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CHAPTER I. INTRODUCTION

Agriculture has been a crucial sector in Taiwan's economic
development. After World War II, agriculture served not only as a
source of food but also as a source of investment, capital and raw
materials required by the industrial sector (Lee, 1978). In the last
two decades, rapid industrial growth has brought about drastic changes
in Taiwan's economic structure; the contribution of agricultural
production to the net domestic product fell from 35.9% to 8.7% between
1952 to 1980 (PDAF, 1982). However, agriculture still plays an
important role in both the social and economical aspects of the country
(Cheng, 1982).

From government publications, it is indicated that 26.98%
(4,979,000) of the total population is agriculture-based, and 900
thousand hectares (25%) of the country is cultivated (PDAF, 1983). The
annual growth rate of agricultural production fell from 5.7% in 1965 to
2.7% in 1980, and the income of farm family was three-fourths of the
non-farm family's income in 1983 (PDAF, 1984). The preceding
information suggests that several problems exist in the development of
agriculture and rural society. In fact, there are several existing
research papers which address the low educational and economic level of
rural people as well as the social problems in rural society. There are
also many government projects and policies concerned with
agricultural/rural development and improving the quality of rural life

(CAPD, 1980).
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One of the primary forces for agricultural/rural development in

Taiwan is agricultural extension conducted through the Farmers'

e A R TR B o ety g STV

Association (F.A.). The F.A. is the largest organization of farmers in
Taiwan, and is organized on three levels: provincial, county, and local
(township). Extension advisors working at the local level contact rural
people directly to provide assistance with farming, financial, and
marketing problems and to help develop the knowledge and abilities of
rural people in both agricultural and non-agricultural subjects.
Following the philosophy of cooperation and education, the local
extension advisors play an essential and multifaceted role (CAPD, 1983).
Therefore, it has been suggested that the training of local extension
advisors has an effect on the successfulness of extension programs and
is a key factor in the development of ag;iculture and rural society
(Huang, 1977).

Like some other developing countries, the educational level of
local extension advisors in Taiwan is not high. Of the total number of
local extension advisors, approximately 85% graduated from vocational
school (CAPD, 1983). Man& agricultural extension experts consider the
training of extension advisors insufficient to assist rural people
effectively (Shiao, 1984). Wan (1979) reported that 85.5% of township
extension advisors felt that they were not adequately trained, and
70.77% thought that this fact may greatly hinder their ability to
conduct extension tasks. Huang (1977) found that the major source of

extension knowledge and techniques for extension advisors was work
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experience. She suggested that inservice training programs be required
in order to improve the effectiveness of extension advisors. Moreover,
Wu (1980) found that rural people had a lower estimation about how much
they learned from extension education when compared to what extension
advisors thought they had taught.

A substantial need for inservice training for local extension
advisors can be inferred from the above discussion. Specifically, a
well-designed and effective training program is needed. There are
presently several inservice training programs conducted annually or
periodically in Taiwan. They may address either agricultural techniques
or extension techniques. The focus of this study is extension
techniques. This kind of training program provides basic and useful
information or techniques to assist extension advisors in being more
-effective in conducting their tasks (CAPD, 1983). The content often
includes teaching methods, planning and evaluation, extension
organization, leadership development, and management skill. These
“inservice training programs are administered through provincial F.A.,
supported by government, and obtain assistances from some agricultural
colleges for planning and teaching the programs. These programs are not
required for extension staff; however, attendance is strongly
encouraged. Liu (1967) concluded from his investigation that these
inservice training programs are very important for improving the
extension advisors' ability to face the challenge of the changing nature

of extension work. In addition, he pointed out that the high turnover
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rate of local extension advisors made inservice training programs
crucial.

One should not be satisfied simply because some inservice training
prdgrams exist. The quality and effectiveness of existing inservice
training programs need to be examined. There are_two key issues which

need to be considered: (1) Are those training.programs really helpful?,

and (2) Do those programs meet the training needs of extens.ion advisors?
Singh and Gill (1982) noted that if the training is to be effective, the
training needs should be established prior to the program. In other
words, training is not a "Panacea", it should be prescribed in the most
appropriate way for dealing with identified needs (Chmura, 1981).
However, in Taiwan, very little literature or research was found
concerning needs assessments for inservice training programs for
agricultural extension advisors. Price stated:

"lacking comparative information, educators and trainers often

will impose their own values and perceptions of data. ... It

is crucial to make decisions based on the data produced by the

needs assessment in order to effectively meet the needs of

learners in an educational or training system" (Price, 1983,

p. 25).
Bielema and Sofranko (1983) also indicated that educators should not
transfer their own expressed needs and interests into a program. In
brief, the needs assessment provides an objective description regarding
goal definition and program content for better decision-making (Price,
1983).

Moreover, Hyatt (1966) stressed that different competences are

needed for different positions or situations. Inservice training must
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be differentially arranged according to the varying competences needed
by clientele to maximize program effectiveness (Ingersoll, 1976). It is
necessary not only to determine the training needs but also to find out
different training needs related to the different positions or
backgrounds of extension advisors.

With regard to the importance of inservice training for improving
extension work, E;; main purpose of this study is to assess the local
agricultural extension advisors' inservice training needs regarding
extension techniques. The results may provide an overview pertaining to
what should be taught in the training programs and give baseline data
for program development and evaluation.  Specifically, the objectives of
this study were:

1. To obtain demographic information of the extension advisors
involved in the investigation.

2. To identify and rate the importance of inservice training needs
as perceived by agricultural extension advisors in Taiwan.

3. To ascertain extension advisors' attitudes towards the
effectiveness of the existing extension training program in fulfilling
identified needs.

4. To detect the relationships between training need ratings and
selected demographic variables.

5. To determine if any significant differences exist in the
perceived training nee&s among extension advisors with different

backgrounds.
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Delimitation

This study is designed to investigate the inservice training needs
of the extension advisors at local level in Taiwan. It is focused on

training needs in the area of extension techniques.

Definition of Terms

Local agricultural extension advisors: Extension advisors,

including directors of extension affairs, farm advisors, home economics
advisors, and 4-H advisors, who are employed in a township F.A.

Agricultural techniques training programs: Training programs

addressing subject-matter in the area of agriculture.

Extension techniques training programs: Training programs

concerned with extension organization and methods, excluding
agricultural subject matter (CAPD, 1983).

Urbanized area: Geographic area with the percentage of agriculture

population to the total population less than 46.9.!

Medial area: Geographic area with the percentage of agriculture
population to the total population between 46.9 to 66.9.

Rural area: Geographic area with the percentage of agriculture

population to the total population higher than 66.9.

! 46.9% and 66.9% were found to be two cutting points giving an
equal size of agricultural population in the three groups according to
the census in Taiwan, 1979.
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CHAPTER II. REVIEW OF LITERATURE

This chapter includes a review of literature and research related
to this study. The review is presented in the following order: (1)
conducting effective inservice training programs, (2) needs assessment
for inservice training programs, and (3) competences needed by extension

personnel.
Conducting Effective Inservice Training Programs

Inservice education is widely employed for introducing new ideas,
methods, and materials to people in the continuing effort to improve the
quality of a profession (Hentschel, 1977). Griffin (1978) noted that
"One of the requirements of a profession is that its members somehow
continue to learn, to grow, and to renew themselves, so that their
interactions with ideas and with clients are reflective of the best
knowledge and skill available to them." There is little doubt that
inservice training is imperative to improve the quality of extension
staff. From a report of the Joint USDA-NASULGC Extension Study
Committee, 1968, the importance of inservice training for successfully
conducting extension work was described clearly. It stated that:

"Extension has given a great deal of time to studying the

needs of its clientele., As an organization, however, it has

not communicated its imperative requirements for self

improvement. ... Cooperative extension function is such that

only by a continual process of staff training and development

can it hope to field a staff which is competent and confident
(A People and a spirit, 1968, p. 42).

”
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Huang (1977) conducted a task analysis of local extension work and
investigated the knowledge sources for local exténsion advisors in the
field of extension techniques. It was a comprehensive investigation of
all local farm and 4-H advisors in Taiwan. Through a questionnaire, she
found that the primary source of extension knowledge for the advisors
was work experience. It was reported that, except for work experience,
there was little effect from any other source of knowledge on local
extension advisors' proficiency. In other words, there were very
limited resources which may help to improve their proficiency. She
concluded that inservice training for extension advisors in Taiwan was
very insufficient, and stressed that a competence-based staff
development program was needed to improve the efficiency of extension
advisors. i

In 1979, Wan completed a study concerning the changing function of
agricultural extension in Taiwan. The sample consisted of both farmers
and extension advisors in 30 townships. A structured interview was
conducted with the farmers and a questionnaire was sent to extension
advisors to determine their perceptions about the functions of
extension. She concluded that the function of extension was no longer
solely one of conducting policy, but had changed due to the tremendous
social change over the past two decades. The needs of clientele were
quite different than before, and had become much more complex.
Ex£ension advisors should be cognizant of the needs of rural people so

that they can devise strategies to address those needs. To meet this
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challenge, she suggested that growth in a profession is the key to
success. Hentschel (1977) indicated that inservice training could be
seen as a strategy for bringing about change. It is necessary for
extension advisors to accept proper training in order to meet the
rapidly changing functions of extension. Wan (1979) also reported from
her survey results that of the extension advisors involved in her study,
85.5% felt themselves not well trained, and 70.8% of these respondents
thought this affected their ability to work efficiently. On the other
hand, of the farmers interviewed, only 29.2% felt that the advisors were
not well trained, and only about one-third of that group thought
extension work was affected by the advisors' lack of training. From
this report, it can be implied that the extension advisors perceived
that they needed to improve their prefession.

A comprehensive study dealing with the issues of inservice training
of extension advisors in Taiwan was conducted by Liu in 1967. With
regard to the high turnover and the insufficient training of extension
advisors, he emphasized that effective inservice training programs were
needed in order to make up for insufficiencies in their competences. He
stated that the effectiveness of inservice programs was the primary
issue to consider. In addition, he examined the training content of
inservice programs, and found that programs on extension techniques were
not usually offered.

| Considering critical issues for inservice education, Gallegos

(1979) stressed that training needs should be clarified and verified.
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In an article published in NASSP Bulletin, titled "Inservice Programs -
What Are The Essentials For Making Them Effective?", Byrne (1983) also
stated :

"What has been lacking is the consistent, uniform approach to

staff inservice that accounts for faculty development in terms

of individual and school system needs and goal" (Byrne, 1983,

p- 1).

They both indicated that inservice programs could be based upon the
philosophy of "growth" or could only be viewed as a 'required
improvement"; however, the clientele's training needs would not be less
important in either case.

There is a variety of literature addressing inservice education
models, and needs assessment can be found as an integral step in many of
these models. Magliocca and Magliocca (1978) described a competence-
based inservice training model with "specify training needs" as its
first stage. In an inservice model for school personnel designed and
used in 181 school systems in Kentucky (National Inservice Network,
1981), the seven time-specific phases included were: (1) preliminary
planning; (2) needs assessment; (3) goal and objective setting; (&)
task, activity, and resource determination; (5) implementation; (6)
outcome evaluation; and (7) recycling.

A needs assessment plan was detailed in a published monograph
titled "Planning for Inservice Education" (Hite and McIntyre, 1978).
The "what", "how", and "who" of an assessment plan were described step

by step, and it was stated that:

"If the plan for the inservice program clearly stated the
"what", the "who", and the "how'" for the needs assessment,
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then the program is almost assured a viable structure and
focus for later implementation' (Hite and McIntyre, 1978, p.
23).

Needs Assessment for Inservice Training Programs

It is crucial to make decisions for educational program development
based on the data produced by the needs assessment in order to
effectively meet the needs of learners or training systems (Price,
1983). 1In general, needs assessment is the process by which people
identify needs and decide on priorities among them (Kosecoff and Fink,

*

1982). An educational need can be described as a discrepancy or gap
between a person's present level and the preferred or required level or
capabilities for effective performance defined by the person, the
organization, or society (Caffarella, 1982). 1In an article, "Needs
Assessment Models: A Comparison", published in Educational Technology
at December 1979, Trimby discussed four needs assessment models and
indicated needs assessment is the first step in many of the systems
approaches to educational development. In regard to the effect of needs
assessment, he stated that:

"In the educational setting, this process (needs assessment)

yields information which can be used in educational planning,

in problem-solving, for making educational decisions, for

accountability, and for supporting applications for funding.

In educational systems development, the information and data

obtained from a needs assessment are used to design,

implement, and evaluate instructional products or programs"

(Trimby, 1979, p. 24).

Prior to the 1960s, curricular goals and objectives were often

- established on the basis of educational theory and experiences, and
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decided by teachers and administrators. During the 1960s, a number of
efforts were made to specifically determine students' needs before

establishing program objectives engddeveloping program components
_ Gatrd a2 W0gg |

(Davis, 1980). Moreover, Borich (1980) noted needs assessment can be ] {Q

\ vl

used for self, summative, and formative evaluation in follow-up studies./ wa i

In an article discussing the evaluation of inservice training |

-~

A
©0
ol

program for agricultural extension agents, Smith and Woeste (1983)
pointed out that:

"Too little time is usually spent on evaluation of inservice

educational programs before their implementation. Perfectly

good programs may have little or no positive impact because

they were not on target" (Smith and Woeste, 1983, p. 22).

Very little literature or research could be found relating to the needs
assessment of inservice training program for agricultural extension
advisors in Taiwan. Since a considerable amount of money and effort has
been invested in inservice training, much more attention needs to be
paid in studying inservice training needs of Taiwan's extension
advisors. Obviously, an effective needs assessment approach needs to be
considered.

There is a large amount of literature which addresses the design of
needs_assessment. Kaufman and English (1979) described several general
steps involved in conducting a needs assessment. In summary, they were:

1. Identify the partner groups of educators,‘learners, and

community (society).

2. Have each group generate goals and rank them.

3. Have each group determine the present status of learners.
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Have each group identify and analyze the discrepancies

between the goals and present status.

Bring the groups together and reconcile differences.

Place needs in priority order.

Kosecoff and Fink (1982) introduced a needs assessment strategy in

book titled "Evaluation Basics - a practitioner's manual".

Included are five steps:

1.

2.

Identify potential objectives.

Decide which objectives are most important.

Assess the nature and type of currently available services.
Collect information.

Select final objectives.

Concerning the identification of training needs, Schiffer (1978)

mentioned the felt needs of the trainee are as important as

organizational goals. Kaufman and English (1979) divided needs

asses

view,

sment into two types: internal and external. From an internal

the needs felt by learners, educators, and community are

considered. The external needs refer to the societal goals and

objectives. He stated that:

"Felt needs are only the entry point for realistic goal
setting and needs identification. A need assessment process
required both perceived needs and needs substantiated and
justified by external reality" (Kaufman and English, 1979, p.
227).

Lee (1982) recommended that the viewpoints from the sponsoring

organizations, experts, and professionals should be accounted for when
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conducting needs assessment. In addition, he stated that an analysis of
competence may also contribute to the effort of identifying training
needs.

As to the techniques for conducting a needs assessment, Caffarella
(1982) suggested the following techniques:

1. Survey.

2. Key informant interviews.

3. Consultation.

4. Observation.

5. Group meeting.

6. Review of written materials.
7. Informal.

In 1976, Ingersoll completed a teacher training needs assessment
survey in four school systems. A series of items describing teaching
skills was developed from an examination of categories of teacher
competences and a survey of previous responses. Five judges sorted the
items into seven clusters that had apparent a priori commonality. A
questionnaire was used to explore how the teachers saw each training
area as a personal need and as a need of teachers in general. He noted
that "The needs identified for inservice training may differ as a
function of who is asked to respond" (Ingersoll, 1976, p. 173).

Prioritizing is an integral element in needs assessment. An
educational program can not satisfy all educational needs. It is

important to decide which needs are to receive priority and the amount
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of resources to be used (Benseman, 1980). In a book titled "Planning
Better Programs", Boyle (1981) wrote that:
"Priority setting is not an individual nor even a group
decision-making process, but rather a multigroup decision-
making process. ... The situation in which priorities are
made is very complex, involving many sources of influence,
information, criteria alternatives, resources, and
cooperation" (Boyle, 1981, p. 127).
He suggested six broad categories that provide the basis for specific
criteria and evidence for the decision making process of prioritizing.
Included are:
1. Society - community.
2. Clientele.
3. Politics.
4. Organization.
5. Resources.
6. Personnel.
With regard to the role of needs assessment, Chmura (1981) stated
that:
~"For training needs assessment to work effectively, it must be
viewed as part of a continuous process of training and
development in an organization'" (Chmura, 1981, p. 26).
Benseman (1980) also discussed the changing nature of needs. He viewed
. the assessment of needs be a continuous process for taking into account
the dynamic, shifting nature of needs that "One-shot efforts to assess
needs run the risk of overlooking, to some degree at least, people's

changing environment and their on-going personal development'" (Benseman,

1980, p. 28).
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Competences Needed by Extension Personnel

To successfully conduct én assessment of inservice training needs,
a competence model is important as a decision-making tool which
describes the key capability required to perform a job (McLagan, 1980).
McLagan considered a competence model to be more reliable than a job
description, more valued than a detailed skill list, and more
consistently on target than felt needs.
In discussing extension staff competence, Hyatt (1966) mentioned

three broad dimensions:

1. Specializing in a specific area of technical agricultural

subject matter.

2. Being trained in adult education.

3. Being able to fulfill an administrative role.
He also introduced eleven generalized areas of competence relevant to
extension work. In brief, they included understanding and ability
related to:

1. Objectives and organization of the entire extension system.

2. Appropriate technical subject matter.

3. The principles and processes of programing.

4. The principles of learning and teaching.

5. Communication process.

6. The structure and dynamics of human society.

7. Human development process and the skill in human relations.

8. The principles of management.
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9. The approach of being informed about current issues and
problems confronting the clientele.
10. The principles of administration and supervision.
'11. The principles and techniques of evaluation.

Brooks (1976) surveyed the training needs of extension specialists
from the point of view of their administrators and identified needs
related to the following areas:

1. Extension philosophy, organization, and internal procedures.

2. Methods and procedures essential to planning extension
programs.

3. Methods and procedures essential to implementing extension
programs.

4. Methods and procedures essential to evaluating and reporting
extension programs.

5. Relationships with the total university and other agencies.

6. Technical subject matter involved in position.

In a study conducted by American Institutes for Research (AIR,
1979) to develop standardized tests for the appraisal of extension
personnel, fourteen dimensions of extension worker performance outcomes
were classified by extension supervisors and agents. Included were:

1. Assessing community needs.

2. Planning.
3. Program promotion and public relations.
4. Involving the community in program implementation.

5. Conducting educational programs.
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6. Advising clienteles.

7. Evaluating programs.

8. Reporting.

9. Continuing professional development.

10. Office management and administrative tasks.

11. Supervising.
12. Working relations with staff.
13. General interpersonal behavior and characteristics.
14. Personal behaviors and characteristics as identified in AIR

study.

Hyatt (1966) emphasized that competences needed by extension
workers may be different according to their position and situation.
Also, Blasi (1981) studied the competences and needs of rural educators.
He indicated that population sparsity and distance factors more or less
affect most rural programs causing them to be cross-categorical and
multi-age programs. Thus, rural specialists need competences pertaining
to the different needs of local situations.

In 1980, a study of the function of agricultural extension work in
Taiwan was conducted by Wu. The sample comprised extension advisors and
rural people in three groups of areas categorized by their level of
urbanization. Wu (1980) emphasized that due to the rapidness of social
change in Taiwan, extension advisors not only need more competences to
suécessfully conduct their job, but they also must possess differen£

competences in accordance with the local situation. Extension advisors
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need to reinforce their competences in certain areas to better perform
their mission.

Huang (1977) analyzed the proficiency of extension advisors in
Taiwan concerning extension techniques. It was found that extension
advisors were best in communicating with rural people, and that
evaluation techniques was the area of competence needing the most

improvement.

Summary

From the review of literature, the essentiality of inservice

training programs for upgrading the proficiency of extension advisors is
revealed. The literature also suggests that in order to conduct v
training programs effectively, needs assessment is a critical issue to
be considered. Some strategies and steps of needs assessment were
examined and discussed including the sources for defining training
needs, needs assessment techniques, and prioritizing. In addition,
competences needed by extension advisors to successfully conduct their
job were reviewed to provide a basis for the identification of training

needs.
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CHAPTER 11I. METHODS AND PROCEDURES

The main purpose of this study was to assess the inservice training
needs focusing on extension techniques of local agricultural extension
advisors in Taiwan. To accomplish this purpose, several research
procedures were employed. These procedures are reported in the
following sections: (1) Population Identification and Sample Selection,

(2) Instrument Development, (3) Data Collection, and (4) Data Analysis.
Population Identification and Sample Selection

The population of this investigation consisted of all local
agricultural extension advisors in Taiwan Province. Through the 1983
roster of agricultural extension advisors in Taiwan, a total of 1549
local advisors were identified including the directors of extension
affaifs, farm advisors, home economics advisors, and 4-H advisors; with
an approximate ratio of 1:2:1:1.

The sample was selected using a proportional stratified sampling

\?ethod. According to Van Dalen (1979), th9_25323£E£8§§}M§E£§Ei§;ed
sampling method may improve representativeness and reduce cost. The
population was stratified into three groups in accordance with the level
of urbanization of the areas they served. These groups were: urbanized
areas, medial areas, and rural areas. A total of 300 exténsion advisors
were selected randomly from each group in proportion to the actual size

of the group in the population. Table 1 indicates the number of

subjects in each group of both the population and sample. Finally, a
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master list was compiled containing a four-digit code number, name, and
address for each local agricultural extension advisor selected for

study.

TABLE 1. Number of subjects in population and sample

Group Population Sample
n (%) n %)
Urbanized areas 461 (29.8) 90 (29.8)
Median areas 566 (36.5) 109 (36.5)
Rural areas 522 (33.7) 101 (33.7)
Total 1549 (100) 300 (100)

Instrument Development

In this investigation, the primary instrument for the collection of
data was a questionnaire. Mason and Bramble (1978) indicated that by
using questionnaire, a larger sample can be reached economically, thus
increasing the generalizability of the obtained data. 1In addition,
greater anonymity can be provided to the respondents, which may result
in more open and honest responses to the questions. However, they
pointed out that the questionnaire must be adaptable and understandable
to the respondents for a more effective survey.

The first step in development of the instrument was a comprehensive

review of literature on competences needed by local extension advisors
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to perform their job successfully. A tentative list of competences was
developed and grouped under the following headings:

1. Introduction of agricultural extension.

2. Agricultural policy in Taiwan.

3. Planning and evaluation.

4. Extension organization.

5. Leadership.

6. Teaching techniques.

7. Producing educational media.

8. Administration.

In June, 1984, six persons were interviewed by the researcher in
Taiwan concerning the expécted extension function, the role and
responsibilities of the local extension advisors, and the competences
needed by advisors. The people interviewed included: (1) government
administrators dealing with agricultural extension affairs, (2) experts
in the related fields, and (3) supervisor in provincial level F.A.
(Appendix B).

The questionnaire developed for this study consists of two parts.
Part one consists of questions designed to obtain demographic
information from the respondents. The list of competences was revised
after the interviews and became part two of the questionnaire.
According to Kosecoff and Fink (1982), while conducting a needs
assessment, it is essential to know not only how important each item is

as perceived by the respondents, but also how well the program is
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currently meeting those training needs. Therefore, in part two, the
respondents were asked to indicate the degree of both importance and
satisfaction concerning each item using a five-point scale where 1
indicates the minimum degree and 5 indicates the maximum degree of
importance or satisfaction.

A pilot survey was administered to 10 extension advisors in two
randomly selected local F.A. The participants were asked to clarify the
statements in the instrument and make comments to help improve any vague
or unclear parts. After the pilot survey was completed, the
questionnaire was revised taking into account the comments obtained from
the participants. The revised questionnaire was then submitted to two
faculty members in the Department of Agricultural Extension at Nationél
Taiwan University (NTU) for a final review. The validity and
suitability were checked carefully by the faculty members. Finally, the

revised instrument was printed in Chinese (Appendix C).
Data Collection

To aid in collection of data, the investigator asked the Department
of Agricultural Extension at NTU to support and help with the survey. A
cover letter (Appendix C) was developed to explain the importance and
objectives of the research and assure the anonymity. This letter was
approved by the Agricultural Extension Department of NTU.
| On July 10, 1984, the cover letter and.the coded questionnaire,

with a postage-paid business reply mail panel on the back page, were
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mailed to each of the 300 selected respondents. Ten days after the
initial mailing, a follow-up post card (Appendix C) reminder was mailed
to each of the nonrespondents. On July 30, twenty days after the
initial mailing, telephone calls were made to nonrespondents in order to
identify the people who were not available to participate the survey.
Those who were available to respond to the survey were asked to fill out
the questionnaire and return it in ten days. An additional
questionnaire was mailed to respondents who needed it. On August 20,
1984, the collection of data was concluded. There were 211
questionnaires returned which constituted an overall response rate of
70.3%, and of which 195 (65.0%) were found usable after review by the
researcher. Table 2 shows the number and percentage of responses from

the three groups.

TABLE 2. Number and percentage of responses

Group Potential Received Usable

n n (% n (%)
Urbanized areas 90 61 (67.8) 55 (61.1)
Median areas 109 72 (66.0) 64 (58.7)
Rural areas 101 78 (77.2) 76 (75.2)
Total 300 211 (70.3) 195 (65.0)
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Data Analysis

A code form was developed to record the data. The coded data were
keypunched into the NAS AS/6 (IBM 370/168 compatible) computer in Iowa
State University and analyzed with the Statistical Package for Social
Sciences (SPSSX) (Appendix D) by the researcher. Following are the
statistical procedures employed to analyze and summarize the data:

1. Frequencies were computed to recheck the coded data and

e

provide an overview of the data for a proper revision of the
analysis design.

2. Cronbach's Alpha procedure was used to test reliability of

e
the grouped items in each training needs area and the total
scale to estimate the level of internal consistency.

3. Percentages, means, and standard deviations were computed for
all items in the instrument.

4. Pearson product-moment correlation coefficients were computed
to detect relationships between the importance and
satisfaction of the training needs and selected demographic
variables.

5. T-test and analysis of variance procedures were employed to
determine if significant differences existed in the
importance and satisfaction ratings of the training needs
between respondents with different backgrounds. The Scheffé

and Tukey test was used to locate the sources of differences

when significance (.05 level) was found.
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CHAPTER IV. FINDINGS

In this chapter, summaries and analyses of responses provided by
agricultural extension advisors in Taiwan are presented under the
following headings: (1) demographic information, (2) reliability tests
for training need items, (3) rankings of training needs, and (4)

analysis of training needs by selected demographic variables.

Demographic Information

Through a series of questions in part one of the questionnaire,
information concerning personal data and the inservice training program
was collected to provide an understanding of the background of
respondents. In this study, the population was divided into three
groups according to the level of urbanization of the area they served.
Data in Table 3 show the geographic distribution of respondents in the
three groups. It appeared that the distribution was quite similar with
only a slightly higher proportion in southern Taiwan, which is the major
agricultural area in the country.

In Table 4, the numbers of respondents within the four different
positions of employment are presented. The distribution was quite
similar to the 1:2:1:1 ratio of those four positions in population as
stated in Chapter III. This findings implies that the sample is
representative, and thus supports the generalization of other data to

the population.
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TABLE 3. Distribution of respondents by geographic areas

Group Northern Central Southern
Taiwan Taiwan Taiwan
Urban 241 13 18
Median 22 12 30
Rural 23 25 28
Total 69 50 76

!Number of respondents.

TABLE 4. Distribution of respondents by position of employment

Group Director Farm Home Economics 4-H
Urban 13t 23 9 10
Median 12 29 14 9
Rural 13 33 14 16
Total 38 85 37 35

!Number of respondents.

Of the 195 extension advisors in this investigation, only six
advisors had not attained an educational level of vocational school or
above. Shown in Figure 1 are the numbers of respondents who attained an
educational level of vocational school or college and are grouped by the

level of urbanization of the areas they served. It was observed that
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the numbers of respondents were distributed quite similarly in each
group with an approximate ratio of 5:2.

Figure 2 presents the age ranges of the respondents. It was
observed that the ages of the extension advisors ranged from 21 to 64.
Approximately one-half (47.7%) of the respondents were in the age range
of 30 to 40 years.

Numbers of years employed in a local F.A. and years in the current
employment position were also studied. The numbérs of years respondents
were employed in a local F.A. are presented in Figure 3. The numbers of
employment years ranged from 1 to 35. It was revealed that about one-
fourth (27.32%) of the respondents were employed less than 6 years, and
more than one-half (53.61%) were employed for less than 10 years.

Figure 4 summarizes the numbers of years respondents were in their
current employment position. It was found that, of the 194 respondents,
102 (52.6%) were in the 1 to 5 year range and 92 (47.4%) were in the 6
to 31 year range. It was interesting to note that for years of
employment, the 1 to 5 year range accounted for about one-fourth (27.3%)
of the respondents, while for the years in current employment position,
the 1 to 5 year range contained about one-half (52.6%) of the
respondents.

Shown in Figure 5 are the numbers of times that respoﬁdents had
attended agricultural extension inservice training programs. The 0 to 2
times range group contained 81 (43.2%) respondents, of whom 9 indicated
that they had never participated in any training programs. More than

one-fourth (28.11%) of the advisors had attended more than 5 times.
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The respondents were asked to indicate their gender. It was found
that 40 (20.5%) females participated in this study; 37 were home
economics advisors and 3 were 4-H advisors, and 155 (79.5%) males were
involved in this investigation, included were directors of advisors,
farm advisors, and 4-H advisors.

The respondents were asked to indicate the type of inservice
training program they felt was most important. A total of 33 (16.9%)
indicated they preferred agricultural technique training programs, 11
(5.6%) considered extension technique programs as most important, and
150 (76.9%) thought both types of program were of equal importance. .

The respondents who had experience with inservice training programs
were asked to indicate their perceptions of the sufficiency of the
program content. Their responses are reported in Table 5. It was found
that, almost one-half (44.5%) indicated that the content of the
inservice program was very or somewhat insufficient, and a slight

majority (55.4%) indicated that it was somewhat or very sufficient.

TABLE 5. Rating of sufficiency of inservice training program content

Scale Number Percent
Very insufficient . 10 5.4
Somewhat insufficient 72 39.1
Somewhat sufficient 83 45.1
Very sufficient 19 10.3
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Reliability Tests for Training Need Items

To examine the level of internal consistency and stability of the
training need items in the instrument, Cronbach's alpha procedure was
used as a part of the data analysis in reliability tests on the grouped
items in the eight training need areas and the total scale for both
importance and satisfaction ratings. Results of the reliability tests
are presented in Table 6. The Alpha coefficient for the entire
instrument on importance scale was .928, and for the satisfaction scale
it was .930. The 40 items were grouped into eight categories for
further discussion and analysis. For training need areas, the
coefficients ranged from .56 to .86 on importance ratings, and from .62
to .78 on satisfaction ratings. The coefficients were considered to be
low for the importance ratings of the areas 'introduction of
agricultural extension' and ‘extension organization', and for the
satisfaction ratings of the area 'introduction of agricultural
extension'; therefore, the reader should interpret analyses in these

areas with caution.
Rankings of Training Needs

The 195 selected agricultural extension advisors were asked to rate
the importance of the 40 selected training need items. They were also
asked to indicate their level of satisfaction with each item if £hey had
experienced the item in previous inservice training programs. The

training need items were rated on a five-point scale where 1 indicated
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TABLE 6. Results of reliability tests for training need areas for

importance and satisfaction ratings 4
Training need area Number Coefficients!®
of items Importance/Satisfaction

Introduction to 5 .56/ .62
agricultural extension

Agricultural policy 7 .86/.77
Planning and evaluation 6 .81/.78
Extension organization 4 .62/.70
Leadership 2 .72/.74
Teaching techniques 5 .65/.71
Producing educational 4 .86/.67
Administration 7 .81/.76

lCronbach's Alpha coefficient.

minimum degree of importance or satisfaction and 5 indicated maximum
degree of importance or satisfaction. For the purpose of discussion and
analysis, the 40 items were grouped into eight broad areas: (1)
introduction of agricultural extension, (2) agricultural policy, (3)
planning and evaluation, (4) extension organization, (5) leadership, (6)
teaching techniques, (7) producing educational media, and (8)
administration. Summaries of both the importance and satisfaction

ratings are presented in the following paragraphs.
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Shown in Table 7 are the means, standard deviations, and rankings
of importance ratings for the five training need items in the area of
introduction of agricultural extension. The training need rated as most
important in this area was 'communication', with a mean of 4.80. ‘'Adult
education' was rated least important, with a mean of 4.15. The results
of satisfaction ratings for this area are revealed in Table 8. Again,
'communication' was rated highest among the five items in satisfaction,
with a mean of 3.76; while the training need rated least satisfactory

was 'management’', with a mean of 3.49.

TABLE 7. Importance ratings of inservice training needs in the area of
introduction of agricultural extension

Rank Training need item N Mean S.D.

1 Communication 194 4.80 0.55

2 The role and responsibilities of 194 4.73 0.59
agricultural extension advisors

3 Innovation and adoption 193 4L.68 0.61

4 Management 186 4.20 0.85

5 Adult education 187 4.15 0.92

Data in Table 9 and Table 10 report the results of importance and
satisfaction ratings for the area of agricultural policy. In this area,
'training of future farmers' was rated highest in both importance (4.75)

and satisfaction (3.75). The training need rated as second highest in
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TABLE 8. Satisfaction ratings of inservice training needs in the area
of introduction of agricultural extension

Rank Training need item N Mean S.D.
1 Communication 165 3.76 0.74
2 Adult education 83 3.63 0.85
3 The role and responsibilities of 135 3.62  0.78
agricultural extension advisors
4 Innovation and adoption 87 3.59 0.83
5 Managément 73 3.49 0.75
importance was 'marketing', with a mean of 4.73. 'Policies for pricing

agricultural products' ranked third in importance (4.70), and ranked
last in satisfaction (3.12).

The area of planning and evaluation consisted of six items (Table
11 and Table 12). The agricultural extension advisors in this study
rated 'needs gssessment', with.a mean of 4.68, as most important in this
area. The second and third most important items were 'plan
implementation' (4.68), and 'budgeting' (4.63). The training need
ranked first in the satisfaction ratings was 'plan implementation'
(3.70), and 'budgeting' was rated second (3.46). The ranks of items in
this area were quite similar in both importance and satisfaction
ratings. The last three items, in descending order, forvboth ratings
were: 'principles of program planning', 'decision-making', and

- 'principles of program evaluation'.

www.manaraa.com



39

TABLE 9. Importance ratings of inservice training needs in the area of
agricultural policy
Rank Training need item N Mean S.D.
1 Training of future farmers 184 4.75 0.58
2 Marketing 186 4.73 0.57
3 Policies for pricing 185 4.70 0.65
agricultural products
4 Agricultural finance 182 4.43 0.80
5 Utilization of agricultural 182 4.41 0.79
resources
6 Joint farm programs 186 4.34 0.89
7 Societal development 186 4.16 0.75
TABLE 10. Satisfaction ratings of inservice training needs in the area
of agricultural policy
Rank Training need item N Mean S.D.
1 Training of future farmers 67 3.75 0.86
2 Joint farm programs 123 3.48 0.86
3 Utilization of agricultural 64 3.47 0.85
resources
4 Agricultural finance 61 3.44 0.67
5 Societal development 75 3.43 0.76
6A Marketing 72 3.19 1.00
7 Policies for pricing 77 3.12 1.00

agricultural products
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TABLE 11. Importance ratings of inservice training needs in the area of

planning and evaluation

Rank Training need item N Mean S.D.
1 Needs assessment 190 4.68 0.60
2 Plan implementation 190 4.68 0.58
3 Budgeting _ 189 4.63 0.68
4 Principles of program planning 188 4.30 0.88
5 Decision-making 184 4.28 0.90
6 Principles of program evaluation 190 4.01 0.95

TABLE 12. Satisfaction ratings of inservice training needs in the area

of planning and evaluation

Rank Training need item N Mean S.D.
1 Plan implementation 118 3.70 0.77
2 Budgeting 92 3.64 0.78
3 Needs assessment 74 3.61 0.76
4 Principles of program planning 81 3.51 0.78
5 Decision-making 46 3.41 0.88
6 Principles of program evaluation 82 3.38 0.81
Shown in Table 13 and Table 14 are the training needs in the area

of extension organization. Table 13 indicates the results of importance
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ratings in this area, and Table 14 reports the results of satisfaction
ratings. It was revealed that 'utilizing the farmers' organization' was
rated the most important (4.62) and also the most satisfactory (3.63)
item in this area. 'Cooperation and coordination of extension
organization' ranked second in the importance ratings (4.44) and fourth

in the satisfaction ratings (3.46).

TABLE 13. Importance ratings of inservice training needs in the area of
extension organization

e T e e

Rank Training need item N Mean S.D.
1 Utilizing the farmers' organization 193 4.62 0.64
2 Cooperation and coordination 187 4.44 0.83

of extension organization
3 Introduction of the current 190 4.20 0.92
agricultural extension

organization and system

4 Organizational strategies 191 4.20 0.87

The area of leadership contained only two items (Table 15 and Table
16). 'Identifying and training of local leaders' was found more
important (4.72) and also more satisfactory (3.72) than 'types of
leadership'.

Reported in Table 17 and Table 18 are the importance ratings and
satisfaction ratings for the area of teaching techniques. In this area,

the highest rated item in the importance ratings was 'Demonstrations’
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TABLE 14. Satisfaction ratings of inservice training needs in the area

of extension organization

Rank Training need item N Mean S.D.
1 Utilizing the farmers' organization 123 3.63 0.73
2 Organizational strategies 114 3.56 0.72
3 Introduction of the current 114 3.54 0.86
agricultural extension
organization and system
4 Cooperation and coordination 63 3.46 0.93

of extension organization

TABLE 15. Importance ratings of inservice training needs in the area of

leadership
Rank Training need item N Mean S.D.
1 Identifying and training 193 4.72 0.60
of local leaders
2 Types of leadership 193 4.47 0.74

TABLE 16. Satisfaction ratings of inservice training
of leadership

needs in the area

Rank Training need item N Mean S.D.

1 Identifying and training 137 3.72 0.76
of local leaders

2 Types of leadership 115 3.63 0.78
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(4.66), while the respondents were most satisfied with their training in
'short courses' (3.87). 'Farm visitation' ranked second in importance,
with a mean of 4.61. The least important (4.00) and satisfactory (3.59)
ratings were for 'publications'. 'Recreational activities' was rated

fourth in importance (4.19) and satisfaction (3.61) in this area.

TABLE 17. Importance ratings of inservice training needs in the area of
teaching techniques

Rank Training need item N Mean S.D.
1 Demonstrations 195 4.66 0.57
2 Farm visitation 193 4.61 0.68
3 Short courses 194 4.60 0.67
4 Recreational activities 193 4.19 0.79
5 Publications 191 4.00 0.92

The area of producing educational media consisted of four training
need items (Table 19 and Table 20). 'Slides and transparencies' ranked
first in importance, with a mean of 4.51, and ranked second in
satisfaction, with a mean of 3.51. The training need rated most
satisfactory was 'display' (3.70). 'Editiﬁg' was rated as the least
important (3.97) and the least satisfactory (3.38) item in this area.

| Seven training needs made up the area of administration. Data in

Table 21 show that 'coordination' was rated highest in importance, with
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TABLE 18. Satisfaction ratings of inservice

of teaching techniques

training needs in the area

Rank Training need item N Mean S.D.
1 Short courses 150 3.87 0.75
2 Demonstrations 152 3.86 0.78
3 Farm visitation 131 3.82 0.75
4 Recreational activities 112 3.61 0.81
5 Publications 51 3.59 0.75

TABLE 19. Importance ratings of inservice training needs in the area of

producing educational media

Rank Training need item N Mean S.D.
1 Slides and transparencies 193 4.51 0.71
2 Display 192 4.30 0.81
3 Models and specimens 193 4.07 0.91
4 Editing 190 3.97 0.91

a mean of 4.67. The training needs ranked second and third in the

importance ratings were 'public relations' (4.60) and 'agricultural

regulations' (4.58). Table 22 reports that the most satisfactory item

in this area was 'public relations', followed by 'coordination' (3.70)

and 'agricultural regulation' (3.69).

'"Computer applications' was rated
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TABLE 20. Satisfaction ratings of inservice training needs in the area
of producing educational media

Rank Training need item N Mean S.D.

1 Display 116 3.70 0.79

2 Slides and transparencies 105 3.51 0.90

3 Models and specimens 47 3.40 0.90

4 Editing 48 3.38 0.67

as the least satisfactory item (3.00), and was rated fifth in importance

(4.20).
TABLE 21. Importance ratings of inservice training needs in the area of
administration
Rank Training need item N Mean S.D.
1 Coordination 190 4.67 0.62
2 Public relations 194 4.60 0.71
3 Agricultural regulations 191 4.58 0.72
4 Records and report writing 193 4.33 0.82
5 Computer applications 186 4.20 0.91
6 Statistical reporting 189 4.19 0.89
7 File management 188 4.13 0.92
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TABLE 22. Satisfaction ratings of inservice training needs in the area

of administration

Rank Training need item N Mean S.D.
1 Public relatioms 83 3.74 0.84
2 Coordination 83 3.70 0.84
3 Agricultural regulations 102 3.69 0.84
4 Records and report wfiting 104 3.58 0.70
5 Statistical reporting 56 3.55 0.78
6 File management 31 3.45 0.77
7 - Computer applications 9 3.00 0.87

To provide an overview of both importance and satisfaction ratings

in the eight training need areas, data in Table 23 report the ranks,

means, and standard deviations of the ratings in each area.

The mean

ratings on importance levels were all above 4.00, ranging from 4.60 to

4.22; while on level of satisfaction with inservice training, the mean

ratings were all below 4.00, ranging from 3.77 to 3.41.

The training

area of leadership ranked first in importance (4.60) and ranked second

in satisfaction (3.68). The training areas ranked second and third in

importance were 'introduction of agricultural extension' (4.52) and

'agricultural policy' (4.51). The area 'agricultural policy' was rated

least satisfactory (3.41). 'Producing educational media' (3.49) and

'extension organization' (3.54) ranked as the second and third least

satisfactory training areas.
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TABLE 23. Ranks and mean ratings of importance (I) and satisfaction (S)
ratings in training need areas

Training need area Rank N Mean S.D.
1/S 1/S I/8 1/8
Introduction of 2/4 195/178 4.52/3.58 4L6/.67
agricultural extension
Agricultural policy 3/8 192/162 4.51/3.41 .48/.72
Planning and evaluation &/5 195/151 4.44/3.56 .56/.72
Extension organization 7/6 195/156 4.37/3.54 .60/.67
Leadership 1/2 194/145 4.60/3.68 .59/.74
Teaching techniques 5/1 195/175 4.41/3.77 .53/.65
Producing educational 8/7 194/144 4.22/3.49 .70/.74
media
Administration 6/3 195/149 4.39/3.60 .57/.71

Analysis of Training Need Areas by Selected Demographic Variables

To make comparisons between selected demographic variables and the
importance and satisfaction ratings, correlations, t-tests, and ANOVA
procedures were utilized.

To determine the relationships between ratings in the eight
training areas and the respondents' age and years of employment in a
local F.A., Pearson Product-Moment correlation coefficients were
computed. The scale listed below was used to describe the relationships
(Leedy, 1981, p. 115).

0.80 to 1.00 highly dependable relationship
0.60 to 0.79 moderate to marked relationship
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0.40 to 0.59 fair degree of relationship
0.20 to 0.39 slight relationship
0.00 to 0.19 negligible or chance relationship

48

Table 24 reports the correlation coefficients and probability

levels of the relationships between respondents' age and the ratings of

the eight training areas.

It was revealed that only one slight positive

relationship (.212), existed between age and the satisfaction ratings in

the area of teaching techniques.

TABLE 24. Relationship between importance (I) and satisfaction (S)
ratings in training need areas and age of respondents

Training need area N Coefficient? Prob.
1/8 I/S I1/5S
Introduction of 195/178 -.123/ .135 .087/.073
agricultural extension :
Agricultural policy 192/162 -.012/ .062 .869/.435
Pianning and evaluation 195/151 -.032/ .060 .658/.468
Extension organization 195/156 .007/ .007 .932/.928
Leadership 194/145 -.119/ .095 .097/.254
Teaching techniques 195/175 -.093/ .212 .194/.005
Producing educational 194/144 -.131/ .057 .070/.515
media
Administration 195/149 -.081/ .157 .259/.056

!Pearson product-moment correlation coefficient.
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Data in Table 25 show the relationships existing between years of

employment in a local F.A. and the ratings of the eight training need

areas. None of the correlation coefficients indicated more than a

chance or negligible relationship between variables.

TABLE 25. Relationship between importance (I) and satisfaction (S)
ratings of training need areas and years of employment in

F.A.

Training need area N Coefficient? Prob.
1/8 I/58 I1/58
Introduction of 194/177 -.165 / .124 .021/.101
agricultural extension
Agricultural policy 191/161 -.063 / .089 .384/.259
Planning and evaluation 194/150 -.089 / .062 .220/.449
Extension organization 194/155 -.056 / .025 .438/.757
Leadership 193/144 -.153 / .090 .034/.282
Teaching techniques 194/174 -.142 / .175 .048/.021
Producing educational 193/143 -.135 / .051 .062/.544
media
Administration 194/148 -.138 / .168 .056/.041

!Pearson product-moment correlation coefficient.

To determine if any significant differences existed in training

area ratings when grouped by gender and educational level, the t-test

was employed. A comparison of the mean ratings between male and female
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extension advisors is shown in Table 26. A significant difference, at
the .05 level, was found in the importance ratings in the area of
producing educational media. In the satisfaction ratings, significant
differences were found, at the .01 level, in the areas of agricultural
policy and planning and evaluation. It can be concluded that female
respondents perceived 'producing educational media' as a more important
training need and were less satisfied with the way their training needs
had been met in the areas of 'agricultural policy' and 'planning and
evaluation'.

In Table 27, the mean ratings obtained from respondents grouped by
edggéyiggglAiggg}nygfgwggmpared. A significant difference, at the .05
level, existed in the area of égricultural policy in the importance |
ratings, and a significant difference, at the .05 level, was found in
'teaching techniques' in the satisfaction ratings. I; can be concluded
that respondents who were college graduates rated tﬂe area 'agricultural
policy' lower in importance, and were less satisfied with the way their
training needs in 'teaching techniques' were being met.

The ANOVA procedure was used to compare the mean ratings of the
eight training areas when grouped by the employment position and years
of employment in a local F.A.

Table 28 reports the mean importance ratings of the training areas
when grouped by employment position. A significant difference, at the

.05 level, existed in the area of producing educational media. The

results of Tukey test, at the .05 level, indicated that the difference
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TABLE 26. A comparison of importance and satisfaction ratings of
training need areas when grouped by gender

Training need area Male Female
n n t-
Mean/S.D. Mean/S.D. Value Prob.
IMPORTANCE RATING:
Introduction of 155 ’ 40
agricultural extension 4.51/0.48 4.57/0.40 -0.75 457
Agricultural policy 154 38
4.49/0.48 4.56/0.47 -0.88 .380
Planning and evaluation 155 40
4.42/0.56 4.49/0.59 -0.64 .523
Extension organization 155 40
4.38/0.59 4.30/0.66 0.74 461
Leadership 154 40
4.56/0.62 4.71/0.48 -1.40 .162
Teaching techniques 155 40
4.38/0.56 4.53/0.42 -1.60 .111
Producing educational 154 40
media 4.17/0.73 4.42/0.53 -2.46% .016
Administration 155 40
‘ 4.39/0.58 4.35/0.52 0.41 .684
SATISFACTION RATING: :
Introduction of 146 32
agricultural extension 3.61/0.66 3.47/0.71 1.09 .279
Agricultural policy 137 25
3.46/0.74 3.10/0.49 3.03%%* .004
Planning and evaluation 123 28 )
3.63/2.71 3.22/0.68 2.84%%* .005
Extension organization 124 32
3.59/0.68 3.34/0.61 1.92 .057
Leadership 118 27
3.67/0.75 3.69/0.71 -0.07 .943
Teaching techniques 142 33
3.79/0.66 3.68/0.64 0.90 .370
Producing educational 113 31
-media 3.50/0.76 3.46/0.70 0.27 .789
Administration ’ 117 32
3.64/0.72 3.45/0.65 1.39 .168

**Significant at the 0.01 level.
*Significant at the 0.05 level.
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TABLE 27. A comparison of importance and satisfaction ratings of
: training need areas when grouped by educational level

Training need area Vocational College
n n t-
Mean/S.D. Mean/S.D. Value Prob.
IMPORTANCE RATING:
Introduction of 137 52
agricultural extension 4.54/0.47 4.48/0.43 0.84 .401
Agricultural policy 134 52
4.56/0.46 4.40/0.50 2.01% .046
Planning and evaluation 137 52
4.50/0.52 4.35/0.59 1.71 .088
Extension organization 137 52
4.39/0.59 4.29/0.67 1.05 .295
Leadership 136 52
4.60/0.58 4.63/0.60 -0.37 .712
Teaching techniques 137 52
4.41/0.56 4.45/0.48 -0.46 .648
Producing educational 136 52
media ) 4.20/0.70 4.30/0.73 -0.78 .435
Administration 137 52
4.38/0.61 4.4470.45 -0.70 .488
SATISFACTION RATING:
Introduction of 128 44
agricultural extension 3.58/0.67 3.53/0.68 0.41 .685
Agricultural policy 114 43
3.42/0.69 3.35/0.80 0.52 .605
Planning and evaluation 108 38
3.58/0.72 3.49/0.76 0.68 .499
Extension organization 112 39
3.57/0.67 3.50/0.68 0.56 .578
Leadership 104 37
3.69/0.74 3.65/0.79 0.30 .762
Teaching techniques 127 42
3.82/0.65 3.59/0.64 2.05%* .042
Producing educational 107 32
media 3.49/0.72 3.46/0.82 0.20 .845
Administration 109 37
3.61/0.70 3.58/0.76 0.20 .840

*Significant at the 0.05 level.
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was between the home economics group and the 4-H group. It was
concluded that the home economics advisors rated 'producing educational
media' significantly higher in importance. No significant differences
were found in satisfaction ratings (Table 29) between the two variables.

No significant difference was found in the importance ratings
(Table 30) of the training areas when grouped by year range of
employment in a local F.A. However, four significant differences, at
the .05 level, were found in the satisfaction ratings (Table 31) of the
training areas of extension organization, teaching techniques, producing
educational media, and administration, respectively. The results of
Tukey and Scheffé tests indicated that the differences were all between
the 1-5 year group and the 10-14 year group. The data indicated that
extension advisors who had been employed for 1 to 5 years in a local
F.A. felt less satisfied than those who had been employed for 10 to 14
years with their training in the areas of extension organization,

teaching techniques, producing educational media, and administration.

www.manaraa.com



54

*T9A3T G0°0 943 3¢ IUEdTITUBISy

. . 89°0 6%7°0 09°0 £6°0
609 1970 gz v ot sen LY gyry S8 ey 8E UOTIBIISTUTUPY
a<?d
. . ¢80 9%°0 1£°0 69°0 ‘
7€0 %¥G6°¢ 70 9 R Lt Yz v 78 1% 8t eFpow jeuorleONpa Suronpoid
. . 1£°0 LE°0 06°0 £G°0
Lyl 18°1 ce 113 goy LE 1y S8 1cy 8t sanbtuysal Suryoeay
. . SL°0 7%°0 ¢s°0 L9°0
890 %°C ey S¢ 9y LE vy 78 vy 8t drysaopea]
. . 9'0 89°0 09°0 660
Yy 06°0 oy 98 o7y LE Yoy 98 wey 8¢ uoT3eZTUEBIO0 UOTSUDIXY
. . 95°0 19°0 96°0 VALY
698 2" 0 G670 € Top L€ Gyp S8 ey 8C woTIENTEAS pUE SuTULETY
. . %6°0 8%°0 L0 9%°0
9%6 ¢1°0 Mmﬂm.mm oy Sg mmdm.mw vy LE £o1Tod TeIn3TnoTasy
. . $v°0 1%°0 6%°0 w90 UOTSUalxXo
112 5" 1 oy € ey L6 gy S8 ey 86 [e2n3[noTI8e 3O UOTIINPOIIU]
‘qoad oT3ex ‘a's u ‘a's u ‘as u "a’s
-5 ueay ueal uesy ueap eoie poau Jurufell
(@) H-% (D) dwon (Duied  (y)1030911d

uot3lrsod juswiordus Aq eBaiE pOdU JuTuteal Yoeo uy s8urijea soueizoduy Jjo uosyaedwod Yy ‘87 STquL

www.manaraa.com



55

vG9* %G°0 mmwm 6¢ mmmmnmm mwmm 09 mwmm |53 UOTIBIISTUTWPY
688" 1¢°0 Mwnm S¢ Wmmm.ﬁm mmmm.om mwwm 43 eTpaw TeuoTlEONpa SuTrOonpoid
878" 0€°0 wwmm.mm wmmm.am mwwm 9L Mwum st sonbTuysay Sutyoseay
9zL" VAN Wwwm 8¢ mmmm.mm mmmm.mo mmmm.om drysaspeo
¥8T " £€9°1 mmmm.ﬁm mem 6¢ wmmm.mo mmmm.ﬁm uoT3ezTUE3I0 UOTSUDIXY
€90° 8y ¢ Mwum 6¢ MWHM S¢ mwmm.wo wwwm.mm uoTlenTEA® pue SuTUUERTd
GLT® 89°1 mmmm.ﬁm wmmm.mm mmwm 7L Mwnm st £o11od TRAN3TNOTA8Y
049" ¢s°0 mwmm,om wwmm.ﬁm mwmm.ow mmmm.nm {ean3Tnorade jo COﬂMMMMMwwHM

*qoxd oTlea -as a ‘d-s u ‘a‘s a ‘a‘s u
- ueay uesy uesp uesp goae posu Suturei]

H-Y qWOY waeg 1030911q

uotaTsod juswiordws £q eoae paau JuTureII YOED UT SBUTIBA UOTIOERISTIES JO uosTiedwod vV *6¢ 2[qeL

www.manaraa.com



56

801" 50°2 L6  Zduw T Iy R
8ET" 98°1 mmwm 6% mmww 0% Mwmw IS WWWW s pIpow TeUOTIEONP® Buronpoid
6¢1° 16°1 anw 6% mem.ﬁq MWWW s Mmuw £ sanbtuyoaz Suryoesy
9.T" 0€"°1 mmmw.mq mmmm.~¢ Wmmm.om WWWW ts drysaspeoq
o1s° 9%°0 mmwm 6% mmwm 1% wmmm.ﬁm mwwm,mm uoTiezTuedi0 UOTSUIIXA
991" WA wmwm.mw Wmmw.ﬁq mmwm IS WMWW 3 uotlenyead pue 3uruueTd
8ze” 91°1 WWWW LYy mwwm 0% mmmm.ﬁm. Wmmm.mm £o110d TEaAN3TNOTa8y
760" 91°¢ MN”w 67 mmmm.ﬁq %N”w 39 Wwwm £s Tean3jtnorade jo coammwwmwwmw
o PN @Y wem wen t wesn

cE-S1 71-01 6-9 -1 PaIE podu BUFUTEAL

Juswiojdwa jo a3uel ae9jx

*y*d Te%0T 9y3z ur Juswlordua

Jo 93uea aeak £q eaie posu BuTureal yoes UT sduriea souejaodur jo uostardwod Yy *Qg OTqElL

www.manaraa.com



57

*TPA9T G0°0 943 IB JUBDTITUBISy

2>V
. . 96¢°0 %L°0 %L°0 £€L°0
[A%0] *10°¢ 0L°€ 1% 6L°¢ 4% 6C°¢ 13 cec 1% uoTIBIISTUTUPY
0>V
. . 99°0 1L°0 £9°0 88°0
o x08°¢ 1v°¢ oy 08°€ 1€ U oy 0€°¢ (4% pIpau TEUOTIRINPI wCHUB@OH&
2>V
. . 6%°0 99°0 £9°0 £€.°0
810 L3N ARY 18°¢ LY mmdm.mm <t KA €S¢ v sonbtuyoay Suryoesy,
. . 09°0 89°0 ¢8°0 ¥8°0
KA 81°1 MMdm.wm mwdm.mm mmqm.mm 1c°¢ 8¢t dtysaopes]
0=V %9°0 %9°0 0.°0 99°0
820° A wmqm.0¢ 18°¢ 8¢ 6%°¢ st 8€°¢ % uoT31eZTuE310 UOTSUDIXY
. . 19°0 ¢L°0 9L°0 6£°0
Al %8°1 cog 17 L€ Le mmqm.mm 67 ¢ 3 uofjenfead pue Sujuuerd
. . 0L°0 9L°0 ¢L’0 ¢L 0
10¢ e oce 7 zee t oz &7 e O £>TTod TeIn3TnoTasy
. . Ls°0 G9°0 L0 ¢L0 UOTSUDIX®
¢cl 96°1 89°¢ 8% €L ¢ 6¢ 9y ¢ 9% 1% ¢ v Tean3nofaSe Jo uoTionpoijul
- qo1g OT3e1x *a-s u "acs “a*s u ‘acs u
-d ueop ueay ueay ueal paie posu Sufureil
(©) ge-s1_ (9) %1-01 (€) 6-9 (V) 6-1

juowioTdwo jo a8uea aeoax

*y°d Tedol 9yl ufr Jusuwloyrdwe
j0 a3uea 1eak Aq e9le podu 3uyurTell YoEd UT SZuTieI UOTIOERISTIEBS JO uostaedwod ¥ °*I¢ SIqeL

www.manaraa.com



58
CHAPTER V. SUMMARY, DISCUSSION AND RECOMMENDATIONS
Summary

This study was designed to assess the inservice training needs,
focusing on extension techniques, of the local agricultural extension
advisors in Taiwan. Specifically, the objectives of this study were:
(1) to obtain demographic information from the extension advisors
involved in this investigation, (2) to identify and rate the importance
of the inservice training needs as perceived by the agricultural
extension advisors, (3) to ascertain the extension advisors' attitudes
towards the effectiveness of the existing extension training program in
fulfilling the identified needs, (4) to detect the relationships between
training need ratings and selected demographic variables, and (5) to
determine if any significant differences existed in the perceived
training needs between extension advisors with different backgrounds.

Out of the 1549 local agricultural extension advisors in Taiwan,
300 were selected using a proportional stratified sampling method to
participate in the investigation. To collect the data in this
investigation, a questionnaire was developed and mailed to the 300
selected extension advisors. A five-point scale was used for the
importance and satisfaction ratings of the training need items. A total
of 211 (70.3%) participants returned the questionnaire, and 195 (65.0%)

questionnaires were complete and usable.
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Frequencies were computed for each item on the questionnaire.
Pearson product-moment correlation coefficients were computed to detect
relationships between the training need ratings and selected demographic
variables. In addition, t-tests and one-way analysis of variance tests
were utilized to determine if any significant differences existed
between the training need ratings and selected demographic variables.

Following is a brief review of the findings of this study:

1. Approximately one-fourth of the respondents were college
graduates. Most of the remainder had graduated from
vocational school.

2. The ages of the respondents ranged from 21 to 6&.

Approximately 60 percent was in the 30 to 40 years of age
range.

3. The years respondents were employed in a local F.A. ranged
from 1 to 35. The 1 to 5 year range included about one-
fourth of the respondents. Approximately one-half of the
respondents were in the 6 to 14 year range.

4. The years respondents were employed in their current position
ranged from 1 to 31. Approximately one-half of the
respondents were in the 1 to 5 year range.

5. The number of times respondents had attended inservice
training programs ranged from O to 37. Seventy-two (38.9%
extension advisors attended one or two times. More than 28

percent of the respondents participated more than five times.
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More than 55 percent participants indicated a positive
attitude toward the sufficiency of previous inservice
training programs. However, a negative attitude was
indicated by the remainder.

The mean importance ratings of all eight training need areas
were all above 4.00, on the five-point scale, while the mean
satisfaction ratings were all between 3.00 and 4.00.

The three most important training need areas, in descending
order, were: leadership, introduction of agricultural
extension, and agricultural policy. The five overall
training need items rated most important, in descending
order, were: communication, training of future farmers, the
role and responsibilities of agricultural extension advisors,
marketing, identifying and training of local leaders.

The three least satisfactory training need areas, in
descending order, were: agricultural policy, producing
educational media, and extension organization. The five
overall training need items rated least satisfactory, in
descending order, were: computer applications, policies of
pricing agricultural products, marketing, editing, principles
of program evaluation.

Most of the relationships detected in this study could only
be considered negligible or chance. Only one slight positive

relationship (correlation coefficient = .212), significant at
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the .01 level, was found between the age of respondents and
the satisfaction ratings in the area of teaching techniques.
The importance of the training area 'producing educational
media’' was rated significantly higher by female respondents
when compared to the ratings of male respondents. In
addition, it was found that female respondents were
significantly less satisfied with their training in the areas
of 'agricultural policy' and 'planning and evaluation'.

The importance ratings of college graduates in the training
need area 'agricultural policy' were significantly higher
than the ratings of the vocational school graduates. In the
satisfaction ratings, college graduates rated the area of
producing educational media significantly lower.

In the importance ratings of the area 'producing educational
media', the ratings of the home economic advisors were
significantly higher than the ratings of the 4-H advisors.
When grouped by the year range of employment, it was found
that the 1 to 5 year group were significantly less satisfied
with the training in the areas of extension organization,
teaching techniques, producing educational media, and

administration when compared with the 10 to 14 year group.
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Discussion

When comparing the years of employment of the respondents in their
current position with the years in a local F.A., it was found that of
the advisors who were in their current positions for the first five
years, only half were in the first five years of employment in a local
F.A. The other half had transferred from other positions in a local
F.A. during their latest five years of émployment. A similar situation
was also found by Liu in 1967. These findings suggest that the
inservice training for extension advisors is important since preservice
training may not help approximately one-half of the advisors in their
current tasks.

Comparisons were made between the eight training need areas and the
demographic variables. One slight relationship (correlation coefficient
= .212), at the .01 level, was found between the respondents' age and
the satisfaction ratings in the area of teaching techniques. It was
revealed that the older the respondents were, the more satisfied they
tended to be with the training in 'teaching techniques'. One
explanation for this relationship could be that the older extension
advisors have more experience and understanding concerning the teaching
of clientele. Also, they may have less expectations regarding training
in this area when compared to younger advisors. This finding suggests é
need for a further study in the training needs of younger advisérs in

'teaching techniques'.
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Three significant differences were found in the mean ratings of the
training areas when grouped by the gender of the respondents. It was
found that female advisors perceived 'producing educational media' as
more important. This may be because that most female respondents were
home economics advisors, and they usually have more classroom teaching
than other extension advisors. 'Producing educational media' maybe
important in helping them with classroom teaching. In the satisfaction
ratings, females rated the areas 'agricultural policy' and 'planning and
evaluation' significantly lower. One explanation could be that most of
the female advisors were Home Economics College graduates. They may not
be as well trained and informed with the basics of agricultural policy
or program planning and evaluation. Female advisors may need more
training in these areas.

When grouped by educational level, college or vocational school,
two significant differences were found in the mean ratings of the
training areas. The extension advisors who were college graduates
perceived the area of agricultural policy as more important. This
finding may imply that the respondents who were college graduates may
have a higher perception of the importance of the agricultural policies
as the base of extension programs in Taiwan. They may prefer training
programs with more detail in agricultural policy. In addition, the
college graduate advisors were less satisfied with their training in the
aréa of teaching techniques. It may be possible that the colleges teach

more about teaching techniques when compared to vocational schools. The
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college graduates may need more specific and intensive training in
'teaching techniques'.

In comparing the mean ratings of the eight training areas, when
grouped by employment position, it was found that the home economics
advisors perceived 'producing educational media' as more important as
compared to the ratings of 4-H advisors. This may be explained by the
fact that the home economics advisors were all female. It was indicated
in the above discussion that female respondents perceived 'producing
educational media' as more important.

Four significant differences were found in the satisfaction ratings
of the training areas when grouped by the years of employment in a local
F.A. It was found that the extension advisors who had been employed for
1tos5 years in a local F.A. were less satisfied with the training in
'extension organization', 'teaching techniques', 'producing educational
media', and 'administration' than those who had been employed for 10 to
14 years. One explanation for these findings could be that the
beginning extension advisors felt less competent in these areas and felt
a need for more specific training in these areas. More resources and
time may need to be devoted to the training of the beginning extension
advisors in these areas.

It is interesting to note that the satisfaction ratings of the area
'teaching techniques' were significantly different when grouped by year
range of employment and educational level. Moreover, a slight

relationship was found between age and the satisfaction ratings of

www.manaraa.com



65

'teaching techniques'. These findings suggest that factors such as age,
years of employment, and educational level of the extension advisors may
need to be taken into consideration in planning and conducting extension
advisor inservice programs in the area of teaching techniques.

In examining the mean ratings of inservice training needs, it is
apparent that the extension advisors who participated in this
investigation tended to rate the importance level of the training needs
higher than the satisfaction level. The three most important training
need areas, as discussed in the following paragraphs, were: leadership,
introduction of agricultural extension, and agricultural policy.

The training need item of identifying and training of local leaders
ranked fifth in the importance ratings of all the 40 training needs.
Since local leaders play an important role as to'assist in conducting
extension programs in the rural society of Taiwan, effective use of the
local leaders can be valuable to the local extension advisors. The
finding suggests that the extension inservice programs should provide
training in the ways and approaches to identify and effectively train
local leaders.

In the area of introduction of agricultural extension,
'communication' was rated as the most important item. This item was
also found to be most'important in all the 40 training need items.

These findings suggest that inservice programs for extension advisors
neéd to place emphasis on communication techniques and approaches. 'The

role and responsibilities of agricultural extension advisors' ranked
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second in this area and third in all the 40 training need items. Since
approximately half of the advisors changed positions after they had
completed their preservice training program, it is important that the
inservice programs assist the extension advisors in understanding their
role and responsibilities.

In the area of agricultural poiicy, the three most important
training need items were training of future farmers, marketing, and
policies of pricing agricultural products. These items ranked second,
fourth, and sixth respectively in the 40 items. In considering the
local extension advisors' role as an essential link between government
and rural society, the inservice programs may need to devote more
resources in developing comprehensive and detailed courses regarding the
policies of training future farmers, marketing, and pricing of
agricultural products, including ways to conduct these policies.

In the satisfaction ratings, the area of agricultural policy was
rated as least satisfactory. The next two, in order, were 'producing
educational media' and 'extension organization'. Since 'agricultural
policy' ranked third in the importance ratings of the eight areas, it
can be concluded that the extension inservice program developers should
pay attention to this area. The training need items 'policies of
pricing agricultural products' and 'marketing' were rated as second and
third least satisfactory respectively in all the 40 items; but as fourth
and sixth important respectively in all the 40 items. These findings

suggest a definite need for improvement in the inservice training of the
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extension advisors regarding the policies of pricing and marketing
agricultural products.

The second least satisfactory area, producing educational media,
was rated lowest in importancé. The training need items 'editing' and
'models and specimens' were rated as fourth and sixth least satisfactory
respectively in the 40 items, and as first and fourth least important
respectively in the 40 items. These findings suggest that the extension

.inservice programs may need to change the style or content of the
training concerning these two items or reduce the amount of training
regarding these two items.

The area of extension organization was rated as third least
satisfactory and second léast important. The least sat