientele and

building a training program to satisfy these needs.

2"‘Johu D. Folley, Jr., "The Learning Process," Training and
Development Handbook, eds. Craig and Bittel (New York: McGraw-Hill Book
Company, 1967), p. 34.
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The purpose of need identification, warren25 indicated, should
be ". . . to provide an organization or system with a clearly defined
end product as the objective of developing an action for behavior
change."

Johnson26 advanced four main reasons why in industry, it is
essential to identify training needs of workers. He gave the reasons
as follows:

1. So that people will be more productive on their jobs and
be ready for advancement.

2, Because the success of the enterprise requires that every-
one perform at his optimum level. This calls in part for
determining and meeting the specific growth needs of each
which should be translated into training.

3. Because all "good" people, regardless of organizational
level, can do a good job--if they are given the chance.
This chance comes through provision by the company of
opportunities for a person to improve his knowledge, skill
or attitude.

4. Because time, money, and effort can be wasted through
training that is not based on valid or emerging needs.

The agricultural extension worker is faced with the problem of
keeping up to date with the latest information and most recent develop-
ments in agricultural technology. Consequently, he should be provided
with a sound technical background in appropriate areas so that he can
cope favorably with his responsibilities.

Eugene Staley provided further insight into this problem when

he noted that:

25Harren, op. cit., p. 49.

26R1chard B. Johnson, "Determining Training Needs," Training
and Development Handbook, eds. Craig and Bittel (New York: McCraw-Hill
Book Company, 1967), pp. 16-88.




To neglect systematic analysis of needs may result in expen-
sively wasteful efforts to produce the wrong kinds of skills,
while really urgent requirements for other types of skills
that are so scarce as to constitute bottlenecks in the coun-
try's development go unattended.2’/

Developing countries, in particular, are faced with acute
shortage of resources for development. They can 111 afford any form
of wastage. Therefore, there is a greater responsibility for countries
like Nigeria to utilize all available resources in the most logical and
effective manner. The identification of training needs of extension
agents is not only a necessity for Nigeria, but an absolute obligation
that should be met.

The purpose of need identification was well summarized by
Leagans who stated that:

« + «» needs must always be recognized and dealt with in some
form and to some degree. Changes that are important to people
are those which help them meet their needs for biological,
economic, social, aesthetic, or moral well-being. Basically
then, all programs for promoting change exist to help people
meet their needs. The element of needs, therefore, becomes

a central concern of the Extension Educator. . . . Effective

programs are developed by identifying individual and groug needs
and interests and arranging action that helps meet them, 2

Methods for Identifying Training Needs

The problem of identifying training needs of extension agents
is an extremely difficult task, It is difficult because human needs

are very diverse and no one single approach can be wholly successful,

27Eugene Staley, Planning Occupational Education and Training
for Development (New York: Praeger Publishers, 1971), p. 20,

ZBLeaganB op. cit., pp. 89-90.
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Leagans emphasized this difficulty when he observed that:
Need identification is immensely complex. It is complex because
people are complex; their problems and the technology that
relates to solutions are complex; their customs and value systems
are complex; the economic, social and physical environment giv-
ing rise to needs, and in which needs must be met are complex.zg
This difficulty notwithstanding, the extension educator has an
obligation to see that his training program conforms with the real needs
of people as indicated by a thorough analysis of existing situations,
while recognizing the gap between the actual, the possible and the
desirable.
Leagans further stated that "what is" can be determined through
a study of the present situation. He went on:
To be adequate, such facts must be obtained that generally
fall into four categories: (1) current trends and outlooks,
(2) people (what they think their needs are), (3) physical
factors, and (4) public problems and policy . . . "what ought
to be" can be determined from research findings and value
judgments of lay leaders and extension workers ., 30
Another approach for identifying training needs is the critical
incident technique. Williams31 used this technique to determine the
training needs of extension agents in Western Nigeria. The critical

incident technique was advanced by F1anagan.32 He described it as

consisting of a set of procedures designed to facilitate the collection

zglbid., Ppu 92-93-

30114,

3lg, K. T. Williams, "Identification of Training Needs of
Extension Workers in Western Nigeria as a Basis for Developing a
College Training Curriculum” (unpublished Doctor's dissertation,
Cornell University, 1967).

32J. C. Flanagan, "The Critical Incident Technique," Psycholog-
ical Bulletin, Vol. LI, No. 4 (July, 1954), p. 327.
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of direct observaﬁions of human behavior, in such a way as to facilitate
thefr potential usefulness In sclving practical problems aﬁd developing
broad psychological principles.

Duncan33 favored appointing a committee representing all phases
of extension and the college (or training institution) to work out
procedures for determining training needs. He suggested that the com-
mittee can use the ""needs or problem inventory" to determine training
needs of extension ?orkers. The method may be implemented either_;
through aurvef qﬁeééionn;ires, or by means of personal or group inter~
view, In either case, the needs inventory form should be prepared by
the training committee in a way that it can yield pertinent data and
information that will help in determining the training needs of agents.

Traxler34 also reported studies in industry using the survey
technique, but suggested that in order to maximize the effectiveness,
{1t should be used in conjunction with other methods.

The North Central S5tates Workshop in Supervision35 prepared s
list of methods which could be used in identifying training needs:

1. A formal study of the job through analysis.
2. A survey of the tralning needs. |

3. A listing by supervisors of what they feel the training needs
to be.

33Duncan, op., eit., p. 33.

S 34Ralph N. Traxler, Jr., "Training Needs Spotted by Attitude
Surveys,” Personnel, Vol. XXXIV, No. 1 (May, 1957}, p. 15.

35Report of the ¥orth Central States Workshop in Supervision,
Middle Management in the Cooperative Extension Service (University of
Wisconsin, 1957}, p. 80. IR s .
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4. A review of material, such as workshops, community and
special reports on training needs for the job,

5. A review of research and studies from other states with
related problems. e

6. Ask people who are actually doing the job to indicate what
their needs are. AT

36

Johnson listed several methods which could be used to deter-

mine training needs of employees. They include an anﬁlysis of activity,
problems, the behavior of people and the organization. He also sug-
gested an appraisal of performance and the uge”pf cqmmittees and
consultants to determine training needs, | - |
Knowles37 stated that three sources of needs and interests
should be considered in developing training programs:
1. Those of individuals to be served.
2. Those of the sponsoring organization or institution.
3. Those of the community or society at large.
McGehee and Thayer38 suggested a three-fold appfbach for analyz-

ing and determining training requirements for an organization:

l. Organizational analysis--determining where within the
organization training emphasis can and should be placed,

2. Operations analysis--determining what should be the con-
tent of training in terms of what an employee must do to
perform a task, job, or assignment in an effective way.

3. Man analysis--determining what skills, knowledge, or
attitudes an individual employee must develop 1f he is to
perform the tasks which constitute his job in the organiza-
tion.

36Johnson, op. cit,

37Knowles, op. cit., pp. 91-120.

38W:llli.am McGehee and Paul W. Thayer, Training in Business and

Industry (New York: John Wiley and Sons, Inc., 1961), p. 25.
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A good training program should not place undue emphasis on
organizational objectives, while ignoring the needs of the individuals.
A prerequisite for successful extension training would be to identify
the speclfic areas in which agents need to be trained, the toples in
which they need and desire training, and the priority which should be
egtablished for\t£§iﬁing at various levels of the extension service.

. Limitations of funds and resources, especlally in developing
countries, and the need for prudent spending makes it imperative that
every effort should be made to identify training needs of extension

agents and to gear training programs to satisfy priority needs,



Chapter IIL
REVIEW OF RELATED LITERATURE

The literature in the analysis and determination of training
needs of extension agents iz quite extensive, especlally in the United

States and other advanced countries., In Nigeria, very little has been

.
L

published in this area.
o The purpose of ﬁhi; fé;iew 1ls to diécugé.what iﬁformation is
avallable from Nigeria and elsewhere as it is consldered pertinent to
the p;gsent study. An important distinction between the training of
éxﬁenéioh workers in most developing countries and the advanced coun-—
tries has already been indicated. This differcnce stems from the fact
that extension workers in advanced countries are generally graduates of
four-year agricultural colleges, while, in developing countries, the
extension service is staffed mostly with high school graduates with an
additional two or more years of training in technical agriculture and
extension education. The training provided in Nigeria is therefore
more basic and not confined to induction or in—sgrvice educatioq.
Nevertheless, as noted by Higgs:

In all parts of the world, the needs of thé extension men are

the same-~devotion, wmderstanding of human beings, patience and

a good understanding (I advisedly say "understanding" rather than

"knowledge") of sociology and social psychology. Surprisingly
perhaps, I put technical competence second to these qualities.,

- e
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.Association of Land-Grant Cclleges and State Universities identified
nine general areas in which they considered extension ﬁérkers needed
competence:3 (1) The Cooperative Extension Service, (2) Human Develop-
ment, (3) Program Development, {4) Education Process, (5) Socilal System,
(6) Communication, (7) Philosophy and Values, (8) Technology, and
{(9) Research and Evaluation.
The National Task Force went further to suggest three main steps
for identification of training needs. The steps were:
1. Locating areas of training needs through
{(a) Analysic of job
(b) Analysis of program emphasis.
2. Identifying the individual workers in need of training through
{(a) Self-surveys of felt needs and interests
{b) Observation
(c) Analysis of performance evaluation.
3. Determining priorities in training neceds.
Although this procedure deals mainly with in-service types of training,
1t has equal applicability to pre-service tralning situations also.
Duncan5 observed that most training programs, either at the
gtate or area basis, were built around certain problem areas which he
diagnosed as:
1. Philosophy,"objectives and policles of Cooperative Extension

A b

3National Task Force on Cooperative Extension In-service

Training, "An In-service Training Program for Cooperative Extension
. Personnel," Washington: Federal Extenslon Service; Division of Research
and Tralaing, 1957, pp. 13-1l4.
‘ : A .

SJames A. Duncan, Training Cooperative Extension Workers: The
Coordinated Approach, Cooperative Extension Service, Unilversity of
Wisconsin (April, 1957), pp. 32-33.
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2, Principles, procedures, and organization in county program
development. . |
3. Extension teaching methods and communications,

4. Principles and practices In leadership development to include
selection training and functions of volunteer and professional
leaders.

5. Methods of dealing with public policy problems in agriculture
and home economics.

6. The farm and home unit approach, including basic principles,
operational procedures and technical and economic subject
matter related to this phase of extension work.,

7+ 4-H club organization and program techniques.
B. Reporting and evaluating extension results.
9. Technical subject matter in agrilculture and home economics

such as: (&) Agronomy, (b) Imsect control, (c) Livestock,

(d) Water systems, (e) Home furnishing, (f) Foods and

nutrition, (g) Home management,

10. Economic subject matter such as: (a) Consumer education,

(b) Outlook information, (c) Marketing, (d) Credit and

farm operating agreement,

Although the broad areas of training are clearly spelled out in
greater detail, there are strong similarities with the areas ldentified
by the National Task Force. There is an obviocus notion that a consclous
process of analysis and a systematic approach at identifying training
needs of extension agents of all categories will result in a more fruit-
ful utilizarion of available resources.

Studies of Training Needs of Extension Agents
in the United States

A study conducted by Mount6 eﬁphasized the importance of studies

|

6John T. Mount, "Traihing for Extension Work in Agriculture"
(unpublished Master's thesis, University of Wisconsin, 1949), pp. 92-95.

;o
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organizatidn and administration, and understanding socilal systems had
_ the 1owest ratings. . o
. She arrived at the éoﬁclusion that “.HQ . wide discrepancies in
the ratings assigned to items in Importance and educational needs of
agents indicate that extension agents may not always be able to identify
their needs."

The presumption that extension agents can always ldentify thediy
training needs may not hold true in all cases, Therefore, some caution
is necessary in making Interpretations of opinion sufveys of agents on
their expressed needs for training,

Another study of training needs of agents was made by Kalangil4
in Ohio., He compared the training needs of agents in urban and farm
counties, and concluded that all extension agents, ilrrespective of
their status or situation felt a need for intensive training in areas
of the educational process, human development and human relations,
program development, and communications. Extension agents in urban
counties, he found, expressed greater desire for training in all the
areas considered than the farm county extension agents.

Bouchard15 in a study of all agricultural extension agents iIn

Quebec, compared the training needs of the agents in seven general

areas of training which he had identified. He found that the agents

14Christ0pher J. Kalangi, "An Analysis of Training Needs of
Extension Agents in Urban and Farm Counties" (unpublished Doctor's
dissertation, Ohio State University, 1963), pp. 160-185,

15A. J. Bouchard, "Training Needs of County Agricultural
Extension Agents in Quebec, Canada" (unpublished Doctor's dissertation,
Ohio State University, 1266), p. 232.
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indicated the greatest amount of need for training, in order of prior-
ity, in the areas of (1} program planning, (2) psychological and
educational principles, (3) performance of educational activities,

(4) research and evaluation, (5) knowledge about extension service,
(6) social knowledge, and lastly (7) technical subject matter. The

agents indicated the least need for training in the technical subject

matter, T
SR

Studies of Training Needs of Extension Agents
in West Africa

A significant study of the training needs of extension workers
In Nigeria was conducted by Williams16 in 1967. Using the critical
incident technique, Williams isolated as many as "502 behaviors compris-
ing 365 effective and 137 ineffectlve elements" from extenslon adminis-
trators, and extension agents of professional, technical and village
level grades. He classified the behaviors into five major categories
according to the most important functicns of extension workers In
Western Nigeria, These:werezl

1. Creating appropriate teaching-learning situations for
clientele, : .

2. Planning, organizing and implementing extension programs
and projects. . IR oo

3. DPemonstration of interpersonal relationships with staff
members within agency and with outside agencies.,

4. Working with groups of clientele,

165. K. T. Williams, "Identification of Training Needs of
Extension Workers in Western Nigeria as a Basis for Developing a College
Training Curriculum" (unpublished Doctor's disaertation Cornell Uni-
versity, 1967), pp. 122-126. ‘o i
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5. Conducting and organizing training programs for co-workers and
clientele.
Williams concluded from this study that the extension worker in
Western Nigeria required training in the areas of social and behavioral
sciences in addition to technical agriculture. His conclusion supported
findings from similar studies in the United States, and he identified
eleven specific subject areas in which extension workers in Western
Nigeria needed training. These were listed as follows:
1. Teaching-learning theory
2, Program planning procedure
3. Social system, leadership selection and social action process
4. Planned change and change process
5. Principles of human relations
6. Theory of motivation
7. Communication process
8. Theory and practice of administration
9. Theory or organization
10. Nature and importance of training
11, Technical training related to agriculture
According to Williams, program planning procedure was the most
important area of training need, followed by staff relationships within
agency and with outside agencies and thirdly, the teaching-learning
situation. Williams stressed the importance of a "thorough knowledge
of technical subject matter in agriculture as a first basis for effec~-

tiveness in extension work."
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Gyamfi,17 in a recent study, surveyed the opinions held by a
group of agricultural assistants and their senior officers, regarding
specific aspects of the intermediate level training of extension workers
at the Kwadaso Agricultural College in Ghana. He listed the specific
aspects of training studied as:

1. The extent to which the agricultural assistants considered
the subjects they studied at Kwadaso valuable to the work
assigned to them.

2. The extent to which the agricultural assistants considered
the quantity of material covered in the subjects adequate
for the work assigned to them.

3. The extent to which the agricultural assistant found each
subject interesting.

4. The extent to which the agricultural assistants found each
subject difficult.

5. The extent to which the agricultural assistants considered
the training they received at Kwadaso adequate in the areas
of: basic agricultural knowledge or skill supervision of
labor, social adjustment, and the ability to communicate
ideas to others.

6. The extent to which the supervising senior officers considered
the Kwadaso subject important to the work which they had
assigned to their charges--the agricultural assistants.

7. The performance of the agricultural assistants, as rated
in the areas of: basic agricultural knowledge, supervision
of labor, social adjustment, ability to communicate, and
readiness to take responsibility.

Gyamfi concluded from his findings that there was a general
agreement between the opinion of the agricultural assistants and their

superiors on the importance of the subjects taught at the college. He

17Kwame Gyamfi, "Curriculum Guide for the Kwadaso Agricultural
College, Ghana, Based on Opinion Survey of Specified Aspects of the
Curriculum" (unpublished Master's report, Kansas State University,
1971), pp. 130-132.
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also found that the subjects which appeared more interesting to the
agricultural assistants were also most valuable to their work and at
the same time least difficult.

The entire literature review has focused attention on the pri-
mary function of extension workers, which is generally accepted as
educational. The function of the extension worker was to provide
strong educational leadership to individuals and groups by helping them

to obtain some desirable change which they themselves have identified.

Role Behavior of Extension Agents

Quinn and Boone18 provide further insight on the role of the
extension worker and the professional competencies which he needed in
order tco perform his role adequately. They identified ten major dimen-
sions of the agents' educational role:

1. The Extension worker is an organizer and planner.

2, The Extension worker is a teacher.

3. The Extension worker is an interpreter of research findings.

4. The Extension worker is an educational consultant.

5. The Extension worker is an educational catalyst--he is respon-
sible for providing an important share of the information on
which people can make more rational and effective judgments
about issues affecting their welfare,

6. The Extension worker is an educational spokesman of the
Land-Grant Institution and the United States Department of

Agriculture--he has responsibility for informing the public
about the programs and activities of these agencies,

1BEtnily H. Quinn and Edgar J. Boone, "Raising Our Professional
Sights in Extension," Adult FEducation, Vol. XV, No. 1 (Autumn, 1964),
pp- 23-24.
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8.

10.
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The Extension worker is a liaison person--transmitting prob-
lems and needs of people to research and resident teaching
staff and helping people interpret and apply research findings
to real-life problems.

The Extension worker is a developer of leaders.

The Extension worker is an educational statesman--with
primary responsibility for establishing and maintaining
good working relationships with all government and private
agencies and organizations operating at the national, state,
county and local levels.

The Extension worker is an evaluator--he has to continually
appraise the effectiveness of his efforts and the Extension
Service in affecting desirable changes among the people.

Having designated these major roles which extension workers are

expected to fulfill, Quinn and Boone proceeded to identify the main

professional competencies needed by extension workers in order to

accomplish their functions satisfactorily. The competencies they

identified were:lg

1.

3.

&4,

5.

6.

The Extension werker needs to understand the Cooperative
Extension Service, its objectives, organization and rela-
tionship to the Land-Grant Institution.

The Extension worker needs to know and understand technical
subject matter appropriate to his needs and the needs of the
people with whom he works.

The Extension worker needs to know and understand the
principles and processes of programming and to have a high
degree of proficiency in applying these concepts.

The Extension worker needs to know and understand the
principles of learning and teaching and to have a high
degree of proficiency in applying these principles.

The Extension worker needs to understand and have a high
degree of proficiency in the communication process.

The Extension worker needs to know and understand what is
known about the structure and dynamics of human society.

29
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7. The Extension worker needs to understand the human develop-
ment process and maintain a high degree of skill of human
relations.

8. The Extension worker needs to understand the principles of
management and maintain a high degree of proficiency in
applying these principles.

9. The Extension worker needs to keep informed about current
issues and problems confronting people, and to be proficient
in discussing them in an objective and informative manner
with groups.

10. The Extension worker needs to know and understand the
principles of administration and supervision.

11, The Extension worker needs to know and understand and be
proficient in applying the principles and techniques of
evaluation.

Summar

What seems most noteworthy is the rather unanimous agreement
about the role and functions of the extension worker and the type of
training most suitable for accomplishing his unique roles. Institu-
tions engaged in training extension workers must appreciate the variety
and changing roles of the agent and make adjustments in course content
to increase proficiency on the job. This involves providing adequate
training in technical subject matter as well as in the social, psycho-
logical and educational areas.

The rapidity of technological change and the ever changing
conditions of problems in rural communities in which extension agents
operate make the issue of determination of training needs a more dif-
ficult task.

Even though there have been dramatic achievements in studies of
training needs in more advanced countries which could provide valuable

guidelines for similar studies in developing countries, the rather
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unlque characteristics of extension operations and the training pro-
grams only go to emphasize the importance and need for intemsive and
continuous efforts to develop more appropriate criteria for diagnosing

the training needs of extension workers in developing countries.



Chapter IV
METHODOLOGY

Different approaches have been used in doing research on train-
ing needs of extension agents. However, there has been a preponderance
of the survey questionnaire in this type of study.

HcCormick,l Price.2 Clark3

and many others used survey question-
naires based on the areas of competence identified by the National Task
Force on In-Service Training to analyze the training needs of extension
agents in the United States. Applying a different approach, H:llliams4
used the critical incident technique to identify the training needs of
extension workers in Western Nigeria.

The variations and differences in questionnaires used to study

training needs of extension agents reflect differences in objectives,

situational factors, and characteristics of the population under study.

1Robert W. McCormick, "An Analysis of Training of County
Extension Agents in Ohio" (unpublished Doctor's dissertation, Univer-
sity of Wisconsin, 1959).

2Rande1 K. Price, "An Analysis of Educational Needs of Arkansas
Extension Agents" (unpublished Doctor's dissertation, University of
Wisconsin, 1960).

3H. E. Clark, "An Analysis of the Training Needs of Wisconsin
County Extension Personnel" (unpublished Doctor's dissertation,
University of Wisconsin, 1960).

4S. K. T. Williams, "Identification of Training Needs of
Extension Workers in Western Nigeria as a Basis for Developing a
College Training Curriculum" (unpublished Doctor's dissertationm,
Cornell University, 1967).

61
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None of the instruments used in the other studies reviewed had direct
application and suitability for this study. The instruments were
inappropriate because of the educational level of the junior extension
workers in northern Nigeria, the functions which they perform, and the
nature of the training program at the Schools of Agriculture in Nigeria.
It was therefore necessary to develop a questionnaire which was
applicable to local conditions in the six northern states of Nigeria.
The writer, however, drew from the experiences of McCormick and

Kalanjis in preparing the questionnaire for this study.

Developing the Questionnaire

The literature, including the study by Williams, indicated that
different groups of extension workers considered seven main areas of
training essential for successful job performance. Based on these
seven areas and the curriculum of study for the agricultural assistant
course at the Schools of Agriculture in northern Nigeria, a survey
questionnaire was developed. The seven broad areas of training were as
follows:

1. Agricultural extension philoscophy, organization, and

administration

2. Sociological factors

3. Educational process and human development

4. Program planning

5. Communications in extension

SChristopher J. Kalangi, "An Analysis of Training Needs of
Extension Agents in Urban and Farm Counties" (unpublished Doctor's
dissertation, The Ohio State University, 1963).
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6. The use of research methods and evaluation in extension
programs

7. Technical knowledge in agriculture

Two instruments were used to obtain data for the study. The
first was designed for responses from the junior staff, and the second
was for the senior staff. Both instruments were essentially similar
except for the second page which requested for personal information
about individual respondents. This page differed slightly in the two
instruments because of differences in the background of the two groups.

The rest of the gquestionnaire was divided into five main
sections:

Sections I-IIT were intended to obtain responses on the seven

areas of study identified. The three sections contained
126 items,

Section IV was concerned with identifying the main functions of

extension workers in the six northern states.

Section V dealt with major problems of extension in the

northern states of Nigeria.

Each questionnaire contained 179 items. In each of the seven
areas of training, agents were requested to indicate "To what extent
training should be provided in each area." The agents could express
their opinion about the need for training as: "very much" needed,
"much" needed, "somewhat" needed, "little" needed or "not" needed. On
the duties of extension workers, agents were asked to indicate how

important they felt the duties listed were in relation to their work.
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They could indicate their opinion as: '"very important," "quite impor-

tmt.ll "

some importance," "little importance," or '"no importance.”" In
Section V, agents were asked to indicate how serious they considered a
number of problems to be in terms of hindering their job performance
and in limiting the progress of extension. They were asked to indicate
their opinion as: 'very serious,” "serious," "somewhat serious," or

"not serious."

Respondents were provided with additional space in each
section to add other needs they felt were significant, but which were
not included in the questionnaire. (Appendices A and B show further

details of the questionnaires.)

Pre-testing of the Questionnaire

The draft questionnaire was first pre-tested on Nigerian
graduate students majoring in Agricultural Education at Kansas State
University. The students had considerable experience in both the exten-
sion service in northern Nigeria and in the Schools of Agriculture
where they had been instructors. The pre-testing led to some modifica-
tion of the instrument in respect to content and clarity of the
questions.

Twelve of the revised draft questionnaires were air mailed to
the Principal of the School of Agriculture at Kabba who again pre-tested
them with extension workers who had recently been admitted into the
School for the Assistant Agricultural Superintendent course. This
second pre-testing resulted in further modifications made to simplify
some terminology and to improve the understanding of the content and

A

procedure for completing the questionnaire.
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The revised version was circulated to members of the graduate
advisory committee for suggestions in improving the instrument. The

committee's approval was obtained before final copies were duplicated.

Selection of Respondents

All extension workers holding the rank of agricultural assis-
tant and above who were employed in the six northern states at the time
of the study with assignment for extension duties, were potentially
available for inclusion in the study groups.

Because of physical handicaps, accentuated by poor transportation
and communication facilities in northern Nigeria, it was not possible
to reach the majority of extension workers in the six northern states.
For the junior staff, stratified samples of approximately 25 percent of
the extension workers from widely diversified geographic locations were
taken. Samples were selected from 13 provincial centers in the six
northern states. Only agricultural assistants who had a minimum of one
year of field experience after completion of training at one of the
Schools of Agriculture were requested to complete the junior staff
questionnaires, along with some assistant agricultural superintendents.
The necessity for a selected sample in experience surveys was justified
by Selltiz et al., who commented that ". . . it is a waste of time and
effort to interview people who have little competence, or little rele-
vant experience, or who lack ability to communicate their experience."6

This limitation reduced the potential population available to about 900

from a possible number of 1077 agents.

6Claire Selltiz et al., Research Methods in Social Relations
(New York: Holt, Rinehart and Winston, Inc., 1959), pp. 55-56.
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Because of the rather small number of senior officers as com-
pared to the junior staff, concerted efforts were made to obtain
responses from the majority of senior officers assigned extension
responsibilities. There were 192 senior staff potentially available
for the study.

It was not possible in the circumstances of the study to ensure
a random sample selection. In view of the lack of an extension staff
list of any kind in the six states, a table of random numbers could not
be used to select the required sample., However, a projection was made
on the junior staff number who should answer the questionnaire at each
location to meet sample requirements, It was recommended that the
simple procedure advocated by Borg7 for obtaining an approximately ran-
dom sample be used. This involved placing the names of each individual
in a container and drawing the required number of names of respondents,

The actual procedure used in selecting the sample of the junior
staff was controlled by the writer's former colleagues who were subject-
matter specialists at Ahmadu Bello University, Zaria. The specialists
were responsible for administering the questionnaires to extension
workers in Nigeria. Tables 1 and 2 indicate the distribution of poten-

tial and actual respondents by states.

?Halter R. Borg, Educational Research, An Introduction (New
York: David McKay Company, Inc., 1967), p. 169,




TABLE 1

NUMBER OF JUNIOR STAFF RESPONDENTS
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State Potential Potential Actual Number Percent of
Population Sample of Respondents Response

Benue-Plateau 157 45 45 100

Kano 64 15 12 80

*

Kwara 190 48 17 36

North-Central 210 50 24 48

North-East 204 60 60 100

North-West 252 62 31 50

Total 1,077 280 189 67.5

*
Data were collected from only Assistant Agricultural Super-
intendents with a total population of 30,
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TABLE 2

NUMBER OF SENIOR STAFF RESPONDENTS

Potential Actual Number
ftate Population of Respondents Faycent
Benue-Plateau 24 16 66.6
Kano 27 8 29.6
Kwara 32 19 59.3
North-Central 20 9 45.0
North-East 39 26 66.6
North-VWest 50 18 36.0
Total 192 96 50.0

Collection of Data

A total of 300 junior staff and 200 senior staff questionnaires
were sent by air freight on June 5, 1972 to the Deputy-Director of
Extension at Ahmadu Bello, University, Zaria, Nigeria.

All the data for the study were collected in group sessions.
Data from Kano, Kwara, and North-East states were collected by exten-
sion specialists in July and August, 1972, during the mid-season
in-service training meetings of extension workers in the three states.
The completed questionnaires were sent back to the writer at the end of
August, 1972,

Data from the remaining three states--Benue Plateau, North-
Central and North-West, were collected by the same specialists during
the in-service training meeting of the states in October, 1972. These

questionnaires were sent by air freight to the writer in November, 1972,
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Both the junior and senlor staff questiconnaires were adminis-
tered at the same in-service training meetings. 8peclal time was
ﬁlibcated at each meeting for the agents to complete the questionnaires.
The purpose of the questionpaires was explained, and detailed instruc-

.tions for completing them were given by the extension specialists.,

: Apffdxiﬁately one hour was allowed for completing the questicnnaires,
which were collected from the agents soon after they were completed,
Because of difficulties in mailing, data for the study were collected
only from extension persdnnel who were present when the questionnaires
were administered at each of the training meetings. |

The questionnaires returned represent 67.5 percent.of the.
Junior staff sample and 50 percent of the senlor staff. This was a
satisfactory return congidering the physical barriers which had to be

overcome 1n undertaking the study.

Analysls of Data

Information recorded on the questionnaires completed by junior
and senior extension personnel in the northern states of Nigerla was
pre~coded and the data were punched on IBM cards. Tabulaticon and subse=-
quent analysis of data were performed at the Computer Center at Kansas
State University. | |

Respondents in the study were asked to express their opinion
about the need for extension agents' training in specific subject areas.
These areas, expressed on a scale portraying five categorles of needs,
were weighted by assigning numerical wvalues., A value of five was
assigned to the category of 'very much" training needed, a value of

four to "much" training needed, a value of three to training "somewhat"
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needed, a value of two to "little"” training needed and a zero for cases
~where there was missing information or mo response. An equal interval
.ﬁas assumed between each of the categories of training need. A similar
system was used In assigning numerical values to all other sections of
the questionnaire, o |

The number of re5poﬁdent3 in each of the {items was multipiied
by the values assigned in each category of tralning. The product was
divided by the totzl number of respondents to each scale of walue. The
result represented weighted mean scores for agents in each of the items
of training. It was the weilghted mean scores so derived that were gsed
in analyzing the data for this study.

The purpose of the analysis was ﬁo test three main hypotheses:

1. That there were no differences in the training needs of
extension agents as percelved by junior and seniorléxfen—
slon perscnnel,

2. That there were no differences in the opinions of Yarioua

- tenure pyoups on the training needs of extension égents.

3. That there were no differences in the opinions of respon=-
dents based on differences in their educational background,
on the training needs of agents.

In addition to these hypotheses, the opinicons of extension per-
sonnel on the training needs of agents in selected areas of training and
relate&.éxtension questions were compared by states,

The hypothesis of no difference between the responses of junior
and senior extension staff was tested by using the "Student's" t-test

N

statistic to compare the welghted mean scores for the two groups on



related items of training and other extension gquestions, The t-test

was talculated from the formula:s_

And: 8

above formula:

=

mean score for items rated by junior staff

mean score for items rated by senior staff
difference between standard error cof means for the
two groups |
degrees of freedom

sum of squares for junior staff

sum of squares for senilor staff

number of junior staff respondents

number ef senior staff respondents.

The Chi-square statistic was used to determine statistical

significance of asscciation between personal characteristics of respon-
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dents such as tenure and educational background and their opinien about

training needs of agents.

The Chi-square was calculated from the

following formula:9

8

John T. Roscoe, Fundamental Research Statistics for Behavioral

Sciences (New York: Holt, Rinehart and Winston, Inc., 1969), pp. 166-

167,
9

i ~ “Ibid., pp. 197-198.
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ﬁ B . X2 L © - E 2

E

where X2 = Chi-square
0 = observed frequencies

E = expected frequencies
. The degrees of freedom were calculated from the formula:
df = (r-1) (-1

where r = number of rows

¢ = number of columns

The probability level P < .05 was used as a basis for accepting
or rejecting the hypotheses. The abbreviation "ns" was used to indicate
a situation in which no significant differences were found. Where there
was a significant difference in responses, the probability level of
significance Qas indicated.

In addition to the etatistics outlined above, some of the data
were reported as welghted mean scores, rank orders, and as descriptive

narratives.

Summary

The account in this chapter descrihes the method used in col—_
lecting the data for the study. Information about the trailning needé
of extenslon agents in the northern states of Nigerla was obtained by
means of survey questionnalres which were administered to experienced

agents in the states by specialists at Ahmadu Bello University, Zaria.

7
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Data collected were pre-coded on IBM cards and analyzed at the
Kansas State University Computer Center. Three main hypotheses were

tested, the results of which are reported in the next three chapters.



Chapter V

TRAINING NEEDS OF EXTENSION AGENTS IN THE SEVEN

GENERAL AREAS OF COMPETENCY

This chapter is based on an analysis of the opinions expressed
by extension personnel on the training needs of potential apgents in
the northern states of Nigeria within the seven general areas of com—
petency.

In order to characterize the opinions of all respondents,
weighted mean scores for each of the training areas were computed for
the entire sample. The mean scores were ranked to determine the high-
est and lowest training needs.

Opinions of agents concerning the importance of training needs
were compared by status, tenure, and educational background. These
three variables were classified as follows:

A. Status

1. Junior staff
2. Senior staff
B. Tenure (Experience)
1. O to 4 years
2. 5 to 9 years
3. 10 years and over
C. Agricultural Training (Education)

1. Agricultural Assistant (AA)

74
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2, Assistant Agricultural Superintendent or Diploma (AAS)
3. University graduate (B.S. degree)

The "Student's" t-test was used to compare the significance of
difference between weighted mean scores for each area of training by
junior and senior staff.

The Chi-square statistic was used to analyze responses by tenure
and by agricultural training. In both of these, only situations where
there were significant findings in responses were reported.

In addition to the analysis enumerated above, the responses of
extension personnel in the general areas of training were compared by
states, The weighted mean scores were computed as previously discussed
and the values arranged in rank order. These were compared by states.

Opinion of All Extension Personnel in the
Seven General Areas of Training

The responses of all extension personnel in the seven identified
areas of training are shown in Table 3.

The seven areas were rated from a mean of 3.96 to 4.64., A mean
score of 4.0 or higher indicated a training need which was "quite" or
"very'" important. Since the scale ranged from one to five, the lowest
rating of 3.96 was relatively high on the scale.

The three areas ranked as most important for the training of
potential extension workers by all respondents were these:

1. Technical knowledge in agriculture”

2, Agricultural extension philosophy, organization, and

administration

3. Communications in extension
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TABLE 3

TRAINING NEEDS OF AGENTS IN THE SEVEN GENERAL AREAS OF TRAINING,
IN THE OPINION OF EXTENSION PERSONNEL

N = 285
General Areas of Training Weighted Mean Rank Order
Technical knowledge in agriculture 4.64 1
Agricultural extension philosophy,
organization, and administration - 4,60 2
Communications in extension 4.55 3
Program planning 4,46 4

The use of research methods and
evaluation in extension programs 4,35 5

Educational process and human
development 4.00 6

Sociological factors 3.96 7

The areas next in order of importance were program planning,
research methods and evaluation, and educational process and human
development. The sociclogical factor area was rated lowest by all the
respondents.

This response may be explained by virtue of the fact that
technical agriculture and agricultural extension still constitute the
most important areas of need for the training of extension agents in a
country dependent on subsistence agriculture. The newly recruited
extension agents have no basic foundation in agriculture., Therefore,
it was essential that they should be well trained in the technical
subject area which form the basi§ for the teaching of farmers. The

high rating of communications by extension staff may indicate a feeling
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that the successful performance of the job of agents depended largely

on the ability to communicate with farmers.

Responses of Junior and Senior Staff in the
Seven General Arcas of Training

The opinions of junior and senior extension staff on the seven
general areas of training are compared in Table 4.

The junior extension staff indicated highest training needs for
potential agents in the three areas listed below:

1. Technical knowledge in agriculture

2, Agricultural extension philosophy, organization, and

administration

3. Communications in extension

The two areas which received the lowest rating by junior exten-
sion staff were educational process and human development, and sociolog-
ical factors.

The senior extension staff rated the following three areas
highest:

1. Agricultural extension philosophy, organization, and

administration

2, Technical knowledge in agriculture

3, Communications in extension

The three areas were very close in the priority ratings of
senior staff., As with the junior atﬁff, the senior staff had slightly
lower ratings for educational process and human development. Sociologi-

cal factors was rated last by both groups.



OPINION OF JUNIOR AND SENIOR STAFF IN THE SEVEN GENERAL

TABLE 4

AREAS OF TRAINING COMPARED
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Junior Staff  Senior Staff
General N = 189 N = 96 t* i Lz;el
Aveas of Training oo iohted Weighted Signif.
Rank Rank
Mean Mean
Technical knowledge
in agriculture 4.63 1 4.67 2 -0.58 275 ns
Agricultural exten-
sion philesophy,
organization, and
administration 4.55 2 4.69 1 -1.65 271 ns
Communications
in extension 4.52 3 4.61 3 -1.04 275 ns
Program
planning 4,43 4 4.49 4 -0.74 273 ns
The use of research
methods and evalua-
tion in extension
programs 4.39 5 4.28 5 1.07 275 ns
Educational
process and human
development 3.96 6 4.09 6 -1.17 274 ns
Sociological
factors 3.89 7 4.07 7 -1.60 272 ns

*Iwo-tailed test P < .05, t > 1.96
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Both junior and senior staff rated all of the seven areas of
training very high, indlcating that they considered them all important
in the trailning of extension agents. The junior staff ratings ranged
from & mean of 3.89 to 4.63 while the senior staff gave the lowest
rating of 4.07 and the highest of 4.67,

Senilor extension staff indicated a slight preference for agri-
cultural extension philosophy, organization, and administration over
_technical knowledge in agriculture. Thils suggested that senior officers
'Zéhbwed more concern for extension crganization and administration. Both
Junior and senior staff rated communications quite high, 4.52 and 4.61
respectively.

There was no éignificant difference, basad on the t-test,
between responses of the two groups in the seven general areas of
tralning. This indlcates almost identical views between the junior and
senlor extension staff on competencies needed by agents. Based on the
high mean scores, thg;e was little doubt about thelir opinion of the
importance and relevaﬁce of the seven areas to the training of extension

workers.

Training Needs in the Seven General Atreas by Tenure Groups

In only one of the seven general areas of training was there a
significant difference in the responses of extension personnel based on
tenure,

Data in Table 5 indicate a significant difference at the .05
level hetwééﬁ fenure groups in the area of educational process and

1

human development.
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TABLE 5

EDUCATIONAL PROCESS AND HUMAN DEVELOPMENT COMPARED BY TENURE

— e = ]
Years Degree of Importance in Percent Number
Te:ire Very Quite Some Little Not Ag::ts
0-4 24.7 41.1 24.7 8.2 1.4 73
5-9 23.7 48.4 25.8 2:2 0.0 93
10 and over 36.4 50.9 10.0 1.8 0.9 110

xz = 19,41, Significant at .05 level,

The longer the tenure of extension agents, the higher their
rating of educational process and human development as a training need.
In approximate terms, this subject was considered "quite' or "very"
important by nearly two-thirds of those with 0-4 years tenure, by over
seven out of ten with 5-9 years and by nearly nine out of ten of those
who had been extension agents 10 or more years,

Training Needs in the Seven General Areas
by Agricultural Background

There were significant differences in the responses of extension
personnel in three areas as a result of differences in educational
training. The three areas were these:

1. Educational process and human development

2. Program planning

3. Research and evaluation

Data in Table 6 show a significant difference at the .05 level

in the opinions of agents according to their agricultural background,
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TABLE 6

EDUCATIONAL PROCESS AND HUMAN DEVELOPMENT COMPARED
BY AGRICULTURAL TRAINING

Agricultural Degree of Importance in Percent Nu:?er
Tratning Very Quite Some Little Not Agents
AA 29.9 44.3 21.3 3.4 1.1 174
AAS/Diploma 34.3 55.7 10.0 0.0 0.0 70
BS 5.0 55.0 35.0 5.0 0.0 20
2

X" = 15.99, Significant at .05 level.

Assistant agricultural superintendents rated this training area
much higher than did the other two groups. There was a progressive
increase in the need for training expressed by both agricultural assis-
tants and B.S. graduates. The former indicated more need in this area
than the latter. About 5 percent of agricultural assistants and B.S.
graduates who responded felt it was "little" or "not" important, whereas
none of the assistant agricultural superintendents rated it so low.

The responses of agents in program planning is shown in Table 7.
There was a significant difference at the .005 level between the groups.
There was indication that of the three groups, assistant agricultural
superintendents felt the highest need for training in program planning,
closely followed by agricultural assistants. Although a majority (85
percent) of B.S. graduates indicated that program planning was important,
a higher proportion of them than in the other two groups indicated less

importance in the area.
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PROGRAM PLANNING COMPARED BY AGRICULTURAL TRAINING
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Agricultural Degree of Importance In Percent Hu:?er
Training Very Quite Some Litcle Not Agents
M 51,7 39.0 9.3 0.0 0.0 172
AAS/Diploma 66.2 31.0 2.8 0.0 0.0 71
BS : 25.0 60.0 10.0 5.0 0.0 20

X2 = 23.82, Significant at .005 level.

Data in Table 8 indicate a significant difference in the

responses of extension personnel at the .01 level in the area of

research and evaluation in relation te theiy agricultural training.

B.S. graduates indicated a relatively lower need for training

of staff in this area than either agricultural assistants or assistant

agricultural superintendents. Aboﬁt one~third of them considered it

TABLE 8

RESEARCH AND EVALUATION COMPARED BY AGRICULTURAL TRAINING

Agricultural Degree of Importance in Percent Nuz;lger
Trainiag Very Quite Some Little Not Agents
AA 54,0 3.3 9.2 2.9 0.6 174
_ AAS/Diploma 49,3 46,5 4.2 0.0 0.0 71
BS 20,0 45.0 25.0 10.0 0.0 20

X2 = 20.74, Significant at .01 level,
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only of "some" or "little" importance. Thirteen percent of the
agricultural assistants and 4 percent of the assistant agricultural
superintendents rated it this low. Those with assistant agricultural
superintendent background rated training in research and evaluation
highest. Nearly 96 percent felt it was "quite" or "very" important.

Responses of Extension Personnel in the Seven
General Areas of Training by States

The opinions of the respondents as to the training needs of
potential extension workers in the seven general areas of training are
compared by states in Table 9. Respondents from Benue-Plateau state
rated agricultural extension philosophy, organization and administra-
tion, first; communications in extension, second; and program planning,
third, in order of priority as the three areas in which extension agents
needed the most training. These three were closely followed by techni-
cal knowledge in agriculture.

Kano state respondents differed only very slightly from Benue-
Plateau by rating program planning second. Communications and techni-
cal knowledge in agriculture tied for third place,

Both Kwara and North East state staff had identical views on
the training needs of extension agents in the seven areas of training.
The three most important areas rated by these two states were technical
knowledge in agriculture, communications in extension, and agricultural
extension philosophy, organization, and administration.

North Central and North Western state respondents rated techni-
cal knowledge in agriculture and agricultural extension philosophy,
organization, and administration in the first two places. North Vest

rated program plnnning instead of communications as a third choice.



TABLE 9

IMPORTANCE OF THE SEVEN GENERAL AREAS OF TRAINING, IN THE OPINION OF EXTENSION PERSONNEL, BY STATES

Benue-Plateau Kano Kwara N. Central N. East N. West
N = 61 N =20 N = 36 N =33 N = 86 N = 49
General Areas
cf Training -
Weighted Weighted Weighted Weighted Weighted Weighted

Mean Rank Mean Rank Mean Rank o Rank Mean Rank s Rank
Agricultural exten-
sion philosophy,
organization and
administration 4,71 1 4.75 1 4.67 3 4.72 /- 4,41 3 4.59 2
Communications
in extension 4.64 2 4.60 3.5 4.69 2 4.59 3 4.462 2 4.53 4.5
Program
planning 4.53 3 4.65 2 4.56 4 4,28 5 4.33 4 4,54 3
Technical knowledge
in agriculture 4.51 4 4.60 3.5 4.86 1 4.75 1 4.52 1 4.80 1
The use of research
methods and evaluation
in extension program 4,37 5 4.30 5 4.33 5 4.41 4 4.24 5 4.53 4.5
Educational process
and human development 3.90 6.5 &4.05 6 4.03 7 4,22 6 3.86 7 4.18 6
Sociological
factors 3.90 6.5 3.63 7 4,12 6 4,19 7 3.95 6 3.90 7

w8
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In general, technical knowledge in agriculture and agricultural
extension philosophy, organization, and administration were rated as
the twe most important training areas which were of major concern to
extengion workers., The next most fmportant areas, by rank, were com-
munications, program planning, and the use of research methods and
evaluation in extension programs. There was almost unanimous agreement
in the ratlings for the lowest two areas:! educational process and human

development, and sociological factors.
I R .
Summary  J$1 ”2'.l'i: r'T_; g

The results presented in this chapter indicate no major

| philosophical differences between the junlor and senior staff in their

-fw'opinions aboutr the training needs of agents in the seven general areas

of training.

. Technical knowledge in agriculture and agricultural extension
were major areas in which the extension staff felt the greatest aﬁnunt
of tralning was needed.

The importance shown in communications in preference to progran
ﬁlanning would indicate that respondents perceive the work of extension
agents in the northern states as being to a great extent one of dis-
seminating technical information in agriculturé to farmers, rather than
as initlators of programs. Therefore, the importance of program plan-
ning as an essential element in the educational Process notwithstanding,
it may not be as important an aspect In the work of extension agents in
northern Nigeria.

The need for training in research and evaluaticon was rated next

in order of importance; followed by educational precess and human
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development. Soclological factors recelved the lowest rating by both
groups,

" When the.responses of extension personnel were compared by
tenure, only the opinion on educational process and human development
differed significantly. Agents with longer tenure indlcated the
greatest need for training in the area.

_ ' In the three general areas where there were significant differ-
- ences by agricultural training, there were clear indications that
.éssistant agricultural superintendents and agricultural assistants felt
a higher need for training in all_areas. It could be inferred from the
data that B.S. graduates felt a comparatively lower need for training
of staff in all three areas, although they still felt that all areas
were lmportant. | B | |

There was gre&fer diﬁersity of opinion when the seven areas of
training were compared by states. Four states ranked technical knowl-
edge In agriculture as the area with the greatest need for training.
This was the highest rating for any subject area. Agricultural exten-
gion philosophy, organization, and administration was ranked first,
second, and third by each of two states, Communications was ranked
second by three states while only one state ranked program planning in
second place.

Most states ranked research and evaluation in fifth place,
while educﬁéiﬁﬁal.process and human develepment was ranked sixth by four
states. This was closely followed by sociological factors, which was

ranked seventh place by three states,
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In general the states followed a similar sequence as the junior
and senior staff in ranking the seven general areas of training. It
was noteworthy that all seven areas were highly rated by the respon-
dents. This implied that all the areas were important in the training
of extension agents. Some of the differences brought out in this
chapter should be helpful in determining where emphasis should be
placed in planning training programs for extension staff in the six

northern states of Nigeria.



Chapter VL

SPECLFIC TRAINING NEEDS OF EXTENSION AGENTS INM THE SEVEN
GENERAL AREAS OF COMPETENCY

. . L
o : PR - v

In this chapter, an analysis of épecific training needs of
extension agents in the seven gene;al areas of competency 1ls presented.
The seven general ar;QSEQEE ﬁheée;

1. Agricultural extension philosophy, organization, and

- administratioen |

2, Sociological factors

3. Educational process and human development

4, Program planning ) ‘- . .

5. Communications

6, Research and evaluation

7. Technical knowledge in agriculture |

The aﬁalysis consists of four parts. In the fifét part,

.weighted nean scores for the total sample were compgted for each item
of training. The mean scores for items in each géneral #rea were
,rankéd from the highest to lowest scores.

The second analysis involved a statistical comparison of the mean
scores in each item of training by junior and senior staff, using the
"Student's" t-test to determine the significance of difference. A
positive t-value indicated a higher mean score by junior staff, and a

negative t-value represented a higher mean score by senior staff., The

&8
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five percent probability level was used for accepting or rejecting the
hypothesis of no difference between the means.

The third analysis consisted of comparing the responses of
extension staff by tenure. The Chi-square statistic was used to deter-
mine the significance of difference between tenure groups. The data
reported here represent items in which there were significantly differ-
ent responses between the groups.

The final analysis in this chapter was a Chi-square comparison
of all items based on agricultural training of respondents. As in the
previous test, only items showing statistically significant differences
were reported.

AGRICULTURAL EXTENSION PHILOSOPHY, ORGANIZATION,
: AND ADMINISTRATION

Responses of All Extension Staff

The relative need for training in agricultural extension
philosophy, organization, and administration as viewed by all extension
staff is shown in Table 10.

The means for the twelve specific training areas ranged from a
low of 3.90 to a high of 4.68. This indicated that agents felt a con-
siderable need for training in all the topics listed.

The three areas which were ranked as being most important for
the training of agents were:

1. The role and functions of extension workers

2. Organization of extension in Nigeria

3. Philosophy and objectives of extension service; and the

functions of the Extension Demonstration Unit (E.D.U.).



TABLE 10

TRAINING NEEDS OF AGENTS IN AGRICULTURAL EXTENSION PHILOSOPHY,
ORGANIZATION, AND ADMINISTRATION, IN THE
OPINION OF EXTENSION PERSONNEL

90

N = 285
Weighted Rank
Specific Training Area Mean Order

The role and functions of extension workers 4,68 1
Organization of extension in Nigeria 4.46 2
Philosophy and objectives of the extension
service 4,40 3.5
The functions of Extension Demonstration
Unitc (EDU) 4,40 3.5
The functions of Extension and Research
Liaison Section (ERLS) and the role of
extension specialists 4.34 5
Administration of local extension programs 4.33 6
Government procedure and conditions of
service 4.32 7
The functions of divisional officers and
extension area supervisors 4,26 8
Administrative structure of Ministries of
Natural Resources 4.10 9.5
Organization of Agricultural research in
Nigeria 4.10 9.5
History of extension education in Nigeria 3.99 11
Relationship of extension service with
other organizations and agencies 3.90 12
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The three aréas indicated as having the least training need
were these: |

1. Organization of agficultural research in Nigeria

2. History of extension education in Nigeria

3. Relationship of extension service with other organizations

and agencies

The data indicated that although extension workers felt the
greatest need for training in their role and functions, they also con-
sidered that training in organization of extension in Nigeria and in
general extenslon philosophy and objectives were very Iimportant. They
indicated a lesser need for training in the history of extension and ;

relationships with other organizations and agencies,

Junior and Senilor Staff Responses Compared

Data in Table 11 show that junior and senior extension staff
had some differences of opinion about the training needs of extension
agents in the area of agricultural extension philosophy, organization,
and administratiom, |

The three items in which the junior staff felt the greatest
amount of training was needed, in rank order, were:

1. The role and function of extension workers o

2. Organization of extension in Nigeria

3. Organizetion of Extenslon Research Ligison Section (ERLS)

and role of extenslon specialists

The senior staff ranked the three most important items of train—
ing in order of preference as:

.
+
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TRAINING NEEDS OF AGENTS IN AGRICULTURAL EXTENSION PHILOSOPHY,
ORCANIZATION, AND ADMINISTRATION, BY JUNIOR AND SENIOR STAFF

Junior Staff Senior Staff

Specific

N = 189

N = 96

Training Area

Weighted

Mean

Rank

Weighted
Mean

Rank

Level
of
Signif.

The role and functions
of extension workers

Organization of exten-
sion in Nigeria

The functions of ERLS and
role of specialists

The functions of exten-
slon demonstration
units (EDU)

Government procedure
and conditions of
service

Philosophy and objec-
tives of the extension
service

Administration of local
extension program

The functions of divi-
sion officers and area
extension workers

Administrative struc-
ture of Ministries of
Natural Resources

Organization of agri-
cultural research in
Nigeria

History of extension
education in Nigeria

Relationship of
extension service with
other organizations
and agencies

4,65

4.47

4,38

4.36

4,35

4,34

4.25

4.24

4.16

4,08

3.96

3.30

10

11

22

&.?4

4.47

4,27

4.48

4.24

4.63

4.49

4.33

4,05

4.14

4.03

4.19

11

10

12

""1-16

-0.01

1.04

-1.30

1.02

""2079

_2034

~-0.80

0.93

-0-48

-0.53

-3.53

282

280

282

282

276

279

277

281

282

275

278

281

ns

ns

ns

ns

ns

ns

ns

ns

.001

B
Two-tailed test P < .05, t > 1.96
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1. The role and functions of extension workers

2. Philosophy and objectives of the extension service

3. Administration of local extension program

There were significant differences between the responses of the
two groups in three items of training:

1. Philosophy and objectives of the extension service

2. Administration of local extension program

3. Relationship of extension service with other organizations

and agencies

In all three cases, senior staff indicated a greater need for
training in these items than did junior staff. The difference between
the responses of junior and senior staff in the area of philosophy and
objectives of the extension service was significant at the .01 level.
Junior staff ranked this item sixth in priority need for training, as
compared tc a ranking of second by senior staff.

There was a significant difference at the .05 level in the need
for training in administration of local extension programs, which was
ranked third by senior staff and seventh by junior staff.

The responses of the two groups on the need for training in
relationship of the extension service with other organizations and
agencies was significantly different at the .001 level. The senior
staff ranked this item ninth while in the opinion of junior staff it
was the twelfth item needed in the training of agents.

Both groups were unanimous in ranking the role and functions of
extension workers as being the most important item needed in training

of new agents. There were differences of opinion between the two groups



94

about the two itens |east needed. Junior staff gave the |owest ratings
to the history of extension education in N geria and to relationship of
extension service with other organizations and agencies. The senior
staff rated admnistrative structure of Mnistries of Natural Resources
and history of extension education in Ngeria as the lowest two itens

i n inportance.

The ranges between the hi ghest and | owest mean scores by junior
and senior staff were .85 and .71 respectively. This suggested a very
smal | spread in the training needs between specific itens in the area of
agricul tural extension phil osophy, organization, and adm ni stration.

The differences in the responses of the two groups suggested
that the junior staff were nmore concerned in training that was of direct
practical application to their work. The senior staff had a nmore

phi | osophi cal view of the training needs of extension agents.

Responses of Agents to the Need for Training by Tenure

The responses of extension agents by years of tenure to the
need for training in the history of extension education in Ngeriais
shown in Table 12. There was a significant difference at the .025 | evel
bet ween responses of tenure groups.

The nore years of experience held by the agent, the nore inpor-
tant he rated the need for training in the history of extension educa-
tion in N geria.

Nearly one-half of the agents with 10 or nore years of experi-
ence felt it was "very nuch" needed, conpared to less than four out of
ten of those with 59 years of tenure and | ess than one-fourth of those

with less than 5 years of tenure.
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TABLE 12

OPINION OF AGENTS ON NEED FOR TRAINING IN.THE HISTCRY OF
EXTENSICN EDUCATION IN NIGERIA, BY TENURE

Years . Need for Training in Percent Number
of : of
Tenure Very Much Much  Somewhat Little Not Agents
0-4 24.7 34,2 20.5 16.2 1.4 73
5-9 38,5 36.5 24.6 7.3 3.1 96
10 and over 46.8 34.2 12.6 6.3 0.0 111

X2 = 19,52, Significant at .025 level.

¥

Comparison of Responses of Agents by Apricultural Training

Data in Table 13 are relative to responses of agents by agri-
cultural training compared according to their opinion about the need
for training agents in the administrative structure of the Ministries
of Natural Resources. The responses were significantly different at

the .005 level.

TABLE 13

QCPINION OF AGENTS ON THE NEED FOR TRAINING TN THE ADMINISTRATIVE
STRUCTURE OF MINISTRIES OF NATURAL RESOURCES, ’
BY AGRICULTURAL TRAINING

Agricultural Need for Training in Percent Nugzer
Training Very Much Much  Scmewhat  Little Not Agents
AA ' 48.9 27.8 16,1 5.0 2.2 180
AAS/Diploma 43.1  36.1 18.1 2.8 0.0 72
X2 =

27.24, 8ignificant at .005 level,
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Agricultural assistants and assistant agricultural superinten~
dents indicated a ﬁuéh greater need for training in this item than did
B.S. graduates, This was apparent from the fact that 55 percent of the
B.S. graduates who responded indicated that the item was "somewhat"

.needed, compared to less than two out of ten agents in the agricultural
assistant and assistant agricultural superintendent categoriles.

Data in Table 14, in the need for training in the functions of
Extension and Research Liaison Section, were significantly different at
the ,025 level. B.S, graduates rated this item lower than those with-
out degrees. TFour out of ten felt it was only “"somewhat” or "little"
needed, compared to slightly more than one out of ten of the agricuyl-

tural assistants and assistant agricultural superintendents.

TABLE 14

OPINION OF AGENTS ABOUT THE NEED FOR TRAINING IN FUNCTIONS OF ERLS
ARD THE ROLE OF SPECIALISTS, BY AGRICULTURAL TRAINING

Agricultural Need for Training in Percent Nuzger

Training Very Much  Much  Somewhat Little Not Agents
AA © 57.8 28.9 9.4 2.8 1.1 180
A&S/Diploma 58.3 26.4 13.9 1.4 -~ 0,0 72
'BS - 15.0 45.0 35.0 5.0 0.0 20

X2 = 19,59, Significant at .025 level,

Table 15 shows the responses of agents, by agricultural back-
ground, in the need for training of extemsion staff in government
procedure and conditions of service. The responses were significantly

dif ferent at the .05 level.
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TABLE 13
OPINION OF AGENTS ABOUT THE TIMPORTANCE OF TRAINING IN GOVERNMENT

PROCEDURE AWD CONDITIONS OF SERVICE,
BY AGRICULTURAL TRAINING

Agricul tural Need for Training in Percent Nuﬁger
Training Very Much Much  Somewhat Little Not Agents
A 59.6 25.8 10,1 3.4 L1 178
| AAS/Diploms . 50.7 37.7 8.7 2.9 0.0 69
BS 15.8 57.9 21,1 5.3 0.0 19
2

= 16,66, Significant at_.05 level,

Bachelor of Science graduates Indicated a lesser need for
training of agents in thils item than was indicated by either agricul-
tural asslstants or assistant agricultural superintendents. About 60
percent of agricultural assistants indicated that it was 'very much"
needed, compared to one~half of the asslstant agricultural superinten-
dents and only 16 percent of B.S. graduates,

Data in Table 16 concern the need for training in'thé relation-
ship of eﬁtension service with other organizaticns and agencies. The
responses were significantly different at the .05 level, - .

Both assistant agricultural superintendents and B.S. gradﬁﬁtes
indiéated a greater need for agents' training in this item than did the
agricultural assistants, 8Six percent of the agricultural assistants
who responded thought that the item was "1little" needed. There were no
ratings thils low in the other two groups.

Except for the need for training in the relationship of the

extension service with other organlzations and agencies the data would
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TABLE 16

QPINION OF AGENTS ABOUT TRAINING NEEDS IN THE RELATIONSHIP OF
EXTENSTON WITH OTHER ORGANIZATIONS,
BY AGRICULTURAL TRAININC

Agricultural Need for Training in Percent L Nugger
Training Very Much  Much  Somewhat  Little Not Agents
Ab 24.6 38.0 30.2 6.1 1.1 179
AAS/Diploma 43,1 38,9 18.1 0.0 0.0 72
BS 30.0 50.0 20.0 0.0 0.0 20
2

X" = 16.40, Significant at .05 level.

suggest that agricultural assistants and assistant agricultural
superintendents, both junior and senlor, felt a greater need for
training in the items which showed significant differences than did
B.S. graduates, These 1tems were:
1. Administrative structure of Minfetries of Natural.Resources
2. The functions of Extension and Research Liaison Section,. ”
and the role of extension speclalists

3. Government procedure and conditions of service
SOCIOLOGICAL FACTORS

Respenses of All Extension Staff

The responszses of all extension staff to the need for traiﬁing
of agents in sociological areas are shown in Table 17. The highest
mean recorded was 4.59 and the lowest was 3.08, indicating a spread of

1.51. This response shows a substantially high discrimination in

these training toples.
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SR TRAINING NEEDS OF AGENTS IN SOCLOLOGICAL AREAS, IN THE
OPINION OF EXTENSION PERSONNEL

t.“_ o N-ZBS
Specific Training Area Weighted Mean  Rank Order
The role of information media in the  “F /-
adoption of new ldeas 4,59 1
”5;_ Adoption of new ideas and practices .57 2
Working with community leaders in decision
making (social action process) 4.38 3
The role of professional leadership in the
adoption of new ideas and practices 4.32 4
Socilal structure and cultural patterns -
in rural areas 4.25 -5
Village organizaticn 4,21 &
Identification of lecal leadership 4.15 ',?3_
Identification of innovatoers in a local
conmmunity 4.09 _8
The community adoption process 4.01 ..1933
Individual adoption process 3.86 10
Soclal factors preventing change 3.75 11
Patterns of authority im rural areas 3.69 12.5
Interaction of soclal and technical change 3.69 12.5
Pamily structure and organization 3.56 14
Effect of changing social custom and values
in lives of people 3.53 15
Religlous influence on local customs 3.34 16
Distribution of Nigerilan languages and .
dialects _ _ L 3.08 17
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Extension staff expressed a need for training In the following
three items, arranged in order of preference:
1. The role of information media in the adoption of new ideas
2, Adoption of new ideas and practices | o
3. Vorking with community leaders in decision making (sceial

action process) |

The three items with the lowest rating, arranged in rank.ofder
were! | |

1. Effect of changing sccial customs and values in lives of

people

2. BReligious influence on local custom

3. Distribution of Nigerian languages and dialects

This enalysis indicated that extension staff placed high
emphasis for training in subjects relating to the adoption of new ideas
and practices, particularly in the role of information media in influ-
encing the adoption of new practices.. | |

There was little iInterest in soclal customs, religiocus influ-
ence, and languapge barriers In extension, This tendency may reflect a
general attitude in Nigeria against tribal and ethnic factors and a
movement toward a new establishment that transcends ethnic and cultural

barrters.

Junior and Senior Staff Responses Compared

The responses of junicr and senlor extension staff concerning
training needed by agents in soclologlesl areas are reported in Table

18. B
v
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TABLE 18

NEEDS OF AGENTS IN SOCTOLOGICAL AREAS
BY JUNIOR AND SENTIOR STAFF

Specific

Junlor Staff Senilor Staff

Training Area

N = 189 N = 96 " Level
t df of
Welghted Rank Welghted Rank Signif.
Mean Mean

The role of informatioc
media in the adoption
of new ideas

Adoption of new ideas
and practices

Working with community
leaders in decision
making (social action
pracess)

The role of profes-
sional leadership in
the adoption of new
ideas and practices

Social structure and
cultural patterns in
rural areas

Village
organization

Identification of
local leadership

Identification of
innovators in a
local community

The community
adoption process

Individual adoption
process g :

Patterns of authority
in rural areas

i1

461 1 4.55 2 0.73 283 ns

4.24 4 4.48 3 ~2,38 282 .05

4,21 5 4,36 7 ~1.38 280 ns
4,08 7 4,29 8 -1,83 281 ns
3.93 8 4,40 5 -4,19
3.89 9 4,24 9 -3,15

373 10 4.1 11 -2.93 2

S 3.55 11 3.97 13 -3.19 282 .05
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Junior Staff Senior Staff

Specific R = 189 N = 96 t* it Li¥el

Training Area Welghted Ran Welghted Rank Signif,
Mean Mean

Interaction of social
and technical change 3.54 12 4.01 12 ~3.74 275 001
Soclal factors
preventing change 3.53 13 4.19 10 ~4,31 274 .001
Family structure |
and organization 3.48 14 3.73 15 -2,08 280 ,05
Effect of changing '
gsocial customs and
values in lives of
people 3.33 15 3.93 14 -4.01 279 .001
Religious influence
on local custom 3.19 16 3.64 16 =2.74 280 .05
Distribution of
Nigerian languages :
and dialects 3.06 17 3.14 17 -0.456 279 ns

*
Two-tailed test P < .05, t > 1.96
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N

There were far more divergent views between the two groups in
the soclological areas. Altogether, there were eleven significantly
different responses between them,

The three items ranked highest by junior staff were:

1. The role of information media in the adoption of new ideas

2. Adoption of new ideas and practices

3. Working with community leaders in decision making (social

action érocess)

This rank order was essentlally the same as that for the total
sample. | | | -

. - Senior staff ranked the following three items highest for the
training of agents in soclological areas:

1. Adoption of new ideas and practices

2, The role of information media in the édopticn of new ideas

3. The role of professional leadership in the adoptipn of new

ideas and practices | | | |

There was a consensus of opinion between the two groups on the
importance of training in the adoption process and the role of informa-
tion media in this process, However, senior staff aléo felt a gyeat
need for training in the development of professlional leadership,

Both groups had identical views about_the two items which they
consldered of least importance in the traiﬁing of agents. These were:

1. Religion's influence on custom

2. Distribution of Nigerian lanpguages and dialects

This re—emphasized the relatively little interest In religions
and ethnic differences as important aspects in the training of exten-

slon agents in the northern states of Nigeria,
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The ranges of scores for junior and senior staff were 1.55 and

1.41 respectively. The spread in responses by junior staff indicated

that they wefe somewhat more discriminating in topics of training

related to soclological areas than were the senior staff,

-

There were statistically significant differences in the

responses of the two groups in the fellowing items:

2,

11.

The role of professional leadership in the adoption of new
ideas and practices |

Village organization

Identification of innovators in a local community

The community adoptiﬁn'process

Individual adoption process

Patterns of authority in rural areas

Interaction of gsoclal and technical change

Social factors preventing change
Family structure and organization
Effect of changing soc¢lal custom and valueé.ig.lives of
people

Religlous influence on local custom

In each of these itéms, senior staff rated the need for train-

ing of extension agents higher than did junior staff, However, the dif--

ferences between the two groups were inconsequential in several cases,

For inst&nce, there was a significant difference at the .05 level in

iteme such as village organization, and the community adoption process,

even though both groups ranked them sixth and ninth respectively.

n
-
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It would appear that the most important cutcome of this data
wags the value attached to training in the adoption process and the
- importance of information media and professional leadership in facili-

tating adoption of new ideas and practices by farmers.,

Responses of Agents to Need for Training by Tenure

| The only item in which there was a significant.difféféﬁce.
between tenure groups in sociological areas was training in the role
of prefessional leadership in the adoption of new ideas and practices.
As shown in Table 19, there was a significant difference at the .05

level in the responses by tenure groups,

TABLE 19

OPINION OF AGENTS ABOUT TRAINING NEEDS IN THE ROLE OF PROFESSIONAL
LEADERSHIP IN THE ADOPTION OF NEW IDEAS AND PRACTICES, BY TENURE

Years : ¥eed for Training in Percent Number
of of
Tenure ' Very Much Much  Somewhat  Little Not Agents

0"4 K 41-3 44-0 1200 1-3 103 75
5.9 7 &3.9 39.8 9.2 6.1 1.0 98
10 and over - 60.4 29.7 9.9 0.0 0.0 111

2

X® = 17.19, Significant at .05 level.

The agénts';ith 10 or ﬁore yeafs of tenure 1ﬁdicated.£he high-
est need for training of agents in this item, while those with less
than 5 years of tenure indicated the least need., It was obvious that
all agents felt a étfong need for training in this item, since 85 per-
cent of the shorter tenure group felt it was "much" or "very much”

needed.
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Comparison of Responses of Agents by Agricultural Training

The need for training in the influence of religion on local
cusfom is shown in Table 20, A significant difference at the .05 level
was reported. | |

.:The data indicated that B.S;'graduates felt a.gfeéter need for
:training of agents in this item, while the agricultural assistants
showed almest negatlve interest. Nearly two-thirds of the B.S,
graduates, compared to appfdximatéiy two-fifths of the agricultural
assistants felt it was "much" or "very much" needed., The assistant
agricultural superintendents appeared divided on the need for training

in this {tem.

TABLE 20

OPINION OF AGENTS ABOUT TRAINING NEEDS IN RELIGIOUS INFLUENCE O
LOCAL CUSTOM, BY AGRICULTURAL TRAINING S e

Agricultural Need for Training In Percent Nuﬂger
Training Very Much Much  Somewhat Little Not Agents
Ad . . 16.3 27.0 25.8 14.6 16.3 178
AAS/Diploma 30.6 29,2 19.4 15.3 5.6 72
Bs 40.0 25.0  25.0  10.0 0.0 20

X2 = 16.83, Significant at .05 level.

Table 21 indicates the response of agents on the effect of
changing social custom and values in lives of people, which was signif-

icant at the .005 level.
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TABLE 21

OPINION OF AGENTS ABQUT THE IMPORTANCE OF TRAINING IN CHANGING
SQCIAL CUSTOM AND VALUES IN PEOPLE,
BY AGRICULTURAL TRAINING

Agricultural Need for Training in Percent Nuﬂger
Training Very Much Much  Somewhat Little Not Agents
AA - 16.9 32.6 23.6 16.9 10,1 178
AAS/Diploma  36.6 3.0 22.5 8.5 1.4 71
RS 50.0 30.0 10.0 5.0 5.0 20

Xz = 24,50, Significant at .005 level.

The data showed a progressive trend.in the need for training In
this item from B.S. graduates to agricultural assistants. Fifty per-
cent of the B,S5. graduates rated this item "“very much™ needed compared
to about 37 percent by assistant agricultural superintendents and only
17 percent by agricultural assistants who alsoc indicated, by an equal
number, that 1t was "1little’ needed.

On the need for training in sgcilal factors preventing change,
about 67 percent of the B.S. graduates said it was "very much' needed
whereas only 49 percent of assistant agricultural superintendents and
25 percent of agricultural assistants responded in like manner, as
shown in Table 22. | o

Nearly 10 percent of the agricultural as#istﬁﬁtaﬁindiéated that
it was "not" needed at all, and 12.5 percent of them felt 1t was
“"1ittle" needed. The responses were significantly different at the

L0053 level. .
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TABLE 22

OPINION OF AGENTS ON THE IMPORTANCE OF SOCIAL FACTORS PREVENTING
CHANGE, BY AGRICULTURAL TRAINING

Agriciltural Need for Training in Percent Number
Training of
Very Much Much Somewhat Little Not Agents
AA 25.0 38.1 14.8 12.5 9.7 176
AAS/Diploma 49.3 28.2 15.5 2.8 4.2 71
BS 66.7 27.8 5.6 0.0 0.0 18

x? = 27.75, Significant at .005 level.

Data in Table 23 show that there was more agreement between
assistant agricultural superintendents and B,S. graduates than with
agricultural assistants with respect to the training need relative to
the interaction of social and technical change. The responses were

significantly different at the .05 level,

TABLE 23

OPINION OF AGENTS ON THE IMPORTANCE OF INTERACTION OF SOCIAL AND
TECHNICAL CHANGE, BY AGRICULTURAL TRAINING

=
Agricultural Need for Training in Percent Nuzger
Training Very Much Much Somewhat Little Not  Agents
AA 20.6 32.6 32.0 11.4 3.4 175
AAS/Diploma 32.4 43.7 21.0 2.8 0.0 71
BS 36.8 36.8 26,1 0.0 0.0 19
x2 = 17.16, Significant at .05 level.
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About 11 percent of the agricultural assistants said the item
was "little" needed and 3 percent did not think it was applicable in
the training of agents,

Table 24 indicates a decline from B.S. graduates to the agricul-
tural assistants in the way the respondents perceived the need for
training in individual adoption process. The differences between
responses of agents were significant at the .05 level.

Sixty-eight percent of agricultural assistants and 77 percent
of assistant agricultural superintendents felt that the item was ''very
much” or "much" needed whereas the corresponding figure for B.S.

graduates was 85 percent.,

TABLE 24

OPINTON OF AGENTS ABOUT THE IMPORTANCE OF INDIVIDUAL ADOPTION
PROCESS, BY AGRICULTURAL TRAINING

_— ==

dpedeuttoval Need for Training in Percent Nusger
Tratndng Very Much Much Somewhat Little Not  Agents

AA 24 .6 43.0 19.0 9.5 3.9 179

AAS/Diploma 44 .4 33.3 15.3 4.2 2.8 72

BS 55,0 30.0 15,0 0.0 0.0 20

x2 = 16.52, Significant at .05 level.

Also, about 13 percent of the agricultural assistants and 7
percent of the assistant agricultural superintendents considered this
subject either "little" or "not" needed, but none of the B.S. graduates

rated it that low.
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Data in Table 25 show a divergent opinion between the three
groups of respondents on the need for training in identifying innovators
in a local community. The data were significantly different at the .01

level.

TABLE 25

OPINION OF AGENTS ABOUT THE IMPORTANCE OF IDENRTIFICATION OF
INNOVATORS IN A LOCAL COMMUNITY,
BY AGRICULTURAL TRAINING

Agricileivel Need for Training in Percent Nu:?er
Trsining Very Much Much  Somewhat Little Not Agents
AA 31.8 42.6 17.6 5.7 2.3 176
AAS/Diploma 46.5 43,7 8.5 1.4 0.0 71
BS 70.0 30.0 0.0 0.0 0.0 20

x2 = 20.36, Significant at .01 level.

All B.S. graduates who responded to this question felt a great
need for training in the subject. Next in high priority rating were
the responses of assistant agricultural superintendents. Nearly 26
percent of agricultural assistants, compared to 10 percent of the assis-~
tant agricultural superintendents, gave a low rating to training in
this subject.

The data on the training needs of potential agents in the area
of sociology showed that there were statistically significant responses
in six items, when opinions of agents were compared according to their

agricultural training.
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These items were as follows:

1. Religious influence on local custom

2, Effect of changing social customs and values in lives of

people

3. Social factors preventing change

4, Interaction of social and technical change

5. Individual adoption process

6. Identification of innovators in a local community

The hypothesis of no significant difference between responses
of agents by agricultural training was rejected for these listed
subjects.

It was evident from the responses of agents that B.S. graduates
felt a greater need for training of potential agents than did agricul-
tural assistants and assistant agricultural superintendents. Among the
three groups, the agricultural assistants indicated that there was
lesser need for training in the six items.

The data might be interpreted to imply that B.S. graduates and
assistant agricultural superintendents appeared to have a better percep-
tion of the importance of these sociological subjects than the agricul-

tural assistants.

EDUCATIONAL PROCESS AND HUMAN DEVELOPMENT

Responses of All Extension Staff

The analysis of the responses of all staff in the area of educa-
tional process and human development is shown in Table 26. There were

fourteen items in this area, with the mean scores ranging from 3.61
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TABLE 26

TRAINING NEEDS OF AGENTS IN THE AREAS OF EDUCATION PROCESS AND HUMAN
DEVELOPMENT, IN THE OPINION OF EXTENSION PERSONNEL

N = 285

Specific Training Area Welighted Mean  Rank Order
Extension teaching methods o P 4.72 1
Principles of extension o | 4.71 _;?:;
Teaching aids in extenslion (A-V materlals) 4.62 3
The teaching-learning process 4,40 4
Developing leadership abilities in people 4.34 5
Motivation, interest and perception 4,32 6
Relationship between extension agents - 4,31 :f
Changing the behavior of people through  --
education . ' _ 4,24 -8
Problems in youth development _ 4.18 | 9
Group decision 4.15 _: .10
Philosophy of adult education T 4,06 l_' 11
Factors affecting the behavior of people i 4,01 12
Principles and techniques of counselling _ 3.84 . 13

The development of individual patterns L
of behavior , . 3,61 _ ' 14
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to 4.72, a spread of 1l.1) between the highest and_lowest individual
scores. L B o B

The fhree items considered to.be of greatest training need, in
rank order, were: - “

| 1. Extension teaching methods

2. Principles of extension

3. Teaching aids in extension (A-V materials)

Training in extension teaching methods and principléé.ﬁf éxien-
sion appeared to be of major concern to agents based on very high mean
scores of 4.72, 4.71, and 4.62 respectively.

Extension staff indicated the least training needed Iin the.
following two subjects:

1. Principles and techniques of counselling

2, The development of individual patterns of behavior

The low ranking of these two items do not detract from their
importance because the mean scores were 3.84 and 3.61, indicating more
than an average need for training in these subjects.

In general, agents expressed the greatest need for training in
subjects which bear a relationship to extension principles and
methodology. These areas appeared to them to have more value for

potential agents,

Junior and Senier Staff Responses Compared

The senior staff rated four items significantly highér than the
junior staff, as training needed by extension agents in the area of
educational process and human development. This information is reported

in Table 27. v, i

s
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TRAINING NEEDS OF AGENTS IN THE AREAS OF EDUCATIONAL PROCESS AND

HUMAN DE\ELOPMENT, BY JUNIOR AND SENIOR STAFF

Junior Staff Senior Staff

Specific N = 189 N = 96 * Level

Training Area t df of
Weighted Weighted Signif,
Rank
Mean Mean
Extension teaching '
methods 4.74 1 4.69 1.5 0.78 282 ns
Principles of - - A .
extension 45.73 2 4.69 1.5 0.57 281 ns
Teaching alds in
extension (A-V
The teaching . ' ' Tl
learning process 4,33 4 4.30 4 -1.57 279 ns
Motivation, interest,
and perception 4.29 5.5 4,38 7 -0.82 282 ns
Developing leadership
abilities in people 4,29 5.5 4.43 5 ~1.50 281 ns
Relationship between | : " N
extension agents 4,28 7 4,35 8.5 -0.67 282 ns
Changing the behavior .
of people through
education 4,15 8 4.42 6 -2.54 283 .05
Problems in youth : ' B c
development 4.11 9 4.31 10 -1.82 281 ns
Group decision 4,04 10 4.35 8,5 -2,91 281 .05
Philosophy of adult ' N
education 4.02 1) 4,16 12 -1.24 278 ns
Factors affecting the
behavior of people 3.88 12 4.27 _ 11 -3.19 281 .05
Principles and S R
" techniques of e Lo

counselling 3.82 13 3.88 14 -0.42 264 ns
The development of i
individual patterns R
of behavior ~ .: , 3.45 14 3.92 13 -3.76 281 .001

x
Two~talled test, P < .05, t > 1.96
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The four items of tralning rated significantly highe; by the
senlor staff were these: T o | T

| 1. Changing the ;ehaviof‘of.peoﬁle tﬁrough education .

2, Group dec¢ision

3. TFactors affecting the behavior of people

4. The development of individual patterns of behavior

Both groups expressed similar opinicns about the first four
items of training. These were ranked ln the following order:

1. FExrension teaching methods

2. Principles of extension

3. Teaching aids in extension (A-V materials)

4. The teaching-learning process

Junior staff had higher mean scores for the first two items,
while the senlor staff ranmked both equally. Both groups ranked princi-
ples and technliques of counselling and the development of individual
patterns of behavior as the two items with the least need for training
In this area.

There was much greater discrimination in the items by the :
junior staff than by senior officers. The ranges in mean scores for

junlor and senior staff were 1.29 and .77 respectively,

Responses of Apents to Need for Training by Tenure

The responses of three tenure groups to the need for training
In the relationship between extension agents are shown in Table 28,

Although there was a significant difference at the .025 level
between the responscs of the tenure groups, it would appear that the

‘differences were inconsequential., All three groups indicated a high need

' . . R . e e e .
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for training in this.area, although about 17 percent of the agricul-
tural assistants, 12 percent of assistant agricultural supérintendents,
and 10 peréent of the B.5. graduates, felt that training in this item
was only "somewhat" needed. Nearly 3 percent of agents with 0-4 years
tenure indicated that training in this topic was "not" needed.

. . TABLE 28 |

OPINION OF AGENTS ABOUT TRAINING NEEDS IN THE RELATIONSHIP
BETWEEN EXTENSION AGENTS, BY TENURE L

Years Need for Training in Percent Number
of : of
Tenure Very Much Much  Somewhat Little Not Agents
0-4 o 57.3 22.7 17.3 0.0 2.7 75
5-9 - 45.5 39.4 12.1 . 30 0.0 99
10 and over 45,5 43.6 10.0 0.9 0.0 110

Kz = 17.88, Significant at .025 level,

Comparison of Responses of Agents by Agricultural Training

Regponses to the need for training of agents in the development
of individual patterns of behavior, compared by agricultural training,
are shown in Table 29, ;

Both B.S. graduates and assistant ag;iculturéi suﬁerintendénts
felt that there was need for more training ivn this line than did the
agricultural assistants. The data were significantly different at the
.01l level. | _ _ | o : Coe e

There were rather low ratings for the "very much” needed
category and a high rating for the "somewhat' needed group. Nearly 20

percent of the agricultural assistants indicated that the item was
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" TABLE 29

OPINION OF AGENTS ABOUT THE IMPORTANCE OF DEVELOPING INDIVIDUAL
PATTERNS OF BEHAVIOR, BY AGRICULTURAL TRAINING

Agricultural Need for Training in Percent Nu:?er
Training Very Much Much  Somewhat  Little Not Agents
AA 14.0 40.2 26.3 14.5 5.0 179
AAS/Diploma 23,6 52.8 20.8 2.8 0.0 72
L
BS 25.0 55.0 20.0 0.0 0.0 20
2

X" = 20,32, Significant at .0l level.

either "little" or "not" needed. A substantial proportion of respon— -
dents, 20 to 26 percent, in each group rated it as "somewhat" needed.
This indicated appreciably less enthusiasm for training In the topic
than in other topics in the area of educational process and human

development,

PROGRAM PLANNING

Responses of All Extension Staff

Data on responses of all extension staff in the area of progr#ﬁ
planning indicate that all items in this area were judged to be impor—h
tant in the training of agents, as shown in Table 30. oo

Mean scores ranged from a high of 4.61 to a low of 4.22,.5 |
spread of only .39, which shows that there was little discrim;nation
between the iltems. _ = _ - _fff igi.

The importance of analyzing the agricultural situation in the

locale stands out as the topic for which potential agents have the
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TRAINING NEEDS OF AGENTS IN THE AREA OF PROGRAM PLANNING, IN THE

OPINION OF EXTENSION PERSONNEL

N = 285
Specific Training Area Welghted Mean Rank Order
Analysis of agricultural situation in .
vlllage, distyict or division 4,61 1
How to involve local people in
developing extension programs . 4,55 2
How to determine goals and prepare
plan of work 4,50 3
How to determine needs and determine
priority 4.39 4
Evaluating extension programs ' L 6.33 5
How to use extension specialists in
plamning local programs 4.30 b
How tco develop long—term extension _
programs 4,28 7
How to write extension objectives 4.22 8
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greatest need for training in program planning. Respondents apparently
believed it was important for agents to learn howzfo.éﬁalfée problems
in the local area before attempting te find solutions,

The topic with the lowest rank had a mean score of 4.22, This
meant that 1t was of considerable importance in the training of agents

since it fell between "much" and "very much” needed categorfes.,

.Junior and Senlor Staff Responses Compared

The opinions of junior and senior staff in the area of program
planning, reported in Table 31, differed in several respects. There
were significantly different responses between both groups in five
topics of training:

1. Analysis of agricultural situation in village, districf,

or division

2, How to 1ldentify needs and determine pricrity

3. .Evaluating extengion programs

4. How to develop long-term extension programs

5. How to write extension objectives

The signiflcant differences in the responses of the twe groups
were mainly because the senlor staff rated training In these and other
items in the area more highly than did the junior staff. |

There was consensus in the ranking of the two topics In which
training was felt to be most needed. They were ranked in the following
order: o | _I -

1, Analy#is of agricultural situation.in village, district,

or division
7
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TABLE 31

TRAINING NEEDS OF AGENTS IN THE AREA OF PROGRAM PLANNING,
BY JUNIOR AND SENIOR STAFF

Junior Staff Senlor Btaff

specific = v ¢ N =189 N = 96 K g Lz‘ffel
Training Area Weighted Weighted Signif.
Rank Rank
Mean Mean

Analysis of agricul-

tural situation in

village, distriet, £ :

or divigion 4,55 1 4.72 1 ~-1.95 279 .05

How to involve local
people in developing "
extension programs .50 2 4.65 2.5 =1.68 283 ns

How to determine
goals and prepare
plan of work 4,45 3 4 .60 4 -1.68 280 ns

How to identify needs
and determine
priority _ 4,25 4 4.65 2.5 -3.81 281 .001

How to use extension
specialists in plan-
ning local programs 4,23 5 4.34 8 -1,82 281 ns

Evaluating extension S
programs 4,21 6 4.55 5 -3.37 281 .001

How to develop
long~term extension
programs 4.17 7 4,50 ) -3.19 283 .01

How to write exten-
sion objectives 4,10 8 4,45 7 -3.,14 281 .01

®
Two~talled test P < .03, t > 1.96
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. '2. How to involvg local people in developing extension
programs EE ..0 

The senior staff, in additibn;.ranked the topic"of hew to
identify needs and determine goals as a second priority need. The
Importance attached to these topics might reflect a desire for a more
thorough analysis of the local situation and the need for involvement
of clientele in identifying their needs, and for participation in the
decision in priority of action, | . ) "

Another difference of opinion between the junior and senior
staff was in the item which they rated lowest for training of potential
agents. Junior staff rated how to write extension objectives as belng
of least importance. On the other hand, the senier staff ranked how to
use extension specialists in planning local programs as least needed in
training.

The responses of senior staff indicated that they did not cen-
gider training in the role of extension specialists as being particu~
larly needed in assisting agents in developing pregrams at the local
level.

The mean scores showed that both groups regarded all the topiles
as being importaht in.the training of agents. The distxibution of the
mean scores for the junior staff ranged from 4.55 to 4.10, a spread of
38. The range of senior staff scores was from a mean of 4.72 to 4.34,
representing a spread of .45, This would indicate that both groups did
not differentiate very much between the training items. It seemed that
regardless of pesition, both groups felt a considerable need for

training agents in program planning.

vl f
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Responses of Agents to Need for Training by Tenure

None of the three tenure groups differed significantly from
either of éhe ofhérs in their responses to training topics under pro-
gram planning. Therefore, the hypothesis that there was no significant
difference between the opinions of agents in progrﬁﬁ.planning by tenure

groups was supported,

Comparisen of Responses of Agents by Agricultural Training

The responses of extension staff on the need for training in
how to identify needs and determine priority is shown in Table 32. The
opinions of agents compared by agricultural training was statistically

slgnificant at the .05 level.

TABLE 32

OPINION OF AGENTS ABOUT THE TMPORTANCE OF HOW TC IDENTIFY NEEDS AND
DETERMINE FRIORITY, BY AGRICULTURAL TRAINING

Agricultural Heed for Training in Percent NU§EEt
Training Very Much Much Somewhat Little Yot hgents
AA o - 58,6 34.6 12.3 3.9 _ 0.6 N 179
AAS/Diploma 72,2 22.2 5.6 0,00 0.0 72
BS 1 70.0 25.0 5.0 0.0 0.0 20
2

X" = 15.56, Significant at .05 level.

| Assistant agricultural superintendents and B.S. graduates rated
this topic higher than did the agricultural assistants. Nearly 17 per-

cent of the agricultural assistants did not express much need for this

PR o
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type of training, while only about 5 percent of the other groups held
. such an opinien.

Table 33 reveals that respondents expressed contrasting views
about the need for training in hov to determine goals and prepare plan
of work.

| Most of the favorable support for this toplc came from assistant
agricultural superintendents, most of whom indicated “very much" need
for training. The agricultural assistants also rated the item quite
high.

Among the B,S5. graduates who responded to this question, 20
percent of them said it was "somewhat" needed, indicating a rather luke~-
warm attitude, The responses were significantly different at the .025

level.

TABLE 33

OPINION OF AGENTS ON THE IMPORTANCE OF HOW TO DETERMINE GOALS
AND PREPARE PLAN OF WORK, BY AGRICULTURAL TRAINING

—
—

Agricultural Need for Training in Percent Nuzger
Training Very Much  Much  Somewhat  Little Not Agents
AA 57.9 35.4 3.9 .17 1.1 178
AAS/Diploma 70.8 27.8 1.4 - 0,0 0.0 72
BS - 55.0 25,0 20.0 0.0 0.0 20
2

X = 17.93, Significant at .025 level. | o ,“:f

+

There was generally a strong Indication of need for training in

the two toplcs which were significantly different. The topics were:
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1. How to identify needs and determine priority

2. How to determine goals and prepare plan of work

It would appear that although the responses were significant
all three groups of agents were concerned about the desirability for

providing potential agents with some training in these topics.
COMMUNICATIONS IN EXTENSION

Responses of All Extension Staff

The responses of all extension staff to the trailning needs in
the area of communications in extension are shown in Table 34.

The importance of this subject was reflected in the mean
scores, which ranged from 4.60 to 3.94. This indicated a difference
of .66, suggesting a relatively small difference between the mean
scores for the various items,

The two items which ranked highest in need were:

1. How to plan and conduct agricultural shows

2., How to plan and conduct meetings and campaigns

The lowest score was recorded in the effective use of radio in
extension. It would appear that extension agents had the greatest need
for training relative to improving personal contacts with farmers
through agricultural shows, meetings, and campaigns. The data revealed
no particular desire for training of staff in the use of mass informa-
tion media, such as the radio. This suggested that agents may not have

been involved in developing radio programs for farmers.
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TABLE 34

TRATNING NEEDS OF AGENTS IN COMMUNICATIONS, IN THE
OPINION OF EXTENSION PERSONNEL
N = 285

Specific Training Area Weighted Mean Rank Order

How to plan and conduct agricultural

shows 4,60 1
How to plan and conduct meetings and

campaigns 4.59 2
Methods and processes of communications 4,56 3

How to conduct demonstrations and

field days 4.53 4
How to conduct farm and home visits 4,38 5
The use of exhibits in extension 4,26 6

How to write technical reports and
newsletters 4.18 7

How to use photography in extension 4.00 8

Effective use of radio in extension 3.94 9
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Junior and Senior Staff Responses Compared

Data in Table 35 indicate that respenses bf jﬁ;iér éﬁd.seniof.
staff in the area of communications differed significantly in three
items, In two of these, the differences were significant at the .05
level, whereas in the third, there was a significant difference at the
001 level. The three items were:

1. Methods and processes of communication

2. The use of exhibits In extension

3. How to write technical reports and newsletters

In all three items the senior staff wanted more communications
training for extension workers than did the junior staff. The data in
other items also indicate that the senior staff expressed higher need
for training than the junilor staff,

The ranges of the mean scores by junior and senior staff were
.67 and .65 respectively, showing only marginal differentiation between
the mean scores of the two groups for the various items. - |

| There was disagreement between the junior and senlor staff as
to topics of greatest training need. The junior staff gave highest rank-
ing to three topics: . '

1. Eow to plaﬁ end conduct agricultural shows

2, How to plan and conduct meetings and campaigns

Two topics were ranked equally in the third positiom by junior
staff. These were how to conduct demonstrations and field days, and
methods and processes of communications. S

The three items ranked, by senior staff, as needed ﬁost in

training by extension workers, were as follows:
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TABLE 35

TRAINING NEEDS OF AGENTS IN COMMUNICATIONS,
BY JUNIOR AND SENIOR STAFF

Junior Staff Senior Staff

Specific N = 189 N = 96 t* " Lz;el

e o Weighted . Weighted . Signif.
Mean Mean

How to plan and
conduct agricul-
tural shows 4.57 1 4.66 3 -0.95 282 ns
How to plan and
conduct meetings
and campaigns 4.54 2 4,69 0 -1.70 283 ns
How to conduct
demonstrations and
field days 4.51 3,2 4,58 4 -0.84 282 ns
Methods and processes
of communication 4.51 3.5 4.67 2 -2.,04 272 .05
How to conduct farm
and home visits 4.32 5 4.47 5 -1.52 281 ns
The use of exhibits
in extension 4.19 6 4.41 6 -2.24 281 .05
How to write technical
reports and news-
letters 4.07 7 4.40 7 -3.21 280 .001
How to use photography
in extension 3.95 8 4,08 8 -1.20 282 ns
Effective use of radio
in extension 3.90 9 4,01 9 -0.95 282 ns

*
Two-tailed test P < .05, t > 1.96
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: 1. How tolﬁlan and conduct meetings and campaigns

2., Methods and processes of communicarion

3. How to plan and conduct agricultural shows

Although both groups indicated a simllar notion of training,
the senior staff appeared to feel a need for incorporating more con~
ceptual ideas inte the training program.

There was agreement by staff of junior and senior status on the
two items with the lowest need for training. Thesé were:

| 1. huw to use photography in extensiom

2, FEffective use of radio in extension

The relatively high mean score in most items in the.area ﬁould
suggest that much training was needed in communications by agents i1n

the northern states of Nigeria.

Responses of Agents to Meed for Training by Tenure

The response of extension agents by tenure to thé extént that
training in photography was needed in extenslon {Table 36), was
significantly differemt at the .05 level. |  .

The agents with less than 5 years of tenuve indicated.the
' greatest need for training in this subject. Those with 5-9 years of
tenure expressed fairly strong support, while the group with 10 or ﬁnfe
. years of tenure indicated appfeciably less need for training in photog-

raphy.
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TABLE 36

QPINICHN OF AGENTS ABOUT TRAINING IN THE USE OF PHOTOGRAPHY
' IN EXTENSION, BY TENURE

Years : Need for Training in Percent Number
of of
Tenure Very Much  Much  Somewhat Little Not Agents
04 39,2 39.2 12,2 9.5 0.0 74
5-9 31.3 43.4 23.2 2,0 ¢.0 99
10 and over 29-? 35 ol 31-5 2.7 Uag 111

x2 = 17.41, Significant at .05 level.

Comparison of Responses of Agents by Agricultural Training

Extension staff did not express significantly different
opinions about training needed in communications as a conseqﬁence of
their educational backgrounds,

The hypothesis that there was no difference in the opinions of
agents on the need for training in communications based on thelr agri-

cultural training was supported.
RESEARCH AND EVALUATION

Responses of All Extension Staff

The responses of all extensilon staff to the need for training
of agents in research and evaluaticn 1s shown in Table 37.

There were only six items in this area. The mean scores ranged
from 4.11 to 4.62. The difference between the high and lew mean scores
was 51, indicating little discrimination between the items. The result
would indicate that the extension staff thought all items were important

in the training of agents,
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TABLE 37

TRAINING NEEDS OF AGENTS IN RESEARCH AND EVALUATION, IN THE
OPTHION OF EXTENSICN FIERSONNEL
N = 285

Specific Training Area ' Weighted Mean Rank Order

How to apply research findings in
solving farmers' problems 4,62 1

The role of research in extension S
education 4,46 : 2

How to effectively use the results

of evaluation in extension 4.33 3
How to evaluate éxtension programs 4,22 o 4
How to conduct Surveys 4,21 -3

How to uge the pilot project in
extension 4,11 : 6

The item with the highest mean score was how to apply reseérch
findings in solving farmers' problems, and the lowest score was how to
use the pilot project in extension. Thils reflected an emphasis.on
application of research findings in extension, rather than the more

exploratory area of using pllot projects.

Junior and Senior Staff Responses Compared

There were two areas in Table 38 where the opinions of Junior
and genior staff on the training needs of potentlal agents differed
significantly. They were on the toples of how te evaluate extension
programs, and how to use the pilot project in extension. In the former
item, there was a significant difference at the .00l level, whereas the

latter was significant at the .05 level. In both items, the senior
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TRAINING NEEDS OF AGENTS IN RESEARCH AND EVALUATTON,

BY JUNTIOR AND SENIOR STAFF

- Junior Staff Senior Staff

Specific N = 189 N = 96 t* . Ls;el

Training Area
Weighted Rank Welighted Rank Signif,
Mean Mean

How t¢ apply research
findings in solwving
farmers' problems 4.60 1 4,65 1 -0.57 281 ns
The role of research
in extension
education - h.47 2 4.45 2,5 0.21 281 ns
How to effectively
use the results of
evaluation in _ e e
extension o 4,27 3 4.45 2,5 =1.9% 281 ns
How to conduct _ : : ' :
surveys 4,15 4 4,32 5 -1,66 281 ns
How to evaluate - . : S '
extension programs 4,13 5 4,41 & -3.21 281 001
How to use the
pilot project in
extension 4,02 b 4.28 6 -2.38 280 .05

*
Two-talled test P < .05, t > 1,96
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staff indicated a greater need for training of staff than did the
junior staff. _ o | |
" The greatest need for training was indicated by beth groups in:
1. hRow to apply research findings in solving farmers' problems
2. The role of resegrch in extension education

3. How to effectively use the results of evaluation in exten-~

Sicn . . A . e -
Relatively less ﬁeed for training was iﬁdicated by the fﬁﬁ
groups in the area of pllot projects,
The mean scores for all items were high for both groups, The
ranges In the mean for the junior and senilor staff were .58 and .37
respectively, which suggested that the junior staff were slightly meore

discriminative In their ratings of the subjects.

Responses of Agents to Need for Training by Tenure

There were no significant differences in the responses of.agents
by tenure groups to the needs for training in research and evaluation.

Therefore, the hypothesis that the opinions of different tenure
groups on the training needs of extension agents in research and

evaluation were essentially similar, was supported.

Comparison of Responses of Agents by Agricultural Training

Data in Table 39 compare responses of respondents by tralning,
on the importance of providing new agents with training in the role of
research in extension education. The data were significantly different

at the .01 level.
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TABLE 39

OPINION OF AGENTS ON THE IMPORTANCE QF THE ROLE QF RESEARCH IN
EXTENSION EDUCATTON, BY AGRICULTURAL TRAINING

Agricultural Need for Training in Percent Nuﬁger
Training Very Much Much Somewhat Little Not Agents
AA 57.2 33.9 5.6 3.3 0.0 180
AAS/Diploma 66,2 28.2 5.6 0,0 0.0 71
BS 40,0 30.0 30.0 0.0 0.0 20

Xz = 20,50, Significant at .01l level,

Assistant agricultural superintendents indicated the highest
need for training in this subject. They were closely followed by
agricultural assistants. It would appear that B.S. graduates felt much
less need for training in this subject., Asg much as 30 percent of the
graduater who responded Indicated that it was only "somewhat" needed.

Data in Table 40 show responses on the need for preoviding
training in pilot projects. The responses were significantly different
at the .05 level.

There was indication in this topic that assistant sagricultural
superintendents placed the greatest emphasis on training among the
three groups studied. Nearly 92 percent of assistant agricultural
superintendents comwparced to about 72 percent of agricultural assis-
tantgs and 65 percent of B.S, graduates feli that training in this topic
wae "much" or 'very much" needed. Apricultural assistants expressed
higher training need in pllot projects than B.S. graduates, over a

third of whom felt it was only of "somewhat' or "little" importance.
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%, This obviously implicd that senior staff wanted a stronger
Program in agricultural economics.

There were similarities in the opinions of junior and senior
staff in the topics in which staff needed the most training. Both
wanted considerable training in crop production and vegetable grbwing,
but instead of soil fertility, which was third choice by junior staff,
the senior staff selected farm management, | .

The difference between the three lowest ranked items was Very
slight. Junior staff indicated the least need for training of exten-
slon staff in rabbit production, soil physics, and apicultu:e. Thg
senior staff ranked geography, rabbit production, and apiculfure:és tﬁé
subjects least needed in training.

The findings suggested a high priority training need in crops
and vegetable production, less need in rabbit production, while
apiculture was unanimously selected as being relatively low in priority
need for training. .
| The ranges in the mean scores for junior and seniof sgaff:were
1.85 and 1.72 respectively, indicating appreciably high diescrimination

between the various topies by both groups,

Responses of Agents to Need for Training by Tenure

There was no significant difference in responses of agénts by
tenure in all topics In the area of technical agriculture, Therefore,
the hypothesis that there was no difference in the opinion of agents by
tenure groups in the need for staff training in technical agriculture

was supported,
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¢ " TABLE 41 (continued)

Speeific Training Area I Weighted Mean Rank Order
Dryland farming . _ 4.16 29
Plant breeding . n;a" R 4.13 3045
Cooperative systemél R e 4.13 30,5
Land-tenure system o B 4,11 ) | 32.5
Safety education - /U 441 32,5
Crop physiology ~ = - = % ;ﬁd.za?'f 4,05 L 34
Pasture management | i | 4.03 l  35
Crop ecology ' ! C 400 . 36
Zoology L 3.98 ' . 37.5
Applied entomology 3.98 Y -
Weed science 3.96 39
Levelling 3.95 _ 40,5
Food processing 3.95 . 40.5
Subsistence farming ' 3.94 : 42
Chemistry : 3.93 .'Jk 43
Farm credit . . 3.89 _ . A
Mathematics 3.88 LS
Dairy science o 3.79 e 46,5
Landscape gardening . _ 3.79 _ . 46,5
Microbiology B 3.78 L 48
Geography - - o 3.51 49
Rabbit production ) 3.3 : N 50
Soil physics o 3.3 . sl

Apiculture ' 3,10 ' 52




. The five subjects with the lowest ratings were:
. 1. Microbioclogy |
2. Geography
3. Rabbit producticn
4., Boil physics
5, Apiculture
The respondents felt that potemtlal extension agents had less need for
training in some basic subjects and in the relatively unde#éiopé&
programs, such as rabbit producticn and bee keeping. There was no way
to determine if the low rating in the latter items was due tc a lack of
farmer ianterest, or becaﬁse they have relatively low economic value,
The low ratlngs may be related to geographical variations and differ~

ences in the needs of clientele at different locations,

Junior and Senlor Staff Responses Compared

Pata in Table 42 show the responses of junior and senlor
extension staff In the area of technilcal knowledge in agriculture,.

The junior extension staff indicated a move significant train-
1ng need by extension workers in two subjécts: soll classification and
plant breeding. The responses were significant at th: .02 and .05
levels respectively. |

The senior staff wanted significantly more training in the
following items: . ' e

1. Farm management ".7;:42F

2. Farm labor . | o

3. TFarm accounting

4. Farm credit
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TRAINING NEEDS OF AGENTS IN TECHNICAL KNOWLEDGE IN AGRICULTURE,

BY JUNIOR AND SENIOR STAFF

- Junior Staff Senior Staff

Leval

Specifie N = 189 N =36 t* ar of
Training Area We;ghted Rank Welghted Rank Signif.
ean Mean
Crop producticn 4.91 1 4.90 1 0.30 278 ns
Vegetable growling 4.78 2 4,79 2.5 -0.24 279 ns
Soil fertility 4.72 3 4,70 3 0.31 282 ns
Soil conservation 4.70 4 4.74 4 -0.53 280 ns
Tree crops ' 4.69 5 4.58 7 1.36 282 ns
Farm management 4.62 6.5 4,79 2.% -2,29 282 .05
Botany 4.62 6.5 4.54 9 0.90 281 nus
Water conservation 4.57 8 4,56 8 0.13 281 ns
5011 management 4.52 9.5 4.60 & -0.89 280 ns
Pesticlde usage 4,52 3.5  4.40 16 1.44 281 ns
Animal husbandry 4,50 11.5 4,47 11 0.25 278 ns
Tocls and impiements 4.50 11,5 4.39 17 1.07 279 ns
Food storage 4.47 13.5 4.53 10 -0.62 282 ns
Ploughs and ridgers 4,47 13.5 4,29 25 1.87 278 ns
Human nutrition 4,46 15 4.43 13 0.23 282 ns
Fleld experimentation 4.43 16,5 4.32 21.5 0.99 276 ns
Tractors 4.43 16.5 4,24 27.5 1.93 280 ns
Spraying machinery 4,42 18 4.38 18.5 0,51 282 nsg
801l classification 4.37 19 4,14 31 2,36 278 .02
Plant pathology 4.34 20 4,32  21.5 0.15 274 ns
Irrigation agronomy 4.33 21 4.41 15 -0.74 283 ns
 Crop marketing 4,31 22 4,45 12 -1.43 278  ns
Poultry science 4.27 23 4,31 23.5 -0.36 280 ns
Food preservation 4,26 24 4,27 26 -0.11 280 ns
Soil chemistry 4,23 25 4.13 32 0.98 280 ns
Plant breeding © 4,21 26,5 3.97 42,5 2,00 277 .05
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Junior Staff Senior Staff

Specific N = 189 N = 96 p Lgel
Training Area He;g::ed e 2 we;:::ed Soi Signif.
Surveying 4,21 26.5 4.36 20 -1.49 283 ns
Farm labor 4,16 28 4.42 14 -2,36 281 .05
Cooperative systems 4,11 29 4,19 30 -0.72 282 ns
Dryland farming 4.08 30.5 4.31 23.5 -1.83 276 ns
Farm accounting 4,08 30.5 4.38 18,5 -2.95 279 .01
Safety education 4,05 32 4,22 29 -1.42 280 ns
Land tenure systems 4,04 33,5 4,24 27.5 ~-1.67 275 ns
Pasture management 4,04 33,5 3.99 139 0.47 280 ns
Zoology 4,03 35 3.89 45 1.18 277 ns
Crop physiolopy 4.02 36 4.11 33 -0.78 276 ns
Crop ecology 3.99 37 4,02 37.5 -0.24 272 ns
Food processing 3.98 38 3.90 44 0.60 274 ns
Applied entomology 3.96 39 4.03 36 -0.63 279 ns
Weed science 3.94 40 4,02 37.5 -0.72 279 ns
Chemistry 3.91 41,5 3.98 40.5 -0.58 277 ns
Subsistence farming 3.91 41.5 3.98 40.5 -0.53 277 ns
Levelling 3.89 43 4.06 35 -1.38 283 ns
Microbiology 3.86 44 3.61 48 1.89 276 ns
Landscape gardening 3.83 45 3.71 47 1.00 279 ns
Mathematics 3.82 46 3.97 42,5 =-1.26 278 ns
Dairy science 3.80 47 3.77 46 0.23 278 ns
Farm credit 3.79 48 4.07 34 -2.31 276 .05
Geography 3.60 49 3.34 50.5 1.91 280 ns
Rabbit production 3.37 50 3.3, 50.5 0.23 282 ns
Soil physics 3.34 51 3.38 49 -0.34 275 ns
Apiculture 3.06 52 3.18 52 -0,91 271 ns

*Twu-tailud test P < ,05, t > 1.96
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Comparison of Responses of Agents by Agricultural Training

Responses of agents on the importance of providing new staff
with training in vegetable growing, compared by educational background,
are shown in Table 43. The opinions of the three groups were signifi-
cantly different at the .05 level.

Although the data might suggest that assistant agricultural
superintendents and agricultural assistants indicated the greatest need
for training in this subject, it was cbvious that B.8. graduates also
considered it highly desirable. However, 10 percent of the B.S.
graduates felt that training in vegetable growing was only "somewhat"
neaded, compared to less than one percent of agricultural assistants
who held a similar opinion. None of the assistant agricultural super-
intendents who responded rated training in this subject so 1ow; |

Even though there was a significant response in this subject,
no trends were established. All the three groups indicated an appreci-

able need for training in vegetable growing.

TABLE 43

OPINION OF AGENTS ABOUT THE IMPORTANCE OF VEGETAEBLE
GROWING, BY AGRICULTURAL TRAINING

Agricultural Need for Training in Percent Nuzger
Training Very Much  Much  Somewhat  Little Not Agents
M 78,0 21,5 0.6 0.0 0.0 177
AAS/Diploma 83.3 16.7 0.0 0.0 0.0 72
BS ~75.0 15,0  10.0 0.0 0.0 20
X2 =

16,52, Significant at .05 level,
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Table 44 shows the opinion of respondents on need for training

in water conservation. The data were significantly different at the

.05 level.
TABLE 44
OPINION OF AGENTS ON THE IMPORTANCE OF WATER
CONSERVATION, BY ACRICULTURAL TRAINING
Agricultural Need for Training in Percent Nuzget
Training Very Much Much  Somewhat Little Not Agents
AA 63.9 30,0 3.9 2l 0.0 180
AAS/Diploma 71.8 22,5 4.2 1.4 0.0 71
BS 60,0 25.0 10.0 0.0 5.0 20
2

X = 16.33, Significant at .05 level.

The finding might be iInterpreted as showing that the agricul-
tural assistant superintendents felt a greater need for training in
water conservation than the other two groups. However, since all three
groups indicated very much need for training in this subject, the
statistical significance may be inconsequential.

In the subject of food preservation, there was a significant
difference in the responses of agents at the ,05 level (Table 45).

Both assistant agricultural superintendents and agricultural
assistants rated this item more highly than the B.S. graduates. Forty
percent of the graduates indicated that food preservation was "somewhat"
needed, implying that it was less important in the training of agents.

The subject was similarly rated by about 12 percent of the agricultural



TABLE 45

OPINION OF AGENTS ABCOUT THE IMPORTANCE OF FOOD

PRESERVATION, BY AGRICULTURAL TRAINING
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Agricultural Need for Training in Percent Nuﬁger
Training Very Much  Much  Somewhat Little Not Agents
AA A4 .4 40.6 11.7 1.7 1.7 186
AAS/Diploma 52.1 38.0 7.0 1.4 1.4 71
' L '
BS 45.0 15.0 40,0 0.0 0.0 20
2

X" = 18,27, Significant at ,025 level.

assistants and only 7 percent of the assistant agricultural superinten-

dents.

Responses on the importamce of training in farm credit varied

quite considerably, as Table 46 indicates.

groups were significantly different at the .05 level,

TABLE 46

QOPINION OF AGENTS ON THE IMPORTANCE OF FARM
CREDIT, BY AGRICULTURAL TRAINING

The data for the three

Agricultural Need for Tralning in Percent Nug?e;
Training Very Much Much  Somewhat  Little Not Agents
AA 24.0 41.7 22,3 9.1 2.9 175
AAS/Diploma 38,9 36.0  19.4 5.6 0.0 72
38 55,0 20,0 25.0 0.0 0.0 20
Xz =

15.83, Significant at .03 level,

El

;o
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B.S. graduates and assistant agricultural superintendents
placed a higher value on training in farm credit than did the agricul-
tural assistants. Nearly 75 percent of B.S. and assistant agricul-
tural superintendent graduates, compared to about 66 percent of
agricultural assistants rated this topic as "much" or "very much"
needed .

Both B.S. and assistant agricultural superintendent graduates
rated training in farm credit low by 25 percent, compared to 36 per-

cent by agricultural assistants,

Sumnary

No observable pattern emerged from these data in terms of
responscs by different groups of agents on various dspects of the train-
ing needs of potential extension workers.

The hypothesis of no significant difference in the opinions
of different categories of agents was supported for a greater majority
of the topics analyzed in this study. Those items in which signifi-
cant differences were found should be scrutinized to deternine if the
differences brought out signify some fundamental needs for changes in

the curriculum of study of the agricultural assistants' course.



bhapter VII

PRIMARY RESPONSIBILITIES OF EXTENSION AGENTS AND PRINCIPAL

PROBLEMS OF EXTENSION IN THE NORTHERN STATES OF NIGERIA

The purpose of thils chapter was to identify some of the main
duties of extension agents in the northern states of Nigeria, and to
determine from a serles 6f questions, the most séfious proeblemns which
the agents encountered while performing their dutles. This informa-
tion, it was hoped, would provide some indications of how the prcblems
and issues were related to the training function and the role training
could assume to minimize such problems in the future,

Respondents in the study were asked to rate a list of items
ﬁertaining te extension duties and problems on scales which were later
ascigned weighted values. Mean scores were computed and rank orders
determined for the entire sample and for groups established for the
purpose of making comparisons.

The mean scores were compared by status of agents using the
"Student's" t-test, and by states through a comparison of the mean
scores, and rank orders for items in each zrea.

The Chi=-square statistic was used to compare responses by
tenure and educational background. In both instances, scores reported

were those which indicated statistical significance between groups.

145



146
s PRIMARY RESPONSIBILITIES OF EXTENSION AGENTS

Opinion of All Extenslion Staff

The responses of all agents on the Ilmportant duties:whiéﬂyfhey:
perform is shown in Table 47. The data revealed that the five most
important functions which agents performed were as follows:

1. Advisory service to farmers in agricultural productidn.

2. Supervision of agricultural instructors

3. Village council meetings

4. Crop demonstratlion programs

5. Supply of seeds and plants to farmers

This respouse implied that advisory service to farmers on
production Increasing pracﬁicé; ﬁas recognized by all agents as their
most important function, In traditional agrieculture, the primary role
of extension agents is that of helping farmers to acquire the skills
and knowledge required for rapid agricultural transformation.

Supervision of agricultural imstructors was ranked second in
importance which lndicated that agents spend considerable time super-
viging village level workers. One implication of this may be that the
training institutions should devote more effort in developing the super-
vieory competence of agents. _I.

The items which were rankéd low by agéﬁta were a§ fellows: E
1. Farm settlement schemes
2, Supervising tractor hiring units

3. Farm credit and cooperatlves



TABLE 47

IMFORTANCE OF DUTTIES OF AGENTS, IN THE OPINION

OF EXTENSION PERSONNEL
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N = 285
Duties of Extension Workers Weighted Mean Rank Order
Advisory service to farmers in
agricultural production 4.74 1
Supervision of agricultural Instructors .71 o2
Village council meetings ' ' 4,61 3
Crop demonstration programs 4 .56 &
Supply of seeds and plants to farmers 4,52 5.
Young farmers' programs “ 4.45 ;6
Seed multiplication programs 4,44 7.5
Fertilizer sale and distributien to _
farmers _ 4 .44 7.5
Extension Demonstration Unit programs 4.38 9;:
Writing reports and newsletters 4.36 10
Pesticide supplies to farmers 4.24 11
Regulating functions, such as enforcing
cotton c¢lose season, etc, 4,20 12
S0i1l conservation projects 4,14 13
Collecting research data and agricul-
tural information 4,11 14
Special crop production programs 4.10 15
Institute’s research experiments 4,04 16
Assisting farmers with marketing '
of produce ' ' 4.02 17
Rural or community development project 3.86 18
Farm settlement schemes 3.84 19
Supervising tractor hiring units 3.80 20
Farm credit and cooperatives . .79 21
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The low ratings of these topics may be because they were not
the direct concern of agricultural assistaﬁés, altﬁough they offered

some assistance in their execution.

Junior and Senlor Staff Responses Compared

The responses of junior and senior staff on the duties of
éxtension'agents are shown in Table 48. The respondents had almost
unanimous agreement about the five most important functions of exten-
sion agents. The junicr staff gave equal ranks, as first priority
item, teo advisory service t¢ farmers on agricultural production, and
supervision of agricultural instructors. The other three items in rank
order were: village council meetings, crop demonstration programs, and
supply of seeds and plants to farmers.

The five items rated by senior staff in rank order were:

1, Advisory service to farmers on agricultural production

2, Supervision of agricultural instructors

3. Crop demonstration programs

4, Village council meetings' |

5. Supply of seeds and plantg to farmers

Apart from the reverse order of the third and fourth i;ems,_
both groups basically agreed on the Importance of these items. As.q
indicated earlier by all staff, advisory service to farmers was regarded
by both groups as being one of their most important functions.

| Both groups left no doubts as to the 1ﬁportaﬁce of fhé supervi-
sion of agricultural instructors. This suggests a neced for the training

institutions to ewmphasize supervision in the instructional program for



- TABLE 48

COMPARISON OF QPINTCNS OF JUNIOR AND SENIOR STAFF ON
DUTIES QF EXTENSION AGENTS
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Junior Staff Senior Staff

Duties of N = 189 N = 96 t* 4 ngel
Extension Workers Weighted Weighted Signif.
M Rank Rank
ean Mean
Advisory service to
farmers on agricul- R .
tural production 4.71 1.5 4.79 1 -1,29 279 ns
Supervision of
agricultural
instructors 4,71 1.5 4.71 2 0.06 279 ns
Village council
meetings 4.63 3 4.57 4 0.84 280 ns
Crop demonstratlion
programs 4.54 4 4,60 3 ~0.,70 280 ns
Supply of seeds and
plants to farmers 4,52 5 4.53 5 -6.20 282 ns
Young farmers
programs 4.49 6 436 9 1.38 282 ns
Fertilizer sale and
distribution te
farmers 4,43 7 444 7 -0,03 283 ns
Seed multiplication |
programs 4.40 8 4.51 6 -1.11 279 ns
Extencsion Demongtra- -
~tion Unit program 4,38 9.5 4,38 8 0.05 281 ns
Writing reports and )
newsletters 4,38 9.5 4.3 10 0.38 254 ns
Pesticide supplies
to farmers 4,24 11 4,23 12 0,10 281 ns
Regulatory functions,
such as enforcing
cotton close /
season, etc, . 4,23 12 4.14 15 0.82 279 ns



TABLE 48 (continued)
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Junior Staff Senior Staff

Dutias: of N = 189 N = 96 t* . Lz:el
Extension Workers Weighted Wighied Signif.
Rank
Mean Mean
Institutes' research
experiments 4.09 13 3.96 17 1.00 280 ns
Special crop produc-
tion programs 4,08 14,5 4.15 14 -0.69 277 ns
Collecting research
data and agricul-
tural information
(statistics) 4.08 14.5 4.17 13 -0.74 279 ns
Soil conservation
projects 4,07 16 4.28 11 -1.70 281 ns
Marketing of
produce 4.00 17 4,06 16 -0.51 283 ns
Rural or community
development project 3.83 18 3.94 18.5 -0.97 283 ns
Supervisirg tractor
hiring units 3.80 19.5 3.81 21 -0.13 280 ns
Farm settlement
achemes 3.80 1905 3094 18.5 "1.11 280 ns
Farmers credit and
cooperatives 3.73 21 3.92 20 ~1.41 279 ns

* !
Two-tailed test P < ,05, t > 1,96
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agricultural assistants. The finding also supports the generally held
opipion that_the brunt of extension activities with farmers was borne
by.the'ﬁgriéﬁlﬁural ingtructors who were somewhat ill prepared for
this asgsignment. -
| ; The items which both groups considered to Bé.tﬁe léasf iﬁpor- 
tant part of their work were:
1. Rural or community development projects
2, Supervising tractor hiring units ”
3. Farm settlement schemes
4, Farmers' credit and cooperatives
Since both groups rated farmers' credit aﬁd cooperativeé last;
.there might be a need for a re-definition of what role extension agents
should be expected to play in this area. Junlor and senior staff
rated regulatory functions as twelfth and fifteenth items respectively.
The implications ere that this assignment was of moderate imporxrtance.
The data indicated no_statistical significance between the

responses of the two groups in any of the items listed.

Duties of Agents Compared by States

bData in Table 49 show the rank order of the duties of extension
agents by states. |

Résﬁdﬁaénts ffoﬁ.Bénue?flateﬁﬁ, and North-West states ranked the
fellowing three ltems as being the most important dutles of agents in
thelr states: o : __. ;}5:é¥h~_ B .;“   _.". : A .

1. Adviébry serﬁice td.f;rmérs én agricultﬁral prodﬁction

2. Supervision of agricultural lnstructors

3. Village council meetings a



TABLE 49

COMPARISON OF RESPONSES OF EXTENSION STAFF QN THE MAIN DUTIES COF AGENTS, BY STATES

Benue-Plateau Kano Kwara N. Central N, East N. West
Duties of N =61 N =20 N = 36 N = 33 N = 86 N = 49

Extension Workers We{ghted Rank Weighted Rank Weighted Rank Weighted Rank Weighted Rank Weighted Rank

Mean Mean Mean Mean Mean Mean
Advisory service to
farmers on agricul-
tural production 4,87 1 4,67 3 4.71 3 4.67 4 4.64 i 4.84 1
Supervision of agri- _
cultural instructors 4.79 2 4,90 1 4,72 2 4.82 1 4.52 3 4.78 -, 2
Village council : . N '
meetings 4,72 4.60 6.5 4,60 6 4,69 2.5 4,46 4,69
Young farmers programs 4,61 4,60 6.5 4.31 4.49 12.5 4.35 4.43°
Extension Demonstra-— : .
tion Unit programs 4.55 5 4,50 8.5 4.19 10,5 4.33 14 C 4.34 8 4.35 10
Crop demenstration .
program 4,54 ) 4,65 4.5 4,66 4 4,53 9 4,58 2 4.47 6.5
Supply of seeds and
plants to farmers . 4.53 7 4.50 8.5 4.6l 5 4,69 2.5 4.42 5 4.53 4.5
Seed multiplication
program - 4.38 8 4.65 4.5 4,34 7 4,59 5 . 4,39 6 4.47 6.5
Writing reports and : - -
newsletters . hJ.34 9 4.45 11 4,33 8 4.57 6 4,28 11 4.39 8
Assgisting farmers with - _ .
marketing of produce 4.28 10 4.05 16 4,14 13.5 3,97 19 ©3.73 18 . 4,14 14
Special crop produc—
tion programs 4,23 11 4,21 13 4,17 12 4.06 16 3.82 16 4.17 13

43



TABLE 49 (continued)

Benue~Plateau Kano Kwara N. Central N. East N. West

Duties of N = 61 K =20 N = 36 N = 33 N = 86 N = 49

Extensicn Workers Weighted Rank Weighted Rank Wejghted Rank Weighted Rank Weighted Rank Weighted Rank
Mean Mean Mean Mean Mean Mean

Pesticide supplies
to farmers 4.18 12 4.45 10 4,14 13.5 4.52 10.5 4.24 12 4.10 15.5
Regulatory functions
such as enforcing
cotton close season : . :
etc. 4,17 13 4.20 14 3.86 19.5 4,31 15 4.32 10 4,20 11
Fertilizer sale and =~ - :
distribution teo : : - - S
farmers C 4,15 14 - 4.75 2 4,79 1 4.55 8 . 4,33 9" 4.53 4.5
Collecting research ' ”
data and agricul-
tural information - :
(statistics) 4,10 15 .15 15 3.97 16 4.49 12.5 - 4,05 15 4.04 17
Farmers’ credit and . 3 o
cooperatives - 4.05 16 3.55 20 3.89 18 3,79 21 3.66 20 - 3.71 21
Soil conservation i ' )
projects 3.98 17 4,36 12 4,03 15 4,52  10.5 4.21 13- 3.28 18
Farm settlement : | |
schenes o 3.9z 18 3.70 19 4,19 10,5 4,00 17.5 - 3.65 21 3.79 20
Rural or community _' :
development projects. 3.87 19 3.75 18 - 3.94 17 3.82 20 3.88 17 3.8 19
Supervising tractor : e
hiring units 3.75 20 - 3.20 21 3.86 19.5 4,00 17.5  3.70 19 4,10 15.5
Institute’s research ; .
experiments 3.74 21 4,00 17 3,81 21 4.56 7 4,13 14 4.19 12

£et
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. Kano state agents ranked the three most important duties they
performed in the following order:
= 1, Supervision of agricultural instructors'ﬂ.
2, PFertilizer sale and distribution to farmers
3. Advisory service to fafmera on agricultural prcducfion
' The views of Kwara state agents were more closely related to
those held by Kano state. They ranked“phg following three items iIn
‘oxder of importance: : o o
l, PFertilizer sale and distribution to farmers
2, Supervision of agricultural instructors
3. Advisory service to farmers on agricultural pro&uction
North-Central state agents rated the three most iwmportant duties
performed by extension agents as: | -
..1. Supervision of agricultural instrucﬁors
2, Village council meetings
3. Supply of seeds and plants to farmers
North-East state indicated a different order iﬁ iﬁportance of
dutles of extension agents. These were!
1. Advisory service to farmers on agricultural production
2. Crop.demonstfafion programs
3. Supervision of agricultural instructors
It was evident from these responses that the ﬁbst'iﬁfﬁftént
- duties of agéﬁts were concerned with supervision of agricultural
instructors and advisory service to farmers in crop productien prac-

tices. Other major assignment of agents include the folloﬁing:



1.

4.
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Village councll meetings
Fertilizer sale and distribution
Crop demonstration programs

Supply of seeds and plants to farmers

There was lack of agreement about the dutles which were thought

to be of least importance in the work of agents. The responses from

all six states spotlighted five items which may not be regarded as

being a particularly important paft of the work of agents. These were:

1.

S,

Institute's research experiments

Farm settlement schemes

Rural or community developmentibrojects
Supervising tractor hiring units

FParmers' credit and cooperatives

There appeared to be no doubt that the duties identified in

this study represented major assignments of extension agents in the

northern states. Most of the items wera highly rated by agents in all

six states.

The lowest mean score by any state was 3,20, indicating a

category of "some importance,"

Duties of Agénts Compared by Tenurae

There were significant differences in the responses of agents

by tenure in two items:

1. Pesticlde supplies te farmers

2. Collecting research data and agricultural information

~ (statistics) A

TR
[

Table 50 shows the réSponses of ageuts by tenure on the impor-

3

tence of pesticide supplies to farmers.
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TABLE 50

OPINION QF AGENTS ABOUT THE TMPORTANCE QF
PESTICIDE SUPPLIES, BY TCENURE

Degree of Impertance in Percent

Years Number
of of
Very Not
Tenure Important Quite Some Little Tmportant Agents
Ot 50.7 39.7 5.5 2.7 1.4 - 73
5-9 55.6 27.3  14.1 1.0 2.0 99
10 and over 33.3 48.6  12.6 2.7 2,7 11

X2 = 16.73, Significant at .05 level.

Ninety percent of the agents with less than 5 years of tenure;
compared to 83 percent with 5-9 years of tenure and 80 percent with 10
or more years of tenure, felt that providing pesticides to farmers was
an important part of the work of extenslon workers.

About 10 percent ef agents'with less than 5 years of tenure
did not feel it was important, compared to 17 percent with 5-9 years
of tenure and 18 percent with 10 or more years of tenure, These dif-
ferences were sipnificant at the .05 level. The findings would imply
that agents with less tenure tended to think that the responsibility
for pesticide supplies was a more important assignment of agents than
d1d those with longer tenure,

Data in Table 51 show that 83 percent of agents with 5-9 year;
of tenure iIndicated that collecting research data and agricultural
information was an 1mportant_duty of agents, compared to slightly over
70 percent of agents in the other tenure groups who held a similar

opinion, o s
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TABLE 51

OPINION OF AGENTS AROUT THE IMPORTANCE OF COLLECTING RESEARCH
DATA AND AGRICULTURAL INFORMATION, BY TENURE

Degree of Importance in Percent

Years Number
of Very Not of
Tenure Important Quite Some Little Important Agents
0-4 45.9 24.3 28.4 0.0 1.4 ) 74
5-9 T 46k 37.1 6.2 7.2 3.1 97
10 and over 40.0 34.5 17.3 5.5 2.7 : 110

Xz = 21,13, Significant at .01 level.

Agents with 5-9 years of tenure considered the collec#ioﬁ.of
reséarch data and agricultural information a somewhat more Important
duty of agents than did those in shorter and longer tenure groups.
The data revealed that 17 percent of the égents with 5~9 years of .
tenure, compared to 30 percent with less than 5 years of tenure and 26
percent with 10 or more years of tenure felt that the item was of low

importance. The data were significant at the .0l level.

Duties of Agents Compared by Agricultural Tralning

Table 52 shows the opinion of agents by agricultural training
.on the importance of the institute's research experiments, Eighty—_l
seven percent of agricultural assistants ceompared to 72 percent of
- assistant agricultural superintendents, and 75 percent of B.S.
graduates, thought this respgnsibility was an ilmportant duty of agents.
Approximately 21 peréent of agricultural assistants, 28 percent

of assistant agricultural superintendents, and 25 percent of B.S.
‘./ -, . - . . -
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- TABLE 52

OPINION OF AGENTS ABOUT THE IMPORTANCE OF RLESEARCH
EXPERTMENTS, BY AGRICULTURAL TRAINING

Degree of Importance In Percent

Agricultural Nurber
Training Very Not of
o Important Quite Scme Little Important Agents
Al . 45.3 33.5 11.2 6.1 3.9 . 179
AAS/Diploma 35.2 36.3 23.9 2,8 1.4 : 71
BS 15.0 60.0 15.0 10.0 0.0 20

X2 = 17.28, Significant at .05 level.

graduates who responded to this question did not regard the assignment
as a major duty of agents, These responses were statistlcally signifi-
cant at the ,05 level.

A possible explanation for this difference may be due to the
.fact that agricultural assistants were directly responsible for super-
vieing research experiments and therefore had a better conception of

its jimportance in relation to their other assipgnments.
EXTENSION PROBLEMS IN THE NORTHERN STATES OF NIGERIA -

Qpinion of All Extension Staff

The cpinion of extenéion staff on important problems affecfing
continued progress of extension 1s indicated in Table 53. The five
most serilous problems identified by agents, in priority ordér, ﬁeré:

1. Poor transportation facilities

2. Lack of suitable markets and favorable prices for farm

produce *,
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TABLE 53

OPINION OF EXTENSION PERSONNEL ON PROBLEMS
AFFECTING LEXTENSION ACTIVITIES
N = 285

Extension Problems Weighted Mean Rank Order

Poor transportation facilities for

extension staff : 3.71 '_ | 1
Lack of sultable markets and favorable -
prices for farm produce : 3.32 2
Lack of cooperation of local pecple in :
program implementation 3.24 . 3
Lack cf incentives for staff ' 3.17 : T &
Inadeguate technlcal knowledge in

agriculture 3.13 3
Inadequate extension staff 3.12

Lack of farmer finance 3.11 : 7
Reluctance of farmers to accept new

practices _ 3.07 ' 8
Local people not involved in program _
planning 3.02 9
Won-involvement of extension agents

in program planning 2.95 : 10
Lack of proper extenslon programs 2,93 ' 11
Illiteracy of farmers ' 2.90 12
Programs not related to the needs of _
community ST : 2.88 13
Frequent transfer of staff 2.87 14
Lack of practical field experilence ' 2,86 15
Lack of directives from headquarters 2.72 16.5
Poor results of package demoemstrations 2.72 : 16.5
Heavy supervisory functions : 2,53 . . 18
Assignment of non-extenslion activities 2.52 .- 18
Too many package demonstrations to supervise 2.38 20
Respongibility for research experiments 2.135 " 21

Performing regulatory functibns, such as .
enforcing cotton close season, etc. 2,34 ' 22

Youth work activitdes N 2.19 23
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3. Lack of cooperatlon of local people
4, Llack of incentives for staff
5. Inadequate technical knowledge in.agriculture
Poor transportation facilities was identified as the most impor-
tant single factor which hindered the succesé of agéhtélin their work.
.This item was rated considerably higher than all other items, emphasiz~-
ing the serlousness of the problem.
The five problems identified by ageﬁts QQ causing relatively
Iminor difficulties were:
1. Assignment of non-extension activities
2. Too many package demonstraticns to supervise
3. Responsibility for research experiments
4., Performing rerulatory functions, such as enforcing cotton
¢cloge season, ete.
5. Youth work activities
Extension agents did not regard these problems as creating any
serious handicaps to their work. Youth work activities provided the
least problem. An explanation of this may be that agents devoted very
._little time to youth work activities. Although agents still pexrformed
'some. regulatoery functions, they did not pose any serious limitations
to thelr effectiveness with farmers, |
The difference of 1.52 between the highest and lowest mean
.:acorés fepresanted a wide spread and considerable discrimination between
the various problems identified in the study.

I

b
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Junior and Senior Staff Responses Compared

Data in Table 54 illustrate the responses of junior and senior
staff on a number of extension problems,
The three most important problems identified by junior staff
were! PR o
1. Poof frénspﬁrtati;n fﬁcilitiea
2, Inadequate staff.T”“ |
_153. Lack of markets and faﬁoraﬁle.price

Senior staff selected poor transportation facilities and

inadequate technical knewledge in agriculture as the mest lmportant
[T W

T

problems, these two problems had fhé same welghted mean scores, followed
by lack of suitable markets and favorable prices for farmers' crops.

While both groups were agreed on the sericusness of poor trans-
portation as a priority problem, junior staff held a different opinion
about inadequate technical knowledge in agriculture, which they ranked
eleventh in order of impertance. | : | I

The three items which both groups 1ndicated.as creating rela~
tively little problem to the progress of extenslon were:

1. Performing regulatory functions, such as enforéiﬁg cotton

ciOSe season, etce.

2. Too many package demonstrations to supervise

3. Youth work activities |

.There ﬁefe.seven proﬁlems in which the responses of Junior and
senlor staff were significantly different. These were:

1. Lack of cooperation from local people |

2, Lack of incentives for staff
: /1



TABLE 54

COMPARTSON OF OPINIONS OF JUNIOR AND SENIOR STAFF
ON PROBLEMS OF EXTENSION

162

Junior Staff Senior Staff

N « 189 N = 96 & Level
Extension Problems t df of
: Weighted Rank Welghted Rank Signif,
Mean Mean

Poor transportation
facilities for .
extenslon staff 3.73 1 3.68 1.5 0.65 280 ns
Inadequate extension o : '
staff P 3,27 2 3.41 5 -1.25 280 ng
Lack of suitable “
markets and favorable : o
prices for farm produce 3.25 3 3.46 3 ~1.83 280 ns
Lack of cooperation
of local people in pro~
gram implewmentation 3.15 4 3.43 4 -2.24 27% .05
Reluctance of farmexrs
to accept new . '
practices 3.07 5 3.07 12 0.00 280 ns
Lack of incentives
for staff 3.05 6.5 3.40 6 -3.29 275 001
Lack of farmer finance 3.05 6.5 3.23 8 -1.48 280 ns
Illiteracy of farmers 2.96 8 2.79 16 1.24 280 ns
Local people not
involved in program
planning 2.94 9.5 3.18 9.5 =-1.84 282 ne
Non-involvement of
extension agents in

- program planning - 2,94 9.5 2,99 13.5 -0.28 279 ns
Inadequate technical ! : _ |
knowledge in agri- ] - L R -t
culture 2.84 - 11 3.68 1.5 =5.91 278 .001
Frequent transfer of : I '
staff yo2,81 12 2,99 13,5 -~1.26 280 us



TABLE 54 (continucd)
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Junior Staff Senior Staff

N = 189 N = 96 * Level

Extension Problems t df of

WE;ghted Rank Weighted Rank Signif.

ean Maan
Lack of proper
extension programs 2,79 13 3.18 9.5 -3.09 279 ,01
Lack of directives
from headquarters 2,73 14.5 2.68 17 0.40 280 ns
Programs not related
to needs of loesl '
community 2.73 14,5 3.16 11 -2.99 279 .01
Poor results of
package demonstrations 2.62 16 2.92 15 -2.17 281 .05
Lack of practical : S T
field experience 2,60 17 3.36 7 -5.33 280 001
Heavy supervisory ' ' o N
functions 2.40 18.5 2.67 18 -1.60 269 ns
Assignment of non- .
.extension activities 2.46 18,5 2.65 19 -1,30 275 ns
Responsibility for ' : ' R
research experiments 2.41 20,5 2.23 21 1.38 276 ns
Performing regulatory i
functions, such as ¢
enforeing cotton
close season, ete. 2.4 20,5 Z2.21 22 1.42 279 ns
~ Too many package

demenstraticns to .
supervise 2,32 22 2.51 20 ~1.44 282 ns
Youth work activities 2.23 23 2,10 23 1.0 272 ns

* .
Two-taliled test P < .05, t > 1.96

\
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3. Inadequate technilcal knowledge in agriculture

4. Lack of proper extension programs o

5. Progfams noé.related te needs of local community

6. Poor results of package demonstrations

7, La;k of practical field experienée |

Senidg étaff indicated that these problems had a more serious
effect on extension programs than did the junior staff. The response
on the serlousness of lack of field practical experlence was signifi-
cantly different at the .001 level. Senior staff ranked this as the
seventh most serious problem whereas it was ranked seventeenth by the
junior staff., | o

The sbread in mean scores between responses of junior and senior
staff were 1.50 and 1.58 respectively, indicating considerable discrim-
~ imaticn by both groups in scoring the varlous items.
| Although responses on some items were not statistically
significant, they provide interesting comparisons. For instance,
junior staff ranked fifth the ¥eiﬁétance of farmers to accept new
practices, while it was ranked twelfth by the senior staff. Illiteracy
of farmers was ranked eighth by junior staff and sixteenth by senior
staff., Lack of directives from headquarters was ranked l4.35 by junior
gtaff compared to seventeenth by senilor staff, The importance attached
to these problems by each group seem te Indicate how the problems

. directly affected the respondents.

Responses on Extension Problems Compared by States

The analysis of the responses of agents by states on extension

problems 1is shown in-;able 55,



TABLE 55

COMPARISON OF (OPINIONS OF JUNIOR AND SENIOR STAFF ON EXTENSION PROBLEMS BY STATES

Benue~Plateau Kano Rwara N. Central N. East N. West
N =61 N =20 N = 36 ¥=133 N = 86 ¥ =49
“Bxtension Problems
: Welighted Rank Weighted Rank Weighted K Weighted Rank Wedighted Rank Weighted Rank
Mean Mean Mean Mean Mean Mean
Poor transportation
facilities for
extension staff 3.75 1 3.63 2 3.83 1 3.75 1 3.78 1 3.47 2
Lack of suitable i,
warkets and favorable . -
prices for farm . - o R
produce 3.67 2 3.35 6 . 3.1 &4  3.09 7 ~3.19 3 335 3
Lack of cooperation : o "
of local people in _ _
program implemen- . - : T
tation 3.53 - 3 3.60 3 3.17 5 3.03 11 3.1 4,5 3,18 4
Lack of incentives . : ' : '
for staff 3.32 4 3.56 % 3.31 2 3.31 2 2.99 7 2.96 S
Local people not |
involved in program . _ . . .
planning - 3.30 5 3,00 13 - 2,75 14 3.09 7 . 2.98 g 2.92 10
Inadequate extensicn : - . : h _3 : -
staff 3.25 6.5  3.70 1 2.94 10 3.09 7 73,41 2 3.49 - 1
Reluctance of farmers ' . -
to accept new . : )
practices 3.25 6.5 3.45 5 3.06 7.5 2.88 16 2.93 9 3.10 5

69T



TABLE 55 (continued)

Benue-Plateau Kano Kwara ¥. Central N. East ¥. West
N =61 N = 20 N = 36 N= 33 N = 86 N = 49

Extension Problems

Weighted ke{ghted Rank Welghted Rank Weighted Rank Weighted Rank Weighted Rank

Mean Mean Mean Mean Mean Mean

Lack of proper
extension programs 3.24 8 2.95 14.5 2.8 12 . 3.00 13 2.8y 1.5 2.73 13
Inadequate technical )
knowledge in
agriculture 3,23 9 3.11 9 3.14 6 3.22 3 3.11 4,5 2,98 8
Non-invelvement of
extension agents in :
program planning 3.18 10 3.05 105 2.91 11 3.09 7 . 2.89 10 2.67 15 i
Lack of farmer
finance 3.17 11 3.25 7 3.25 3 3.0 13 3.04 6 3.08 6.5
Programs not related
to the needs of
local communitcy 3.14 12 2,85 17 2.81 -13 3.12 4 2.71 15 2,75 12
Lack of practical - -
field experience 3.07 13 ' 2.80 18 3.06 7.5 3,00 13 2.66 17 2.72 14
Frequent transfer
of staff 2.98 14 3.06 12 2.69 15 3.6 10 2,77 13 2,86 11
Illiteracy of : : ' o
farmers 2.8¢ 15,5 2,95 1&4.5 2.97 9 2.94 15 o 2.81  11.5 - 3.08 6.5
Lack of directives . i ' :
from headquarters 2.80 15.5. 3,05 10.5 2.44 18 2.68 16 2.49 19

3.09 7

99T



TABLE 55 (continued)

e

Benue-Plateau Kano Kwara N. Central N, East N, West
;s : N =01 =20 N =30 N = 33 K = 86 N = 49
Extension Problems
: Weighted Weighted Rank Weighted Rank Weighted nk Weighted Rank Weighted Rank
¥ean Maan Mean Mean Mean Hean
Assignment of non-
extension activities 2,73 17 2.33 21 2.46 17 2.52 19 2.43 20,5 2.53 18
Poor results of .
package demonsvration 2.70 18 3.15 8 2,67 16 2.67 17 2.74 14 2.58 17
Too many package
demonstrations to
supervise 2.67 19 2,50 19 2.08 21 2.3 22 2.43 20.5 2.14 22
Ferforming regulatory
functions, such as
enforcing cotton
¢lose season, etc. 2,53 20 2,42 20 2.17 20 2,27 23 2.44 19 2.08 23
Heavy supervisory :
functions 2.51 21 2.94 16 2.31 19 2,58 18 2.48 18 2,63 16
Responsibility for
research experiments 2,33 22 2.26 22 2.03 22 2.45 20 2.2 22 2,46 21
Youth work '
activities 2.32 23 2 2.06 23 1.78 23 2.38 21 2.06 23 2.48 20

9T
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The three problems selected by agents in Benue-Plateau state as
being most serious to them were: . o
1. Poox transportation facilities for extension staff
2, Lack of suitable markets and favorable price for farm
produce | .
3. Lack of cooperation of local people in program implementa-
o . e
N#;  Kano state agents ranked the.ﬁhree mosﬁ sefioﬁs.éxtension
problems in their state as:
1. Inadequate extension staff
2. Poor transportation facilities for extension staff
3. Lack of cooperation of local people in program implementa-
tion B | -
Kwara state agents indicated the three most.seri;us éxfénsion
ﬁfoblems as follows:
1. Poor transportation facilities for extension staff
2., Lack of incentives for staff
3. Lack of farmér finance
Although there were differences in the order of importance of
the problems identified by agents in the six northern states, the three
mest serious problems were remarkably similar. Differences 1in resources
and facilities notwithstanding, the states shared some common problems.
The most obvious of these were:
L. Poor transportation facilities for extension staff

2, Inadequate extenslon staff

R T
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3. Lack of suitable markets and favorable prices for farm

L3

produce .

) . e .

4. Lack of cooperation of local people in program implementa-
tion

3., Lack of incentives for staff

6, Inadequate technical knowledge in agriculture/lack of

PoEe e '

farmer finance
| .The data Indicate that poor transportation for extension stﬁff
and inadequate extension agents were critical problems for several
states. Interestingly, inadequate technical knowledge in agriculture
and lack of practical field experience'weré not consgidered as crucial
problems by most states.

Two-thirds of the states indicated that the least important
extenslon problems were the responsibility for reéearch experiments,
and youth work activities. The other two states, North-Central and
North~West identifled two problems which were of least importance to
the agents as supervising package demonstrations, end performing

regulatory functions.

Responses on Extension Problems Compared by Tenure

There were statistically significant responsés in the opinion
6f ageﬁts by tenure in the following extension problems:

1. Inadequate technical knowledge in agriculture

2. Lack of practical field experience

3. Lack of proper extension progran

4, Non-involvement of local people in progryam planning

5. Responsibllitvy for supervising research experiments
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Data in Table 56 show the opinion of extension staff by tenure
on the seriousness of inadequate technical knowledge in agriculture in

limiting the success of agents.

~- TABLE 56

OPINION OF AGENTS BY TENURE AROUT THE SERIOQUSNESS OF INADEQUATE
TECHNICAL KNOWLEDGE IN AGRICULTURE AS AN EXTENSION PROBLLEM

Years Seriousness of Problem in Percent Number
of of
Tenure Very Serious Serious  Somewhat Not Serious Agents
0"4 . 48.6 P . 2306 2!8 2500 ?2
5-9 55.6  13.1 0.0 212 99
10 and ovex 67.9  11.9 5.5 14.7 109

Xz_- 13.60, sSignificant at .05 level.

Respondents with longer tenure tended te view the lack of

' a&equate technical knowledge in agriculture as a more serious problem
for extension workers. Agents with 5-9 years of tenure felt it was
less of a problem, | o .

Almost four-fifths of agents with 10 or ﬁore years of teaure,
compared to about seven out of ten of those with 5-9 years qf tenure or
less than 5 vears tenure, indicated that this ﬁaé.a.éerioué éxtensicn
problem.

| Only one out of ten agents wi;h 10 or more years of tenure
compared to three out of ten with lésé than 5 years of tenuréhrespcnded
that 1t was not a serious problem. These findings were significant at

the .05 level, ;-
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Responses on the seriousness of lack of practical field experi-
ence as an extension problem are shown in Table 57. The findings
revealed that 75 percent of agents with 10 or more years of tenure
compared to 60 percent with 5-9 years of tenure, and 65 percent with
less than 5 years of tenure responded that this was a serious extension

problem.

TABLE 57

OPINION OF AGENTS BY TENURE, ON THE SERIOUSNESS OF LACK OF
FIELD EXPERIENCE AS AN EXTENSION PROBLEM

Years Seriousness of Problem : Percent Number
of of
Tenure Very Serious Serious Somewhat Not Serious Agents

0-4 29.7 35.1 16.2 18.9 74
5-9 39.8 20.4 10.2 29.6 98
10 and over 49.1 b % 8.2 17.3 110

/-

X" = 14,32, Significant at .05 level.

It was also found that nearly 26 percent of agents with 10 or
more years of tenure compared to 40 percent with 5-9 years of tenure,
and 35 percent with less than 5 years of tenure did not feel that lack
of practical field experience by agents was a serious extension problem.

Agents with longer tenure, 10 years and over, tended to feel
this was a more serious problem than did those with less tenure. Three-
fourths of the longer tenure groups considered lack of field experience
a serious problem, compared to approximately three-fifths of those with
less experience. The responses were significantly different at the .05

level.
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Table 58 shows responses concerning lack of proper extension
programs as a serious extension problem. | o

Seventy-nine percentlof the agents with 10 or mere vears of
tenure; 66 percent with 5-9 years of tenure, and 71 percent with less
than 5 years of tenure responded that the lack of programs was a
serlous problem In extension,

Only about 21 percent of agents with 10 or more years of tenure.

compared to 34 percent with 5-9 years tenure and about 29 percent with

less than 5 years tenure indicated that it was not a serious problem.

TABLE 58

OFPINION OF AGENTS BY TENURE ON SERICUSNESS OF EFFECT OF LACK OF
PROPER EXTENSION PROGRAMS AS AN EXTENSION PROBLEM

—_—

Years Seriousness of Problem in Percent Number
of of
Tenure Very Serlous  Serlous  Somewhat Not Serious Agents
0-4 0.1 41.1 16.4 12.3 73
5-9 - 38.1 27.8 20.6 13.4 97
10 and over 30,6 48.6 7.2 13,5 111

2

X" = 13,81, Significant at .05 level.

The responses were significantly different at the .05 level.
It might be inferred from the data that ageuts with longer tenure con-
sidered the lack of proper extension programs to be a more seriocus
extension prcblem than those with less tenure.

Data in Table 59 show the responses of agents on the effect on

the extension service of lack of invelvement of local pecple in

s
L

program planning.
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A higher percentage (77) of agents with 10 or more years of
tenure indicated that this was a serlous extension pfoﬁlem. Only.és
percent of agents with 5~9 years of tenure, and about 69 percent with
less than 5 years of tenure held similar opinions. | |

The data also showed that 23 percent of ageﬁts with 10.o£.ﬁore
years of tenure compared to 33 percent with less than 5 years of tenure
felt that the lack of involvement of local people in program planning
was not a serious extenslon problem. These responses were significant

at the .05 level. : _ '

TABLE 59

OPINION QF AGENTS BY TENURE OF SERTIQUSMESS OF LACK OF INVOLVEMENT OF
LOCAL PEOPLE IN PROGRAM PLANNING AS AN EXTENSION PROBLEM

Years Sericusness cf Problem in Percent s Kumber
of of
Tenure Very Serious  Sericus  Somewhat  Not Serious Agents

0-4 48.6 20.3 21.6 9.5 ' 74
5-9 | 35.4 29,3 26.3 9.1 99
10 and over 45.0 3.5 9.9 13.5 11

X2 = 13.25, Significant at .05 level.

The data indicate that agents with longer tenure experienced
moré serious difficulties in extension activities than thcse with
shorter tenure, as a result of lack of involvement of local pecple iIn
extension programming. |

Tabla 60 shows the responses of agents on the seriousness of

supervision of research experiments as an extension problem,

’
L4
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The data indicate that 49 percent of apents with less than 5
vears of tenure, 37 percent with 5-9 years of tenure, and 52 percent
with 10 or more years of tenure resﬁonded that supervision of research

experiments was a serious problem in extension.

TABLE 60

OPINION OF AGENTS BY TENURE ON THE IMPLICATION OF SUPERVISION OF
RESEARCH EXPERTMENTS AS AN EXTENSICN PROBLEM

Years Seriousness of Problem in Percent " Number
of of
Tenure Very Serious Serious Somevwhat  Not Serious Agents

0-4 22.5 6.8 25.4 25.6 71
5-9 13.3 23.5 - 37.8 25.5 _ 98
10 and over  15.6 36.7 16.5 3.2 . . 109

2

X = 15.23, Significant at .05 level,

- . However, 51 percent of agents with less than 5 yeérs of ten;re,
63 perﬁént_with 5-~% years of tenure, and 48 percent with 10 or more
years of tenure indicated that it was not a sericus probi:em. The
responses were significant at the .05 level.

A possible explanation of this data might be that agents with )
5~9 years of tenure, and those with less than 5 years tenure held thé'“
view that supervislon of research experiments did not retard the work
of agents, A glightly higher percentage of agents with 10 or more.

years of tenure indicated that this responsibility created limitations

to the operations of extension workers,
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Responses on Fxtension Problems Compared by Agricultural Training

There were significantly different responses in the oplnions of
agents, by agricultural training, in the following extension problems:

1. Inadequate technical knowledge in agriculture

2. Lack of practical field experience |

3. Lack of proper extension programs

4. Non-involvement of local people in program planning

5. Reluctance of farmers to accept new practlces

6., Responsibility for supervising research experiments

7. Frequent transfer of staff

8. Lack of incentives for staff

9. Non-involvement of extension agents in program planning

Opinion of agents on the importance of inadequate technical

knowledge in agriculture as a problem in extension is shown in Table 61.

" TABLE 61

OPINION OF AGENTS OM TEE SERTOUSNESS OF LACK OF ADEQUATE
TECHNICAL EKNOWLEDGE IN AGRICULTURE ON EXTENSION
WORK BY AGRICULTURAL TRAINING

Seriousness of Problem in Percent

Agricultural Nug?er
Training Very Serious Semewhat Not Agents
Serious € Serlous Serious &
AA 48.6 14,7 8.3 28.2 - 177
AAS/Diploma 83.1 11.3 1.4 4,2 71
8S 60.0 30,0 10.0 0.0 20
xz = 37.17, Significant at .C05 level,

s



A high percentage of assistant agricultural superintendehfs
{94) and B,S. graduates (%90) compared to 63 percent of agricultural
assisgtants indicated that this was a serious extension problem. _Only
6 percent of assistant agricultural superintendents, and 10 pércent of
B.S. graduates compared to nearly 37 percent of agricultural assistants
responded that it was not a serlous problem. The responses were
slgnificantly different at the .003 level. | .

The data clearly indicate that the égficﬁltural assistants
regarded inadequate technical knowledge in agriculture as a less
serious problem, whereas both the assistant agricultural superintendént;“
and B.S. graduates saw this factor as causing a serious limitation in
the effectiveness of extension workers.

Table 62 shows the responses of agents on the significance of
lack of practical field experience as an extension problem.

Eighty-seven percent of assistant agricultural superintendents

and 80 percent of B.S5. graduates compared to only 38 percent of

TABLE 62

QPINION OF AGENTS ON THE SERIGUSNESS OF LACK QF FIELD EXPERIENCE
ON EXTENSTION WORK, BY AGRICULTURAL TRAINING

Sericusness of Problem In Perceént

Agricultural Nuﬁ?er
Training Very ' Somewhat Not
: Serious Serious Serious Serious Agents
- AA | 32.2 25.6 10.6 31.7 - 180
AAS/Diploma 59,2 . 28.2 8% 2.8 o
BS - 45.0 \ 35.0 20,0 0.0 20

Xz = 35,70, Significant at .005 level.
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agricultural assistants indicated that the lack of practical field
experience was a very serious problem iﬁ éxteﬁsion.

Approximately one out of six assistant agricultural superin~-
tendents and one—-fifth of the B.S. graduates compared to two-Iifths of
agricultural assistants indicated that it was not a serious problem.

Both the RB.S, graduates and assistant agricultural superinten-
dents felt very strongly about the se;iousness of the problem of lack of
fleld experience., It was not entifél& sﬁrprising that the agricultural
assistants should think lightly of this problem since they were |
directly affected. The responses were significantly different at the
005 level, |

Data in Tahle 63.show the opinion of agents on the effect of
lack of proper programs on extension work.
| Approximately nine out of ten B.S5. graduates and assistanﬁ

agricultural superintendents felt that this was a serious problem,

TABLE 63

OPINION OF AGENTS ON THE SERIQUSNESS OF LACK OF TROPER EXTERSION
PROGEAMS ON EXTENSION WORK, BY AGRICULTURAL TRAINING

Seriousness of Problem in Percent

Agricultural Num?er
Training Very serious Somewhat Not. A Z ¢
Serious Serious Serious gents
A 30.9 32,6 19.1 17.4 178
AAS/Diploma 6.1 51.4 6.9 5.6 . 72"
B8 30,0 60.0 0.0 5.6 20
x® = 21.14, Significant at .005 level.

’
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compared to slightly more than three-fifths of the agricultural assig-
tants who held a similar vilew.

Thirty-seven percent of the agricultural assistants did not
regard lack of proper programs as a serious extengion problem. The
responses were significant at the ,005 level,

Both the B.S. and assistant agricultural superintendent
graduates indicated strong concern about lack of proper programs. It
may he profitable for extension administrators to look into this
problem more critically so as to Insure fyll participation of this
cadre of staff in programming, |

Data in Table 64 indicaté'fesponses of agents in the lack of
involvement of local clientele in pregram planning.

There was a positive indication by assistant agricultural
superintendents that they considered this a very seriour extension

problem. Eighty-two percent of them, compared to 67 percent of

TABLE 64

QPINION OF AGENTS ABOUT THE SERTQUSNESS OF LACK 0OF INVOLVEMENT
OF LOCAL PEOPLE IN PROGRAM PLANNING IN EXTUNSION
WORK, BY AGRICULTURAL TRAINING

Seriousness of Problem in Percent

Agricultural Num?er
Training Very Serious Somewhat Not A ont
Serious v Serious Serious gents
AA 39.4 27.8 21.1 11.7 180
AAS/Diploma 52.8 29.2 ' 8.3 9.7 72
BS 35.0 15,0 40,0 10.0 : 20
2

X" = 13.17, Significant at ,05 level,
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agricultural assistants and 50 percent of B.S5. gradvates, respended
that lack of involvement of leocal people In ﬁfogram piaﬁAing was a
major problem limiting the effectiveness of extension programs.

8lightly less than tweo~thirds of the assietant agricultural
superintendents and one~third of the agricultural assistants.held a
contrary view compared to one-half of the B.5. graduates. Both the
assistant agricultural superintendents and agricultural assistants were
more concerned abeut Involving local pecple in pfogram planning than
did the university graduates. These responses were significantly dif-
ferent at the .05 level.

The opinions of agents on reluctance of farmers to acbept.néw
practices are shown in Table 65, : |-

Both agricultural assistants and assistent agricultural super-
intendents appeared to have similar views about the serilousness cf this

problem,

TABLE 65

QPINION OF AGENTS ABOUT THE SERIOUSKESS OF THE RELUCTANCE OF FARMERS
TO ACCEPT NEW PRACTICES ON EXTENSION
WORK, BY ACRLCULTURAL TRAINING

Seriousness of Problem in Percent

- Agricultural Nug?er
v Training Very Somewhat: Not
Serious Serious Serious Serlcus Agents
AA 43.0 28,5  20.7 7.8, 179
AAS/Diploma 2.4 38.0 29.6 0.6 - 71
BS 55.0 25.0 °  20.0 0.0 20
X -

13.10, Significant at .05 level.
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Slightly over 70 percent of assistant agricultural suyperinten-
QQnta and of apricultural assistants indicated that the reluctance of
farmers to accept new practices was a serious extension problem, while
about 29 percent of the agricultural assistants and 30 percent of the
assistant agricultural supefinﬁéudents sald 1t was not.

A higher percentage of B.S. graduates (80) felt that the
reluctance of farmers to accept new practices was a serious problem
in extension, compared té'only 20 percent who said it was "somewhat"
serious. These responses were significant at the ,05 level.”

The opinion of agents on the importance of sﬁperviéiﬁg research

experiments as an extension problem fs reported in Table 66.

TABLE €6

OFPINION OF AGENTS ON THE SERIOUSHESS OF SUPERVISING RESEARCH
EXPFRIMENTS ON EXTENSION WORK, BY AGRICULTURAL TRAINING

S8erlousness of Problem in Percent

Agricultural Num?er
Training Very Serious Somewhat Mot Agznts
Serious * Seriocus Serious
AA 20.8 26,4 22,5 . 30.3 178
AAS/Diploma 7.1 35.7 3.4 25.7 70
BS 0.0 31.6 42.1 26.3 19

x? = 14,62, Significant at .025 level,

Forty-seven percent of agricultural assistantg, about 46 percent
of assistant agricultural superintendents, and 32 percent of B.S.
graduates responded that supervising research experiments was a serlous

extension problem. However, 53 percent of the agricultural assistants,
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57 percent of the assistant agricultural superintendents, and 68 per-
cent of the B.S§, graduates indicétéé.ﬁhﬁt it was a less sericus problem
in extension, ’

Although these responses werc slgnificantly different at the
+025 level, the data indicate that none of the three groups of respon-
dents considered supervising research experiments as an ilmportant
extension problem. . o

The ﬁﬁinion of agents on thé éffeét on exténsion aétivities.of
frequent staff transfer is shown in Table 67, Although the responses
were significant at the ,025 level, the data revealed no major'éfénds
which would suggest divergent opinions between the three groups of
agents., About 65 percent of each group indicated that it was a serious
problem of extension. H

Only 12 percent of agriculfurai assistants compared to 27 per-

cent of assistant agricultural superintendents, and 25 percent of B.S,

TABLE 67

OPINION OF AGENTS ON THE SERIQUSNESS OF FREQUENT TRANSFLR OF STAFF
: ON EXTENSION WORK, BY AGRICULTURAL TRAINING

Seriousness of Problem in Percent

Agricultural Numzer
Training Very Serious Somewhat Net A 0 N
o Serious Serious Serious EENES
AA _ 38.0 26.8 "12.3 22,9 - 179
AAS/Diploma 39.4 26.8  26.8 7.0 n
B8 35.0 30,0 25,0 10.0 20

X2 » 15,14, Significant at .025 level,

-
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graduates felt that frequent transfer of staff was only a "somewhat"

- serlous problem, o |

| There was appreciable contrast in the responses to the category
of "not" serious. Twenty-three percent of the agricultural assistants
compared to only 7 percent of the asalstant agricultural superintendents
and 1C percent of the B.S. graduates responded accordingly. There
appeared to be some doubt amongst all groups of agents about the
significance of this problem.

Table 68 shows the opinlon of agents on the seriousness of lack
of staff Incentives as an extension problem. Most of the responses
ranged from "very" sericus to "somewhat" serious. Only 7 percent of the
agricultural assistants indicated that it was not a serious problem.

Nearly 77 percent of the agricultural assistants, S0 percent of
the assistant agricultural superintendents, and 95 percent of the B.S.
graduates all indicated that lack of incentives was a serious extension

problem. The responses were statistically significant at the .025 level.

TABLE 68

OPINION OF AGENTS ON THE SERIOUSNESS QF LACK OF INCENTIVES FOR
STAFF ON EXTENSION WORK, BY AGRICULTURAL TRAINING

Seriousness of Problem In Percent

© Agricultural N“ﬁger
Training Very Somewhat Not
- Serious Serious Serious Serious Agents
AA 38.3 38,3 16,0 - 7.4 175
AAS/Diploma .3 37 100 0.0 S0
Bs 35,0 1 60.0 5.0 0.0 20

K2 = 14.94, Significant at .025 level.
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Interpretation of the data would suggest that lack of staff
incentives was considered as a very serious problem by all categories
of staff. Although agricultural assistants placed slightly less
emphasis on this problem than did other groups of agents, it would be
useful for Ministry officials to explore avenues for providing more
incentives for extension workers who work mainly in rural conditions
with limited amenities.

Data in Table 69 indicate the responses of agents by agricul-
tural training on the effect of non-involvement of extension agents in
program planning.

The data indicate that both agricultural assistants and assis-
tant agricultural superintendents shared similar opinions about the
problem. About 68 percent of agricultural assistants, and of assistant
agricultural superintendents indicated that it was a serious extension

problem.

TABLE 69

OPINION OF AGENTS ON THE SERIOUSNESS OF NON-INVOLVEMENT OF
EXTENSION AGENTS IN PROGRAM PLANNING ON EXTENSION
WORK, BY AGRICULTURAL TRAINING

Seriousness of Problem in Percent

Agricultural Nuz:er
Training Very Somewhat Not
Serious Serious Serious Serious Agents
AA 40.4 27.3 17.4 14.6 178
AAS/Diploma 43.3 25.4 16.9 14.1 70
BS 5.0 50.0 30.0 10.0 19
Xz = 18.37, Significant at .01 level.
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About ﬁne-half of the B.5., graduates felt that non-involvement
of agents in program planning was a "serious" problem compared to two
out of five who placed it in the category of "somewhat" or “not"
" serious. These responses were significantly different at the .01 level.
It would appear that the agricultural assistants and assistant
agricultural superintendents considered non-Invelvement of agents in
program planning as a slightly more serious extension problem than did
the B.S. graduates., The findings indicate that all groups ¢f agents

indicated a need for greatey invelvement in program planning

Summary ' | R By

This chapter was mainly concerned with identifying thé.pfimary
responsibilities of extenslon agents and in analyzing their opinions on
a variety of problems confronting the extension service in the northern
states of Nigeria,

There was strong evidence that agents weyve principally respon-
sible for advising farmers on crop production. However, supervising
agricultural instructors who were more directly concerned with
advising farmers was considered a major funetion of agricultural
assistants, This study has ildentified a number of functions of agents
and the degree of importance attrached to them. |

Some important reasous were advanced for possible failures in
extehsion activities, The most outstanding problems were poor trans-—
portation facilities for easy mobility of agents and inadequate staff
~ to support extension programming. These twe problems were considered by

most raspondents as posing serious limitations to extension programs.

-4
’
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The senior.étaff in particular felt that inadequate technical knowledge
in agriculture was also causing serilous problems; | o
Cpiniens differed between tenure groups and agents with dif-
ferent agricultural background on some of the assignments and problems
identified in this study. These differences have been categorized in
appropriate sections of the chapter., 1In general, the differences
emphasize the depth of understanding by some categorles of agents of
the responsibllities and problems affecting certain programs. The
information elucidated should provide extension administrators with

useful criteria for re-evaluating the programs concerned. SN



Chapter VIII
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

The purpese of this study was to ascerféin the training needs
for potential extension agents in the northern states of Nigeria, This
could facilitate the development of an appropriate program of training
to provide agents with the knowledge, skills,'aﬁ&'étfitudes that would
make them more competent'and proficient in their jobs. A secondary
purpose was to identify the primary responsibilities of agents, and the
principal problems of extensien in the northern states of Nigeria., The
following specific objectives were devaloped,
1. To determine to what extent Junior and senieor extension
agents consider the prbgram of training at the Schools of
Agriculture appropriate to the work of extenslion personnal,

2. To determine the level of satisfaction with the program of
training, and what Qhanges“ if any, should be introduced to
improve it.

3. To determine what priority should be given to the various

areas of trainiﬁé identified in the study.

4, To determine what differences exist in the training needs

of extension agents in ecach of the six northern states of
Nigeria.
5. To identify the primary functions of extensicn agents in

* the northern states of Nigeria in order to make it possible

p
;
’

186
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to develop a training program which would prepare the agents

5 L

adequately for their future work,

6. To identify the principal problems o%.extensi;ﬁ in the
northern states, and indicate how they relate to the
training of agents.?f’fﬁﬁ‘*lﬁhj{' ;* &;' -

The tralning toplcs analyzed in this study were gréuped into
seven general areas of competency hased partly on the existing cyrriculum
of study for agricultural assistants at the Schools of Agficulture and
on the findings from a similar study conducted in Vestern Nigeria. The
seven general areas were!:

1., Agricultural extension philosephy, organization, and

administration

2, Sociological factors

3. Educational process and human developmeﬁt.

4. Program planning

5. Communications in extension

6. The use of research methods and evaluation in ektension
programs

7. Technical knowledge in agriculture | _ ':{;.f/f

After developing a theoretical framework on the bésic cd;cept
of need, and reviewing related literature and studies on training needs
of extenslon agents, a research questionnalre was developed for collect-
ing the data. Each questionnaire contained 179 items., There were 126
items which dealt specifically with the seven general areas of train-

ing. The remainder of the questilonnaire was concerned with the dutiles

of agents and extension problems.



188

In each of the general areas, agents were asked to regpoud in
terms of degree of training nceded. Terms such as "very much,” "much,"
"somewhat ,” "little,” or "not" needed were used. On duties of agents,

LN

terms used were ''very," "quite,” "scme," "iittle,” or "no" importance.

" on n n

Extension problems were described as 'very serious," "serious," "some-
what: serious," or "not serious.," A four or five point scale was used,
and an equal distance was assumed between each point on a scale.

Scores of five, four, three, two, and one were assigned t? the scales.
A value of zero was used to denote missing information or no response.

The data for this study were collected from 189 junior and 96
senjor extension staff drawn from the six northern states of Nigeria.
The questionnaires were malled to Nigeria and extensien specialists
frem the Almadu Belle University, Zaria, assisted in administering them.
Data were collected from agents at a series of in-service training
" meetings held between Tuly and October, 1972,

Analysis of the data involved calculating weighted mean scores
for all items in the questionnaire, The number of agents responding to
each category on the scale was multiplied by the assipgned value. The
product was divided by the tofal number of respondents to the fopic.
The result was thie weighted mean score for the particular {tem. Agents
who did not respend in a particular situvation were treated as missing
information and were not included in the computation. Data ﬁefe pre-
coded on IBM cards and all the analyses were done by the Kansas State
University Computer Center. e

Opinicng of agents concerning the importance of tralning needs

and other related extension questions were compared by status, tenure,
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" and agricultural background. The "Student's" t-test statistic was used
to compare responses between junlor and senior staff in all the items.
The Chil-square test of significance was used to compare responses by
tenure, and background. The responses of agents in the seven general
areas of training an’ other extension matters were also compared by
states,

For all tests of significance analyzed ip this study, the five
percent probability level was established. o

OPINIONS OF AGENTS ON THE TRAINING NEEDS
IN THE SEVEN GENERAL AREAS

Responsces of Agents by Status

The three areas in which junior and senior e#ten#ion.étaff
indicated need for the greatest amount of trailning were tecbnical
knowledge in apriculture; agriculturgl extenslon philosephy, organiza-~
tion, and administration; an&.communiéafions. Junior staff indicated
highest priority in technical knowledge in agriculture, but senior
staff selected agricultural extension philosephy, organization, and
administration as having the greatest need fer training,

Both groups indicated the least amount of training need in
sociologlcal factors. |

There was no significéﬁt Jifference iﬁ the response; ;f junior
and senilor extenslon staff in the seven general areas of training, all
of which were rated very high. This would indicate that the seven

'genéral'areaé were considered important for the training of all agents.
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Responses of Agents by Tenure

The only subject in which there was a difference of opinion
between tenure groups was educational process and human development.
Agents with longer tenure indicated greater need for training in this

subject than_thqse with shorter tenure,

Responses of Apents by Agricultural Training

Opinions differed significently in three areas when responses

of agents were compared according to their agricultural background.

LR

The areas were: %Q;{'_w
1, Educational prﬁééss‘and human development
| 2. Program planning
3. Research and evaluation
In all three subjects, assistant agricultural superintendents,
followed by agricultural assistaqts,_indicated a greater need for train-

ing of agents than did B.S. graduates, Al]l groups, however, felt that

these three areas were important in the training of new agents,

Responses of Agents by States

When comparing opinions of extension staff members about train-
ing nceds in the seveﬁ.genéfal aieaéxbf training by states, it was found
that the greatest amount of training was indicated in technical knowl-
edge in agriculture; agricultural extension philesophy, organization,
and administration; and.communications, in that order. These were
followed by program planning; research, and evaluation; and educational
process and humaq"development. Sociological factors rated lower than

the other areas In most states,
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OPINIONS OF AGENTS ON TRAINING NEEDS IN SPECIFIC AREAS

The opinions of extension personnel on ;he_training needs of
potential agents as compared by status, tenufe, a;d agricultural back-
grouﬁd are sumﬁafized for each of the seven areas of training. This
sunmary provides a general overview of responses of agents on all the
~1teme included in each general area;. - |

Agricultural Extengion Phileosophy, Organization,‘
and Administration

The topics identified by a consensus of agents as reﬁresenting
the mest important tralning needs of new agents were:

1. The role and functions of extension workers

2. Organization of extension in Nigeria

3., Philosophy and objectives of the extension service

Senior staff indicated a greater need for training of staff than
did the junior staff ian philosophy of the extensilon service, adminlstra-
tion of loczal extension programs, and relationship of extension servige
with other organizations and agenciles, This accounted for the signifi-
cant findings in these items. Junior staff indicated the least need
for training in the relationship of the extension service with other
organizations and agencies. The lowest rated item by senior staff was
the history of extension education in Nigeria.

When the responses were compared by tenure groups, there was a
significantly different responge in the history of extension education
in Nigerialvrggéﬁté éith longer tenure favored more training of staff

in this topic than these with shorter tenure.

R
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S8ignificantly different responscs were recorded In four items
when the opinions of agents were compared by training. The items were
these:

1. Administrative structure of Ministries of Natural Resources

2. The functions of the Extension and Research Liailson Section,
and the role of specialists

3. Governuent procedure and conditions of service

4. The relationship of the extension service with other
organizations and agencies

In the first three 1ltems Listed above, agricultural assistants
and assistant agricultural superintendents indicated.a:gfeater need for
training of staff than did B.S., graduates. However, the situvation was
different in the fourth item. Bachelqr of Scignce graduates and the
asslstant agricultural superintendent§ ihdic&gé& considerably more

training of agents than did agricultural assistants, -

Sociclogical Factors

Respoanses of junior and senilor s;aff were gulte similar in their
choice of the first twe items which they considered most important In
the training of new agents. These were the adoption of new ideas and
practices, and the role of information media in this process. In addi-
tion,nﬁwo other areas were selected as being very important for the
tralning of agents. They included working with community leaders in
decision making {social action process), and the role of professicnal

1eédership in the adoption of new ideas and practices,
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.The items which 1eaét appéaled to both groups were religious
influence on local custom, and thg distribution of Nigerian languages
and dialects, . : |

Opinions of junior and senior staff differed significantly in
eleven items In this area. Tn all cases, the senior staff indicated a
greater need for training than did junior staff.

The only item which showed a significant difference when the
recponees were compared by tenure was the role of professional leadéf;
ship in the adoption of new ideas and practices. Agents with longer
tenure again indicated a greater need for training in this item than
did theose with shorter tenure.

When opinions of agents were compared by training, there_were
significant differences in their responses to six items:

1. Rellglous influence on local custom

2, Effect of changing social custom and values in lives of
people "

3. Sccial factors preventing change

4., Interaction of social and technical change

5., Individual adoption process

6. Identification of innovators in a 1nc§i coﬁﬁunity

It was evident that B.S. graduates indicated more appreciation

for tralning new agents in these items than did the assistant agricul-

tural superintendents and agricultural assistants.

Educational Process and Human Development Y

The topics identified by extension staff as constituting the

most important trainihg needs of agents were:
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I

1. Extension teaching methods . ”ii“;i_fa;

2., Principles of extensien |

3. Teaching aids

4. Teaching learning process

There were significantly different responses between junior and
senior staff in four items:

1. Changing the behavior ¢f people through education v;"

2, Group decision Vi : | o

3. Factors affecting the behavior of peaple

4. The development of indivlidual patterns of behavior.

In these items, senlor staff indicated need for.moré traini;g
of agents than did the junior staff. ¥

Although responses by tenure on the need for trainming in the
relationship between extension agents were significantly different, no
interpretable trends were cbserved. All agents, irrespective of tenure,
rated this item high.

When responses of agents were.compared aécording.té.theif agri-
cultural background, there was a significant difference shown in the
need for trailning agents in the development of individual patterns of
bohavior., Bachelor of Science graduates and assistant agricultural
superintendents Indicatrd a greater need for training in the topic

o
A

than did the agrilcultural assistants.

Program Flanning ;1-

There was a consensus of opinicn of extension staff that the

greatest need for training of agents was in the analysis of the

re
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agricultural situation in_the village, dis;rict, or division, followed
by how to involve local people in devéioﬁihg4;;tensfon programs.

Opinions of junior and senior staff differed significantly on
the need for providing agents with training in the following items:

1, Analysis of the agricultural situation in the village,

district, or division

2. How to identify needs and determine priority

3. Evaluating extenslon programs

4, How tc develop long-term extension programs

5. How to write extension cblectives

The senior staff rated training in these.itéms much highe; thgn
did their junior counterparts. Junior staff indicated the least train-
ing need in how to write extension objectives, whereas senior staff felt
the least need for training in how to use extenslon specialists in
planning local programs.

There was no significant difference between the responses of
agents by tenure on the training needs in program planning.

Responses between agentce were significantly different in ;wo
topice when compared by agricultural training. These were how to
identify needs and determine priority, and how to determine goals and
prepare plan of work.

Assistant agricultural superintendents and B.S. graduates fﬁﬁed
Eréiniﬁg in how to identify needs and priority higher than did the
agricultural assistants. However, when the responses on how to deter=-
mine goals and prepare a plan of work were compared, it was found that

B.S. graduates rated the item lower than did the other two groups.



196

All staff rated training in program plamning very high, which
suggested a need to place more emphasis in this subject in the tralning

of new agents.

Communlcations in Extension

All groups of agents indicated the greatest need for training
of agents in how to plan and conduct agricultural shows, and how to
plan and conduct meetings and campaigns.

Senior staff indicated a significantly greater training need of
agents than did junior staff in the followlng items: |

1. Methods and processes of communication

2, The use of exhibite in extensicn

3. How to write technical reports and ncwsletters -

Both groups showed the least training need in how £§ ﬁéé
photography and radio in extension,

Comparing responses of agents by tenure, 1t was found that those
with less tenure Indicated a greater need for training in how to use
photography in extension than did agents with longer tenure.

There was no significant difference between training needs of
agents in the area of communications when opinions of extension staff

were compared by agricultural training.

Research and Evaluation

The toplcs identified by extension staff in research and evalua-
tion as being most important for training new agents were:

1, How to apply research findings in solving farmers'
P . .
. ; L
problems _

s
£
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2, The rﬁle of research in extension education
3. How to effectively use the results ﬁflevaluaﬁion.in exten—
sion .

There was a significant difference in thg responses of junior
and senior staff in how to evaluate extension programs, and how to use
pilot projecté in extension. Both groups Indicated the least need for
training of staff in how to use pilot projects. a o

Agents of different tenure groups did not express.aignificantly
different opinlons on training needs fn this area.

When responses of agents were compared according to their
agricultural background, opinions differed significantly in two items:
the role of research in extension education, and how to use pilot
projects in extension. The data showed that asslstant agriculturﬁl

superintendents, followed by agricultural assistants, indicated a

greater training need for agents in these items than did B.S5. graduates.

Technical Knowledge in Agriculture

Responses of extension staff highlighted a number of subjecté.
which were of major importance in the training of agents. It was found
that they felt a great need to emphasize the training provided in some
subjects, which included the following: .. -

1. Crop production R

2, Vegetable growing o

3, Soil fertility

.ﬂﬁ. Farm management
Senior staff indicated sipgnificantly more training need for

agents than did tbhe junior staff in the following subjects:
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1. Farm management
2. Farm laber |
3. Farm accounting
4., TFarm credit
Both groups indicated the least training need im:
1. Geography
2. Rabbit production
3, Soll physics
4. Aplculture
There was no significant difference in the responses of apents
by tenure to training needs in technical agriculture. Opinions of
agents however differed significantly in four subjects when their
responses were compared on the basis of their agricultural backgroundi
The four subjects were: |
1., Vegetable growing
2. Water conservation
3. Food preservation
4. TFarn credit
'In the first three subjects, assistant agricultural superinten-
dents, followed by agr'icultural assistants, Iindicated a greater need
for training of staff than did the B.S. graduates. However, the
comparison in farm credit showed that B.S. graduates, followed by
asgistant agricultural superintendents, indicated a higher training

need than did the agricultural assistants.
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PRTIMARY RESPONSIBILITIES OF AGENTS

The most important responsibilities of agents identified in
this study, almost In equal importance, were advisory service to farmers
on preoduction practices, and supervision of agrieultural instructors.
These were followed by crop demonstration programs, village council
meetings, and the supply of seeds and plants to farmers.

The 1tems which were generally not regarded as important
duties of agents included: ' : o R

1. Rural or community development projects :;% .ﬁ_?:?a

2. Supervising tractor hiring units

3. Farm settlement schemes

4., Tarmers' credit and cooperatives

When responses of agents were compared by states, fertilizer
sale and distribution was included among the most important duties
perforwed by agents, Alseo, the topic about the Institute's research
experiments was listed as one of the less important duties.

In rating the importance of two responsibilities, opinions qf
agents differed significantly when compared by tenﬁre; IThese ﬁere |
pesticide supplies to farmers, and collecting research data and agricul-
tural informatiomn. « |

Agents with less than 5 years:of tenure attached gfeaté; imﬁor-
tance to pesticide supplies to farmers than did those with longer
tenure. On the responsibility for collecting research data and agri-~
cultural information, it was agents with 5~9 years of tenure who

regarded this more highly as an important duty which they pexformed.
./’ : I
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When opinions of agents on major dutiles were compared by agri-
cultural training, there was a significant difference only in the
responsibility for supervising the Institute's research experiments.
Agricultural agslstants placed greater importance on this duty than

did other agents.
EXTENSION PRORBLEMS

The critical problems which emerged from this étudy éé sériously
confronting the extension services in the northern states of Nigeria
were poor transportation facilities and inadequate extension staff,

There was a conflict of opinion between junior and senior staff
as to the significance of lack of technical knowledge in agriculture.
While the senior staff regarded this as a major priority problem, | |
junior staff rated it quite low in importance.

Other problems ildentified by both greups as seriously limitipg
extension progress include the following; | o |
1. Lack of suitable merkets and favorablé prices for

farmers' produce

2. Lack ot cooperation of local people in program implemeégéF

tion

3. lLack of incentives for staff

4, Reluctance of farmers to accept new practices

5, Lack of farmer finance

Sentor staff indicated that seven of the problems listed in
this study were significantly more serious than did their.jﬁnior coun-—

terparts. The problems were:
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Lack of cooperatien of local people in program implementa-
tion |

Lack of incentives for staff

Inadequate technical knowledge in agriculture

Lack of proper extension programs |

Programs not related to needs of local community..

Poor results of package demonstrations

Lack of practical field experience

The problems which were considered by both groups as having a

lesg retarding influence on extension programs were performing regula-

tory functions, supervising package demonstrations, and youth work

activities.

It was found that the six northern states had common extension

problems which were almost identical to those identified by junior and

senior staff.

There were significantly different responses when opinions of

agents were compared by tenure in five out of the twenty-threeﬁﬁroblems

listed in this study. These were:

1.
2,
3.
4,

S

Inadequate technical knowledge in agriculture

Lack of practical field experience

Lack of proper extension programs

Non-involvement of local people in program planning

Responsibility for supervising research experiments

In each of these items, agents with longer tenure considered 1t

a more serlous extension problem than did those with shorter tenure.
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When opinions of agenis on the seriousness of extension problems
were compared by training, there were significantly different responses
in the fellowing nine areas:

1. Inadequate technical knowledge in agriculture

2. Lack of practical field experience B

3. Lack of proper extension programs

4. Non~-involvement of local people in program plamnning

5. BReluctance of farmers to accept new practices |

6. Responsibility for supervising research experimenté

7. Freguent transfer of staff

8. Lack of incentilves for staff

9, Non-involvement of agents in program planning

No generalization could be made from the responses in these
items. However, 1t would appear that there was more agreemént ﬁéﬁween
assistant agricultural superintendents and agricultural asslstants in

thelr views about the serlousness of a number of these problems. 5&%
CONCLUSIONS

A number of conclusioneg could be drawn from the results of
this study: :

1. Extension agents in the northern states of Nigeria over-
whelmingly endorsed the training offered at the Scheools of Agriculture
as being relevant to the nc~eds of potéﬁtial agents., Thils was evident
from the high ratings given to a majority of the training items,

2, Extension agents in the northern states required training in

the seven areas of study considered. These areas in prilority order were:

AN



of Nigeria.

(1) technical knowledge in agriculture, (2) agricultural extension
philosophy, orgenization, and administration, (3) communications in
extension, (4) program planning, (5) research and evaluation, (6) edu~-
cational process and human development, and (7) soclological factors,

3. The most important areas.in which agenté needed Intensive
training were technical knowledge in agriculture; agricultural exten-
sion philosophy, organization, and administration; and communications.

4, Although there was genéfai.saﬁisfaction with the program
of training of agents, some changes appeared necessary in specific
topics which received relatively low ratings. |

5, There were significant differences In scme items df training
when opinions of extension staff were compared by status, tenure, and
agricultural background. "

6. This study revealed no philosophical differences concefﬁ—
iﬁg tﬁe training needs of extension workers in the six northern states

7. Slgnificant differences were found In some itéms wheﬁ ££e
fesponsibilities of extenslon agents and important extension problems
were compared by status, tenure, and agricultural backgrounds of respon=
dents.  N |

8. The.primary function of agricultural assistants in the
northern states appeared to be that of disseminating results of produc-
tieﬁ;inéf;aé;ng research fiﬁdings to farmers. The study, however,
revealed that agents at this level devoted considerable time and effort

in supervising agrlcultural instructors.
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9. Provision of production inputs such as fertilizers, seeds,
plant materials, etc., to farmers was regarded as a very important
function of agents.

10. The most critical problems confronting the extension
services were lack of adequate transportation facilities and inadequate
staff to support extension programs. There was also some feeling that
lack of technical competence among agents was a limiting factor in
extension., | . :._ |

11. The findings of this stuéy should be useful to the
training institutions and the Ministries of Natural Rescurces 1in improv—

ing their regpective programs,
" RECCMMENDATIONS

The following general recommeﬁdations ére based on.the results
of this study: S : -

1. Production agriculture is the main emphasis of the exten-
glon orpanization in the northern states. Therefore, it would he
desirable to undertake a constant evaluation of the curriculum in
technical agriculture in order teo insure chat the best possible train-
ing 1s provided to extension agents.

2, All groups of agents, irrespective of gtatus, need inten~
glve training in extension education which should be recopnized as an
adult education discipline. It is essential that undergraduates in
the Faculty of Agriculture at Ahmadu Bello University be given more
practically orieated extension training, since most of them assume

gL L
B R
Lo A
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a&ministrative positions in the extension services of the various
statgs after graduation. |

| . 3., This study indicéteé fhat?the imﬁdrt#ﬁce.of rural soclology
has not been fully recognized by some groups of agents. The impact of
cultural institutions and social values could be a major limiting fac-
tor to successful extension programming. Therefore, the training
offered in this area should be considerably improved to provide agents
with a better perception of the significance of rural sociology in
working with farmers.

4. Extension personnel indicated a great desire for providing
agents with better training in vegetable grﬁwing. The interest
generated by this subject would suggest a need for ilmproving the exist~
ing programs in vegetable production at the schools and in the state
extension services.

5. The study revealed that there were deficfencies in the
training offered in farm management apd related areas in agricultural
economics. Effeorts should be ma&;“f; erengthen the trazining provided
in these areas.

6. It has been observed that extension agents functicn more
actively in implementing pfég;éﬁs Initlated at state headquarters and
passed down through the administrative hierarchy to village level
workers., This study showed that agents wanted more involvement by both
tﬁémselves and their clienteie in program development. It is hoped
that greater efforts would be made to accomplish this.

7. Agents indicated relatively little interest in courses

which ﬁlaced undue emphasis in purely academic disciplines, It is
s
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ésseﬂtial io prcvide é good trainiﬁg program in basic sclence, but, as
much as possible, such courses should be oriented towards their applica-
tion to related agricultufﬁi disciplines.

8. Practical field experience is an important component of the
training of extension agents. This training could be improved by
Introducing é supervised experience program in which agents in £ield
training are supervised by dinstructors from the agricultural schools.
Such an approach would be of dual benefit to both the agents and their
Instructors. b

9., In-gervice training programs for agents should be expanded
to include other areas such as personnel managemént.principlés and
leadership concepts, in addition to the technical subject matter.

-+ 10, Time may be ripe to initiate special wo:kshops fo; exten-—
sion administraters and supervisors in specializeé éreés Quéh'as super-
vision, program development, and communications. Such a program would
foster a better exchange of ideas between extenslon officers in the six
states and provide opportunities for feedback to the tréiﬁing institu-
tions.

11, Training institutions should consider the possibility of
introducing a feollow-up program to enable instructers to make a direct
appraisal of the performance of their graduates in the field, This
could greatly enhance the quality of ;he training provided at the agri-
cultural schools. I |

12, The extension services in the northern states are
plagued by manifold problems, Although the training institutions could

make major contributions to the progress of extension work, it should

o/
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also be recognized that a lot could be achieved by improving the
administrative machinery of extension in the states and by providing

better facilities and working conditions for extension staff.

St e e + .0

yIM@iIEATibNS FOR FékTﬁEﬁvéTﬁDf

Thisg stuﬁﬁ has covered a broad area of the training needs of
extenaion agents in the northern states of Nigeria. The conclusions
and recommendations made were based on findings from a survey of
opilnicns of experienced agents from all the six states.

The study has not considered the training institutions—-~their
operations, facilities, level of performance, future projections, and
the policies governing their operations. These are questions which
should be answered in further studies.

An attempt was made to categorize the functions.of.agents and
to identify the major problems limiting extension progress. No effort
was made to determine the root cause of these problems; neither was
there an attempt to find solutions. These were beyond the scope of
this study. It would be worthwhile to undertake further studies to

answer these qQuestions.
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APPENDIX A JUNIOR STAFF

TRAINING NEEDS OF EXTENSION WORKERS
IN THE NORTHERN STATES OF NIGERIA

The purpose of this study is to obtain information from
experienced agents about the main areas of training needed by poten-
tial Extension workers in the six northern states. The study will
also attempt to identify major duties of Extension workers, and
factors which hinder their effectiveness in the field.

The information from this study will be used as a basis and
guide for developing the training program for newly recruited agricul-
tural assistants, such that their training in the Schools of Agricul-
ture will have more relevance to the work they later perform in the
State Extension Services. You are being asked to cooperate in this
study by giving a very honest opinion on the different aspects of
training.

On the front page of the questionnaire is a list of biblio-
graphical data which you are kindly requested to complete. This
information will only be used for classifying the responses received.
Your response to the questionnaire will not in any way be used for
evaluation.
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1, Name ) Village/District
2. Division B ' State
3. Present Position
4, Highest FEducational Qualification
5. Date employed in the Ministry of Agriculture
6. School of Agriculture Attended: .~ Samaru Kabba
7. Date completed Agricultural Aggistant Course
8. Positions held since completing course:
- Position - Dates
9, Other previous Employment:
~ Employment " Dates
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The following list of topics include areas of study which may be
included in the agricultural assistant course at the Schools of
Agricul ture,

Please examine these topics carefully and indicate to what extent
you feel training should be provided in each area.

AREAS OF STUDY NEED FOR TRAINING

A.

Very Some~
Much Much what Little | Not
Needed | Needed | Needed | Needed | Needed

Agricultural Extension
Philosophy, Organization
and Administration

History of Extension
education in Nigeria

2.

Philosophy and objectives
of the Extension Service

3.

Organization of Extension
in Nigeria

Administrative structure
of Ministries of Natural
Resources

Organization of Agricul-
tural Research in Nigeria

Administration of local
Extension programs

7.

The functions of Divi-
sional Officers and
Extension Area
Supervisors

8.

The role and functions
of Extension workers

9.

The functions of
Extension Demonstration
Units (EDU)
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AREAS OF STUDY

NEED FOR TRAINING

10.

The functions of Extensio
and Research Liaison
Section (ERLS) and the
role of Extension
Specialists

Very
Much
Needed

Much
Needed

Some-
what
Needed

Little
Needed

ot
Needed

11.

Government Procedure and
Conditions of Service

12.

Relationship of Exten-
sion Service with other
organizations and

—agencies

13.

Other (please specify)

Sociological Factors

Social structure and cul-
tural patterns in rural
areas

Family structure and
organization

Village organization

Distribution of Nigerian
languages and dialects

Religious influence on
local custom

Effect of changing social
customs and values in
lives of people

Social factors preventing
change
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AREAS OF STUDY

NEED FOR TRAINING

Working with community
leaders in decision
making (Social action
process

Very
Much
Needed

Much
Needed

Some=-
what
Needed

Little
Needed

Not
Needed

Interaction of social and
technical change

10'

Patterns of authority in
rural areas

11.

Identification of local
leadership

12‘

Adoption of new ideas and
practices

13.

Individual adoption
process

14,

The community adoption
process

15.

Identification of
innovators in a local
community

16.

The role of information
media in the adoption of
new ideas

17.

The role of professional
leadership in the adoption
of new ideas and practices

18.

Other (please specify)
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AREAS OF STUDY NEED FOR TRAINING

Very Some~
Much Much what Little Not
Needed | Needed | Needed | Needed | Yeeded

C. Educational Process and
Human Development

1. The teaching-learning
process

2. Philosophy of adult
education

3. Principles of Extension

4., Extension teaching
methods

5. Teaching aids in Exten-
sion (A-V materials)

6. Changing the behavior of
people through education

7. The development of indi-
vidual patterns of
behavior

8., Factors affecting the
behavior of people

9, Motivation, interest and
perception

10. Principles and techniques
of counseling

11. Developing leadership
abilities in people

12. Problems in youth
development

13. CGroup decision
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AREAS OF STUDY

NEED FOR TRAINING

Very Some~
Much Much what |Little | Not
Needed | Needed | Needed | Needed | Needed
14. Relationship between
Extension agents
15. Other (please specify)
D. Program Planning
1. Analysis of agricultural
situation in village,
district or division
2. How to identify needs and
determine priority
3. How to develop long-term
Extension programs
4. How to write Extension
objectives
5. How to determine goals
and prepare plan of work
6. How to involve local
people in developing
Extension programs
7. How to use Extension
specialists in planning
local programs
8. Evaluating Extension
programs
9. Other (please specify)
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AREAS OF STUDY

NEED FOR TRAINING

Communication

Methods and processes of
communication

Very
Much
Needed

Much
Needed

Some-
what
Needed

Little
Needed

Not
Needed

How to write technical
reports and newsletters

Effective use of radio
in Extension

The use of exhibits in
Extension

How to use photography
in Fxtension

6. How to conduct farm and
home visits
7. How to plan and conduct
meetings and campaigns
8. How to conduct demonstra-
tions and field days
9. How to plan and conduct
agricultural shows
10, Other (please specify)
F. Researéh and Evaluation
1. The role of research in
Extension education
2. How to conduct surveys
3. How to apply research

findings in solving
farmers' problems
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AREAS OF STUDY

NEED FOR TRAINING

How to use the pilot
project in Fxtension work

Very
Much
Needed

Much
Needed

Some-
what
Needed

Little
Needed

Not
Needed

How to evaluate Extension
programs

How to effectively use
the results of evaluation
in Extension

Other (please specify)

I1 Below is a list of agricultural subjects which may be offered in
the agricultural assistant course at the School of Agriculture.

Please indicate the amount of training you feel an Extension agent

needs in each subject.

TECHNICAL KNOWLEDGE IN
AGRICULTURE

NEED FOR TRAINING

A.

Basic Science

Mathematics

Very
Much
Needed

Much
Needed

Some~
what
Needed

Little
Needed

Not
Needed

Chemistry

Botany

Zoology

Microbiolopy

Geography
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TECHNICAL KNOWLEDGE IN NEED FOR TRAINING

AGRICULTURE
Very Some~
Much Much what Little Not
Needed | Needed | Needed | Needed | Needed
B. Agronomz

Crop production

Crop ecology

Crop physiology

Plant breeding

Soil chemistry

Soil classification

Soil fertility

Soil physics

Soil classification

Soill management

Dryland farming

Irrigation agronomy

Weed science

Field experimentation

C. Crop Protection

Plant pathology

Applied entomology

Pesticide usape

Spraying machinery

Safety education
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TECHNICAL KNOWLEDGE IN
AGRICULTURE

NEED FOR TRAINING

D. Horticulture

Vegetable growing

Very Some~-
Much Much what Little Not
Needed | Needed | Needed | Needed | Needed

Tree crops

Landscape pgardening

E. Conservation

Soil conservation

Water conservation

F. Animal Science

Animal husbandry

Dairy science

Poultry science

Rabbits

Apiculture

Pasture management

G. Food Technology

Food processing

Food storage

Food preservation

Human nutrition
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TECHNICAL KNOWLEDCE IN
AGRICULTURE

NEED FOR TRAINING

H. Agricultural Economics

Land-tenure system

Very
Much
Needed

Much
Needed

Some~
what
Needed

Little
Needed

Not
Needed

Subsistence farming

Farm labor

Farm management

Farm accounting

Crop marketing

Farm credit

Cooperative systems

I. Farm Mechanization

Tools and Implements

Tractors

Ploughs and Ridges

Surveving

Levelling

J. Other (please specify)
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III Below is a summary list of subject categories about which you
have already expressed your opinion as to their need for Extension
agents' training in northern Nigeria.

In terms of importance in planning a training program for newly
recruited Extension workers, please indicate (1) the degree of
importance which you feel should be given each subject area, and
(2) rank the subject categories from 1 to 7.

SUBJECT CATEGORY

Rank
Order

DEGREE OF IMPORTANCE

Agricultural Exten~
sion Philosophy,
Organization and
Administration

Very

Little

'Qui te{Some
Imp.

Imp. | Imp.

No

Importance

2, Sociological Factors

3. Educational Process
and Human Development

4. Program Planning

5. Communications in
Extension

6. The use of research
methods and evaluation
in Extension programs

7. Technical knowledge in

agriculture
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The following list includes some of the major duties which Exten-
sion agents perform. Please check the list carefully and indicate
how important you feel each duty is to your assignment.

Note: This list is by no means complete, and it will be appreciated
if you will specify other duties which you generally perform
that are not included here.

DUTIES OF EXTENSION WORKERS IMPORTANCE OF DUTY

Very | Quite | Some | Little No
Imp. Imp. | Imp. Imp. Importance

Advisory service to
farmers on agricultural
production

Special crop production
programs

Institute's research
experiments

Crop demonstration
programs

5.

Superviging tractor
hiring units

6.

Seed multiplication
programs

7.

Fertilizer sale and
distribution to farmers

Pesticide supplies to
farmers

Supply of seeds and
plants to farmers

10.

Assisting farmers with
marketing of produce

11.

Farmers credit and
cooperatives

12,

Village council meetings
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DUTIES OF EXTENSION WORKERS IMPORTANCE OF DUTY

Very | Quite | Some | Little No
1159. Imp. | Imp. Imp. Importance

13. Young farmers' programs

14. Extension Demonstration
Unit program

15. Farm settlement schemes

16. Soil conservation projects

17. Rural or community
development project

18. Collecting research data
and agricultural informa-
tion (statistics)

19. Writing reports and
newsletters

20, Supervision of Agricul-
tural Instructors

21. Regulatory functions, such
as enforcing cotton close
season, etc.

22, Others (please specify)
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V Below is a list of some factors which may hinder your performance on

the job.

Please rate each item as to how it limits your work.

EXTENSION FACTORS

SERIOUSNESS OF PROBLEM

Very Somewhat Yot
Serious | Serious | Serious | Serious
1. Inadequate technical
knowledge in agriculture
2. Lack of practical field
experience
3. Lack of proper Extension
programs
4. Lack of directive from
headquarters
5. Programs not related to the
nec's of local community
6. Local people not involved
in program planning
7. Lack of cooperation of local
pecple in program implementa-
tion
8. 1lliteracy of farmers
9. Reluctance of farmers to
accept new practices
10. Lack of farmer finances
11. Lack of suitable markets
and favorable prices for
farm produce
12, Too many package demonstra-
tions to supervise
13. Poor results of package
demonstrations
l4. Inadequate Fxtension staff
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EXTENSION FACTORS

SERIOUSNESS OF PROBLEM

Very Somewhat Not
Serious | Serious | Serious Serious
15. Responsibility for research
experiments
16. Youth work activities
17. Heavy supervisory functions
18. Poor transportation facili-
ties for Extension staff
19. Frequent transfer of staff
20. Lack of incentives for staff
21, Assignment of non-extension
activities
22. Non-involvement of Extension
agents in program planning
23, Performing regulatory
functions, such as enforc-
ing cotton close season,
etc.
24. Other (please specify)




APPENDIX B SENIOR STAFF

TRAINING NEEDS OF EXTENSION WORKERS
IN THE NORTHERN STATES OF NIGERIA

The purpose of this study is to obtain information from
experienced agents about the main areas of training needed by poten-
tial Extension workers in the six northern states. The study will
also attempt to identify major duties of Extension workers, and
factors which hinder their effectiveness in the field.

The information from this study will be used as a basis and
guide for developing the training program for newly recruited agricul-
tural assistants, such that their training in the Schools of Agricul-
ture will have more relevance to the work they later perform in the
State Extension Services. You are being asked to cooperate in this
study by giving a very honest opinion on the different aspects of
training.

On the front page of the questionnaire is a list of biblio-
graphical data which you are kindly requested to complete. This
information will only be used for classifying the responses received.
Your response to the questionnaire will not in any way be used for
evaluation.
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I Bibliographical Data

1. Name Division
2, State
3. Present Position Rank
4. Highest Educational Qualification
5. Agricultural Training: AAS course B. Sc. degree
M. Sc. degree Other (specify)
6., Total number of years you have worked for the Ministry of Agricul-
ture:
(1) Less than 6 months
(2) 7 months - 1 year
(3) 13 months - 2 years
(4) 25 months - 3 years
(5) 37 months - & years
(6) 49 wmonths - 5 years
(7) More than 5 years
7. Positions held in the Ministry of Agriculture
Position Dates
8. What is your primary responsibility in the Ministry?
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I The following list of topics include areas of study which may be
included in the agricultural assistant course at the Schools of

Agriculture.

Please examine these topics carefully and indicate to what extent
you feel training should be provided in each area.

AREAS OF STUDY

NEED FOR TRAINING

A,

Agricultural Extension
Philosophy, Organization
and Administration

History of Extension
education in Nigeria

Very
Much
Needed

Much
Needed

Some~-
what
Needed

Little
Needed

Not
Needed

Philosophy and objectives
of the Extension Service

Organization of Extension

in Nigeria

Administrative structure
of Ministries of Natural
Rescurces

Organization of Agricul-
tural Research in Nigeria

Administration of local
Extension programs

7.

The functions of Divi-
sional Officers and
Extension Area
Supervisors

8.

The role and functions of
Extension workers

9.

The functions of
Extension Demonstration
Units (FDU)
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AREAS OF STUDY

NEED FOR TRAINING

10,

The functions of Extension
and Research Liaison
Section (ERLS) and the
role of Extension
Specialists

Very
Much
Needed

Much
Needed

Some-
what
Needed

Little
Needed

Not
Needed

11.

Government Procedure and
Conditions of Service

12,

Relationship of Exten-
sion Service with other
organizations and
agencies

13.

Other (please specify)

Sociological Factors

Social structure and cul-
tural patterns in rural
areas

Family structure and
organization

3.

Village organization

4.,

Distribution of Nigerian
languages and dialects

3.

Religious influence on
local custom

6.

Effect of changing social
customs and values in
lives of people

7.

Social factors preventing
change
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ARFAS OF STUDY

NEED FOR TRAINING

Working with community
leaders in decision
making (Social action
process)

Very
Much
Needed

Much
Needed

Some~-
what
Needed

Little
Needed

Not
Needed

Interaction of social and
technical change

10.

Patterns of authority
in rural areas

11.

Tdentification of local
leadership

12,

Adoption of new ideas and
practices

13.

Individual adoption
process

14,

The community adoption
process

15.

Identification of
innovators in a local
community

16.

The role of information
media in the adoption of

__new ideas

17.

The role of professional

leadership in the adoption
of new ideas and practices

18.

Other (please specify)
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AREAS OF STUDY

NEED FOR TRAINING

Educational Process and
Human Development

The teaching-learning
process

Very
Much
Needed

Much
Needed

Some-
what
Needed

Little
Needed

Not
Needed

Philosophy of adult
education

3. Principles of Extension
4. Extension teaching
methods
5. Teaching aids in Exten-
sion (A-V materials)
6. Changing the behavior of
people through education
7. The development of indi-
vidual patterns of
behavior
8. Factors affecting the
behavior of people
9. Motivation, interest and
perception
10. Principles and techniques
of counseling
11. Developing leadership
abilities in people
12. Problems in youth
development
13. Group decision
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AREAS OF STUDY

NEED FOR TRAINING

Very Some-
Much Much what Little | Not
Needed | Needed | Needed | Needed | Needed
14. Relationship between
Extension agents
15. Other (please specify)
D. Program Planning
1. Analysis of agricultural
situation in village,
district or division
2. How to identify needs and
determine priority
3. How to develop long-term
Extension programs
4. How to write Extension
objectives
5. How to determine goals
and prepare plan of work
6. How to involve local
people in developing
Extension programs
7. How to use Extension
specialists in planning
local programs
8. Evaluating Extension
programs
9. Other (please specify)
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AREAS OF STUDY

NEED FOR TRAINING

Communication

Methods and processes of
comnmunication

Very
Much
Needed

Much
Needed

Some-
what
Needed

Little
Needed

Not
Needed

How to write technical
reports and newsletters

3. Effective use of radio
in Extension

4., The use of exhibits in
Extension

5. How to use photography
in Extension

6. How to conduct farm and
home visits

7. How to plan and conduct
meetings and campaigns

8. How to conduct demonstra-
tions and field days

9. How to plan and conduct
agricultural shows

10. Other (please specify)

F. Research and Evaluation

1. The role of research in
Extension education

2. How to conduct surveys

3. How to apply research

findings in solving
farmers' problems
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AREAS OF STUDY

NEED FOR TRAINING

Very Some-
Much Much what | Little| Not
Needed | Needed | Needed | Needed | Needed
4. How to use the pilot
project in Extension work
5. How to evaluate
Extension programs
6. How to effectively use
the results of evaluation
in Extension
7. Other (please specify)

IT Below is a list of agricultural subjects which may be offered in
the agricultural assistant course at the School of Agriculture.

Please indicate the amount of training you feel an Extension agent

needs in each subject.

TECHNICAL KNOWLEDGE IN
AGRICULTURE

NEED FOR TRAINING

A.

Basic Science

Mathematics

Very
Much
Needed

Much
Needed

Some~-
what
Needed

Little
Needed

Not
Needed

Chemistry

Botany

Zoology

Microbiology

Geography
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TECHNICAL KNOWLEDGE IN

NEED FOR TRAINING

AGRICULTURE
Very Some-
Much Much what Little Not
Needed | Needed | Needed | Needed | Needed
B. Agronomy

Crop production

Crop ecology

Crop physiology

Plant breeding

Soil chemistry

Soil classification

Soil fertility

Soil physics

Soil classification

Soil management

Dryland farming

Irrigation agronomy

Weed science

Field experimentation

C. Crop Protection

Plant pathology

Applied entomology

Pesticide usage

Spraying machinery

Safety education
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TECHNICAL KNOWLEDGE IN

AGRICULTURE NEED FOR TRAINING

Very Some~-
Much Much what Little Not
Needed | Needed | Needed | Needed | Needed

D. Horticulture

Vegetable growing

Tree crops

Landscape gardening

E. Conservation

Soil conservation

Water conservation

F. Animal Science

Animal husbandry

Dairy science

Poultry science

Rabbits

Apiculture

Pasture management

G. Food Technology

Food processing

Food storage

Food preservation

Human nutrition
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TECHNICAL KNOWLEDGE IN
AGRICULTURE

NEED FOR TRAINING

H. Agricultural Economics

Land-tenure system

Very
Much
Needed

Much
Needed

Some-
what
Needed

Little
Needed

Not
Needed

Subsistence farming

Farm labor

Farm management

Farm accounting

Crop marketing

Farm credit

Cooperative systems

I. Farm Mechanization

Tools and Implements

Tractors

Ploughs and Ridges

Surveving

Levelling

J. Other (please specify)
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I11 Below is a summary list of subject categories about which you
have already expressed your opinion as to their need for Extension

agents' training in northern Nigeria.

In terms of importance in planning a training program for newly
recruited Extension workers, please indicate (1) the degree of

importance which you feel should be given each subject area, and
(2) rank the subject categories from 1 to 7.

SUBJECT CATEGORY

Rank
Order

DEGREE OF IMPORTANCE

Very |Quite |Some |[Little No
Imp. Imp, {Imp. Imp. |Importance
1. Agricultural Exten-
sion Philosophy,
Organization and
Administration
2. Sociological Factors
3. Educational Process
and Human Development
4., Program Planning
5. Communications in
Extension
6. The use of research
methods and evaluation
in Extension programs
7. Technlcal knowledge in

agriculture
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IV The following list includes some of the major duties which Exten-
sion agents perform. Please check the list carefully and indicate
how important you feel each duty is to an agent's assignment.

Note: This list is by no means complete, and it will be appreciated
if you will specify other duties which are generally per-
formed by agents that are not included here.

DUTIES OF EXTENSION WORKERS

IMPORTANCE OF DUTY

Very | Quite | Some | Little No
Tmp. Imp. | Imp. Imp. Importance
1. Advisory service to
farmers on agricultural
production
2. Special crop production
programs
3. Institute's research
experiments
4. Crop demonstration
programs
5. Supervising tractor
hiring units
6. Seed multiplication
programs
7. Fertilizer sale and
distribution to farmers
8. Pesticide supplies to
farmers
9. Supply of seeds and
plants to farmers
10. Assisting farmers with
marketing of produce
11. Farmers credit and
cooperatives
12. Village council meetings
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DUTIES OF EXTENSION WORKERS

IMPORTANCE OF DUTY

Very | Quite | Some | Little No
Imp. Imp, | Tmp. Imp. Importance
13. Young farmers' programs
14, Extension Demonstration
Unit program
15. Farm settlement schemes
16. Soil conservation projects
17. Rural or community
development project
18. Collecting research data
and agricultural informa-
tion (statistics)
19. Writing reports and
newsletters
20, Supervision of Agricul-
tural Instructors
21. Regulatory functions, such
as enforcing cotton close
season, etc.
22. Others (please specify)
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V Below is a list of some factors which may hinder an agent's perfor-

mance on the job,
work of Extension agents.

Please rate each item as to how it limits the

EXTENSTON FACTORS

SERIOUSNESS OF PROBLEM

Very Somewhat Not
Serious | Serious | Serious | Serious
1. 1Inadequate technical
knowledge in agriculture
2. Lack of practical field
experience
3. Lack of proper Extension
programs
4, Lack of directive from
headquarters
5. Programs not related to the
needs of local community
6. Local people not involved
in program planning
7. Lack of cooperation of local
people in program implementa-
tion
8. 1lliteracy of farmers
9. Reluctance of farmers to
accept new practices
10. Lack of farmer finances
11. Lack of suitable markets
and favorable prices for
farm produce
12. Too many package demonstra-
tions teo supervise
13. Poor results of package
demonstrations
14. Inadequate Extension staff
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EXTENSION FACTORS

SERIOUSNESS OF PROELEM

Very Somewhat Not
Serious | Serious | Serious Serious
15. Responsibility for research
experiments
16. Youth work activities
17. Heavy supervisory functions
18. Poor transportation facili-
ties for Extension staff
19. Frequent transfer of staff
20. Lack of incentives for staff
21. Assignment of non-extension
activities
22. Non-involvement of Extension
agents in program planning
23, Performing regulatory
functions, such as
enforeing cotton close
season, etc.
24, Other (please specify)
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1. Extension agents in the northern states of Nigeria over-
whelmingly endorsed the training offered at the Schools of Agriculture
as being relevant to the needs of potential agents. This was evident
from the high ratings given to a majority of the training itews.

2, [Extension agents in the northern states required trainiug
in the seven areas of study considered. These areas in priority order
were: (1) technical knowledge in agriculture, (2) agricultural exten~
sion philosophy, organization, and administration, (3) communications,
(4) program planning, (5) rescarch and evaluation, (6) educational
process and human development, and (7) sociological factors.

3. The most important areas in which agents needed iuiensive
training were technical knowledge in agriculture; agricultural exten-
sion philosophy, organization, and admipistration; and communications.

4. Although there was general satisfaction wit! the program of
training of agents, some changes appeared necessary in specific topics
which received relatively low ratings.

5. There were significant differences in some items of training
when opinions of extension staff were compared by status, tenure, and
agricultural background.

6. This study revealed no philosophical differences concern-
ing the training needs of extension workers in the six northern states
of Nigeria.

7. Significant differences were found in some items when the
responsibilities of agents and impertant extension problems were com-

pared by status, tenure, and agricultural backgrounds of respondents.



8. The primary function of agricultural assistonts in the
northern states appeared to be that of dissemination of results of
production-fncreasing research findings to farmers. The study, how-
ever, revealed that agents at this level devoted considerable time and
efforv in supervising éé}icultural instructors,

9. Provision of production iInputs such as fertilizers, seeds
and plant materials, etc., to farmers was regarded as a very important
function of agents; o

10. The most critical problems confronting the extension
services were lack of_adequate trznsportation facllities and inadequate
staff to suppert.ékfeﬁsion programse. There w:.s also some feeling that

lack of technical competence among agents was a limiting factor in

&
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11, The‘findings of this study should be useful to the train-

ing institutions and the Ministries of Natural Resources in improving

’. Lot

their respective programs{-” .
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