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CHAPTER 1 

INTRODUCTION

Among th« developing countries India has the lowest 
productivity in the agricultural sector, particularly in 
crops# milch animals and poultry layers. One of the 
significant reasons for this situation is the yawning gap 
between the known technology and the technology used by 
the farmers. Effective communication of technology to the 
farmers and creating situations conducive to the acquisition 
of the communicated technology will go a long way in bridging 
this gap. Communication of technology is the major function 
of extension personnel. Availability of trained extension 
personnel with adequate knowledge and skill in the subject 
matter concerned and communication ability is a pre-requisite 
to effective transfer of technology to its users.

Training for the extension personnel involves two 
aspects (1) “What to extend" - that is the knowledge on 
subject matter concerned - how to grow crops scientifically# 
how to raise better animals and birds# what crops to grow# 
how to control peats and diseases etc.; and (2) "How to 
extend" - that is knowledge about and skill in effective 
communication of subject matter to the clientele.



Without adequate knowledge about "how to extend" tha 
extension worker will not be able to do hie job effectively. 
Even if he hae sound knowledge of technical subjects he may 
not be able to do his job properly if he does not have the 
necessary communication skills. To a great extent, these 
skills can be achieved through the training of extension 
personnel•

Agricultural Science and Technology are undergoing 
rapid changes. Therefore, improvement in the efficiency of 
the functionaries including extension workers participating 
in developmental programmes in agriculture will largely 
depend on a suitable built in system for on-the-job training 
designed to update the knowledge end skill of these function
aries. An extension worker while in service would require 
periodic training to improve professional competence which 
Inturn will help to solve field problems. Hence there is 
need for reinforcing the knowledge of Extension personnel 
by inservlce training at suitable Intervals. The frequency 
and duration of such training would necessarily depend upon 
the background of the trainee and the nature of the courses 
to be covered.

The re-organised Agricultural Extension Service of the 
State Department of Agriculture (SDa ) into the Training and 
Visit System of Agricultural Extension envisages regular and 
systematic training of extension personnel as one of its
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important features. Such constant* continuous and 
pre-acheduled training is emphasised in the new system to 
malts the field level workers up to-date and competent enough 
to handle most of the location specific problems in farmers * 
fields.

Agricultural Universities in the country play a 
prominent role in offering on the Job training to the 
extension personnel. The training role of State Agricultural 
Universities has been well brought out by the National 
Commission on Agriculture as follows* "The University may 
undertake training of key extension functionaries of the 
development departments, education and education training 
institutions.”

In Kerala# the task of organising need based and 
efficient training programmes for the benefit of agricultural 
extension personnel is carried out by the Kerala Agricultural 
University (; AU). It is the statutory authority in the state 
in so far as the training programmes in agriculture and 
allied subjects are concerned.

Since the introduction of the Training and Visit System 
of Agricultural Extension in Kerala in 1979. the need for 
periodic training of extension personnel at regular intervals 
became an urgent neceaslty as this is an inbuilt aspect of 
the system. A review of the physical achievements in



Inservice training under the Training and Visit system
indicates that the kau had ottered eight training programmes
benefitting 631 Extension personnel in 30 batches during
1983-84. By the next year (1984-85) the corresponding
figures rose to 28, 2041 and 64 indicating a phenomenal

*  —increase in the training activities of the KAU. The major 
beneficiaries of these training programme# were the extension 
personnel of the State Department of Agriculture belonging 
to the three cadres, via* Agricultural Demonstrators, 
Agricultural Officers and Assistant Directors.

The Kerala Agricultural University has Training Service 
scheme which organises training programmes among others, 
training programmes for the extension personnel of the State 
Department of Agriculture. Recently a Central Training 
Institute has been established at the Directorate of Extension, 
Kannuthy, Triehur particularly to meet the training needs of 
senior level officers in the State Department of Agriculture.
It has two units, one at the College of Agriculture, Vellayani 
end another at the Regional Agricultural Research Station, 
Pilicode.

Thus, tc meet the growing need for quality training 
programmes, tha IAU has built up good infrastructural 
facilities. It conducts periodical training programmes for 
the extension personnel of the State Department of Agriculture

Souya:- P-rxjposal -for ©-f a -Wcu.'
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at various 1 avals. An important aspect, which contributaa 
to tha afficiancy of training programmes, is tha timely 
monitoring and avaluation of thasa programmes, However, a 
comprehensive study oovaring different training programme 
for tha axtansion parsonnal of tha Stata Department of 
Agriculture has not yet bean conducted. Therafora, tha 
present study was conducted to assess tha effectiveness of 
the Inservice training programmes for the personnel of tha 
Kerala Stata Department of Agriculture conducted by tha KAU 
with tha following specific objectives $
1) to assess tha impact of selected lnservloe training 

programmes for tha parsonnal of tha Department of 
Agriculture conducted by tha KAU on tha professional 
knowledge of tha trainees, and tha factor related to it,

2) to find out the perception of the trainees about tha 
treatment and utility of the topics dealt with in tha 
selected inservlce training programmes,

3) to analyse the perceived effectiveness of training 
methodology followed in tha inservlce training programmes, 
and

4) to identify the constraints experienced by the trainees, 
trainers and training organisers (course Directors) of 
Inservice training programmes.
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importance andlimitations of the, study

The study aims at assessing the effectiveness of 
selected inservice training programmes and to identify the 
factors which determine their effectiveness. The results, 
therefore, will help in improving the efficiency of the 
training programmes organised by the KAU and will help in 
streamlining the training methodology. The results of the 
study, it is hoped, will be of immense practical utility to 
both the kau and the State Department of Agriculture in the 
context of the implementation of the Training and Visit 
System of Agricultural Extension.

The study was conducted with in limited period of 
time, which necessitated the purposive selection cf the 
representative training programmes. One training programme 
for each category of respondents only could be selected for 
the study which limits the scope for drawing generalisations 
based on the results of the present study. Moreover, the 
number of respondents and variables for the study were also 
limited due to lack of adequate time and resources, which 
are inherent in most of the Masters level studies. However, 
efforts were taken to make the etudy systematic and objective 
in spite of these limitations.



THEORETICAL ORIENTATION



CHAPTER II

THEORETICAL ORIENTATION

Fast studies pews way to future endeavours. An 
acquaintance with earlier pertinent studies will be useful 
in developing the theoretical frame work and in identifying 
relevant variables for the present study. With this 
objective in view, a thorough review of related literature 
was made and the available reviews are furnished under the 
following heads.

2.1. Concept of training
2.2. Models of training
2.3. Importance of training for extension personnel
2.4. Research studies on the impact of training programmes 

on extension personnel
2.5. Determinants of effectiveness of training for extension 

personnel
2.6. Treatment and utility of the training programmes
2.7. Operational definitions of the terms used in the study

ftmstp* Qfi tracing

Training has been defined by different authors in 
different ways.

Miles (1959) conceptualised training as a change 
inducing temporary system.
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H«ll (1962) described training as the process of 
aiding employees to gain effectiveness in their present or 
future work through the development of appropriate habits 
of thought and action# skills# knowledge and attitudes.

Rudramoorthy (1964) defined training as a means to 
bring improvement in the quality of work performed by the 
staff and individuals. The concept was further explained 
as that it should equip the worker with necessary knowledge# 
skills or abilities and attitudes to reach his goal 
efficiently.

Collings (1966) elaborated training as the Instruction 
and other learning experiences# which purport to fit the 
worker into the service so that he competently meets tha 
demands of his job# as determined by changing leadership 
needs of people.

Flippo (1966) described training as the act of 
increasing the knowledge and skill of an employee for doing 
a particular job.

Craig and Blttel (1967) defined training as an 
essential input in management efforts to improve overall 
performance of the enterprise.

According to Lynton and Rereek (1967)# training is 
primarily concerned with preparing the participants for
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certain lines of action which are delineated by technology 
and the organisation in which he works. The focus in 
training is on internalising the skills for action by giving 
opportunities to participants to practise the new skills in 
situations resembling the complexities of real life.

Bennls (1969) conceived training as a small group 
effort designed to make the participants more aware of 
themselves and of group process. The group works under the 
guidance of a professionally competent behavioural scientist 
and explores group processes and development by focussing 
attention on the experienced behaviour of its members.

Littlefield ££ ai. (1971) elaborated training as a 
continuous, systematic development among all levels of 
employees of that knowledge and those skills and attitudes 
which would contribute to their welfare and that of the 
company.

Peter (1972) observed that training is learning job 
which is a socialisation process by which the individual 
acquires knowledge, attitudes and skills to meet the 
expectation of those who influence his behaviour.

Havelock and Havelock (1973) described training as 
a means to a more immediate end. namely creating a cadre of 
professionals with a new set of skills. It was assumed that



those persons after acquiring the needed skills, would be 
able to effect further change in a large sphere.

Coombs and Ahmed (1974) envisaged that training 
emphasises a more systematic and deeper learning of specific 
skills and related knowledge.

Jucius (1975) stated that training is used to indicate 
any process that would increase the aptitudes, skills and 
abilities of employees to perform specific jobs.

According to Rao (1975). training is a kind of 
learning process where a selected group of individuals 
undergo learning experiences to internalise skills, 
resulting in modification of behaviour towards job performance.

Armstrong (1977) defined training as a systematic 
development of the knowledge, skills and attitudes required 
by an individual to perform adequately a given task of job. 
According to him. training would involve learning of various 
kinds and in various situations.

Aslam (1979) views training for skill development as 
an attempt to bridge the gap between the existing skill and 
the new technology on the one side and develop skill among 
the unskilled on the other side.
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Dahama and Bhatnagar (1980) stated that training alms 
at educating a person so as to be fitted, qualified and 
proficient in doing some job. For an extension worker, 
training included education which aimed at bringing a 
desirable change in the behaviour of the trainee or learner.

Kamat (1983) defined training as the process of 
helping personnel in an organisation tc acquire knowledge, 
skill and attitude for new and better ways of behaviour 
needed by an organisation.

2.2.

Lynten and * areek (1967) propounded three models of 
training one after the other. At the first stage, a simple 
model was developed which identified the organisation and 
its character as independent variable, influencing the 
effectiveness of an organisation as dependent variable 
through the training which was identified as an intervening 
variable.

At the second stage, they added the concert of 
feedback, which was assumed to improve the training as well 
as the organisation. At the third state, they identified 
the true type of training form. The earlier notion of 
linearity waa transformed into spirallty. This spiral model 
had three phases as pre-training, training and post-training
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phases. Sub-Items under each of the major items were 
identified. The model a?so assumed that such type of 
organised training would lead to improvement in the job.
The significance of the model is that it identifies en 
individual to have gained more Knowledge and shill at the 
end o f  every training programme and that he would start 
with a higher level of knowledge and skill at the commence
ment of the next training programme. Thus, it is 
conceptualised as a continuous development process.

While analysing the training by objectives. Cdlome
(1970) put forth the simple cybernetic model of training. 
This model had the components of training need, training 
effort, evaluation and feed back. Sventhough, the model 
had the element of feed back, it did not state clearly the 
nature of training need that would arise due to training.

ft so (1975) applied the Lynton and Pareek (1967) model 
to farmers training. This model encompasses all the aspects 
of training with the * i- reperatory'. * Training* and 'Post- 
training* phases. The limitation of this model has been 
that it included evaluation as a post-training activity 
only. In fact evaluation should be an integral part and 
should take place at each phase of a training programme.
The decision to select 'the methods of training*, ‘duration*, 
'time* and ‘place* of training which are the main activities



at the preparatory stage were not mentioned in the model 
eventhough emphasis was laid on 'participants*, ‘trainers* 
and ‘subject matter*.

2 .3. M .taatoto.fee, m t e m I2 1?,..ptngpnt 1

Ilanty (3948) pointed out that the aim of training is 
to build continuously and systematically to the maximum 
degree and in proper propotions, the skill and attitude which 
contribute to the welfare of the organisation and employee.

Deyal (1966) stated that training would make a man 
perfect. It would enable him to do his job efficiently# 
smoothly and quickly with great confidence and concentration.

Hamkrishan (1968) opined that the training of people 
engaged in agriculture and community development programme 
aims at cossnuni eating information# knowledge and skills# 
replacing old attitude by new ones# exchanging opinion and 
experience, removing doubts end difficulties and creating 
a  desire to change. To be effective# training should be 
planned in advance. The content and method should suit to 
the level of intelligence# education and understanding of
the trainees and should take into account the local needs
and problems and their applicability of new techniques and
solutions to the local situations.



Jaiswal at al. (1978), in their evaluation study of 
Training and Visit System observed the problems with respect 
to training as 'the lack of linkage between research stations 
and the subject matter specialists*.

Reddy (1981) stated that the research system can link 
itself with extension by devoting part of its time to 
(i) in-service training of extension personnel (ii) conducting 
farmers' day for the benefit of farmers and extension workers 
(ill) serving as resource persons to the extension agency in 
formulating its production programmes# contingency plan etc.# 
and (iv) serving as consultants to the extension system in 
diagnosing and tackling new field problems. He further 
stated that obtaining the latest technology from the research 
system by extension system and giving necessary feed back 
necessitate better linkage.

Sarikaphuti (1981) concluded that the gap between 
research and extension agencies was a very important problem 
in a developing country like Thailand. There were many 
factors that cover co-ordination problems. These included 
culture# organisational system# their limited number of 
trainers for research findings and lack of applied research. 
However# these problems could be overcome by strategies such 
as Informal let together# special joint projects and 
improved training.
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Rao (1964) stated that training was aimed at giving 
tha functionaries a sanaa of purpose# to promote extensive 
and broad-based development of Initiative amongst beneficiar
ies and to generate self-confidence and belief in the 
efficiency and self-help. It was also expected to equip 
the workers with the capability to find solutions to the 
problems.

According to Reddy (1984), training is the organised 
procedure by which people acquire knowledge and/or skill for 
a definite purpose. The objective of training is to bring 
about change in the behaviour of the trained. Zt means that 
the trainees should acquire new skills, technical knowledge 
and problem-solving ability. Zt is expected that the trainees 
will apply their newly acquired knowledge and skill on the 
Job in such a way to facilitate the achievement of organisat
ional goal.

Singh (1984) pointed out that the linkages between 
extension and research system ere still very week and of 
ad hoc type. A stage has reached where a regular mechanism 
has to be established for satisfactory communicatJon between 
these two systems. He further stated that one of the main 
constraints in crop production is weak or no linkage between 
research and extension which is detrimental to the effecti
veness of both* Without continuous and freeflow of crop
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production technology from research institutes to farcers* 
field, the extension service becomes non-professional and 
looses its credibility and has nothing new to extend.
Similarly, for want of feed back from extension workers and 
farmers, research becomes mostly academic and unrelated to 
farmers* real problems. It is, therefore, necessary to have 
a built in mechanism for effective linkages and communication 
between research institutes and extension service. Organising 
periodic training programmes for extension workers would be 
a very important step to establish this linkage, he observed.

According to Reddy (1985), it is through training that 
an understanding of concepts, values, attitudes and 
capabilities can be inculcated among the functionaries to 
achieve the programme objectives.

2.4. ., t e B f l < r , t L  O M i W I
an, .tttiM flfliL jfcf raennal

Bhaskaram (1970) conducted a study of the training for 
extension personnel. The results revealed that the training 
had helped the participants to improve their concept and 
understanding of extension education and community development.

Patel and Somasundaram (1974) studied the impact of 
Upgraded Training Course on the Gramsevaks in Madhya Pradesh. 
They found that 60 per cent of the trained gramsevaks were



rated *good* in knowledge test, about 32 per cent 'average* 
and eight per cent rated as ‘poor*. It was also evident 
that the knowledge of the trained gramsevaks was higher 
than that of the untrained gramsevaks. 'The superiority 
of trained gramsevaks over the untrained gramsevaks with 
regard to the understanding about extension methods was also 
statistically significant.

Venugopal and Jalihal (1979), after studying the 
influence of training at Indo-Japanese Centre on the 
knowledge and performance of Agricultural Extension Officers 
regarding rice cultivation, reported that 46 per cent of 
Agricultural Extension Officers trained at the Training 
Centre had high overall knowledge regarding rice cultivation, 
as against six per cent of Agricultural Extension Officers 
who were not trained.

Joshi and Ra© (1981) conducted a study on the impact 
of training situation on the knowledge level of Village 
Level Workers by using a ’before and after* experimental 
design at the Rural Development Training Centre in Dharward. 
The results showed that there was significant increase in 
the knowledge of the participants due to training.

Uma (1982) conducted a critical analysis of the impact 
of training on Hahila Mandal Members with reference to
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Nutrition and Horn* gardening aspects in Bharvard District of 
Karnataka stata* Tha results revealed that the improvement 
in the knowledge level of the participants in the training 
was statistically significant*

Falaichelvan (1964) studied the transfer of farm 
technology through Training and Visit system and found that 
the increase in knowledge on different aspects of the subject 
matter was due to the training given to the Village Extension 
Workers•

Verma (1984) conducted a study on the role of training 
as a means to increasing subject matter competencies of 
extension personnel among the sugarcane development workers 
who underwent a training at the Indian Institute of Sugarcane 
Research* Lucknow* U.P. It was clear from the results that 
the participants had significant gain in knowledge due to 
training.

2*5* Determinants of effectiveness of training for extension 

2*5.1* Age

* atel and Somasundaram (1974) found that the age of the 
gramsevaks had positive and significant relationship with 
their gain in knowledge as a result of training*
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Kslaichelvan (1984) stated that the age of the extension 
personnel had positive and significant relationship with their 
gain in knowledge.

2.5.2. Education

Fatal and Somasundaram (1974) revealed that there was 
positive association between the educational level of 
gramsevaks and their gain in knowledge as a result of the 
training course.

Joehl (1980) reported that there was no significant 
association between educetion and gain in knowledge of the 
Village Level Workers.

Kalaichelvan (1984) reported that the gain in knowledge 
of the Village Level Workers was positively and significantly 
associated with their education.

2.5.3. Experience

Jha and Sharma (1973) observed that the length of 
service of a Village Level Worker had a bearing on the amount 
of knowledge gained as a result of training.

i atel and Somaaundaram (1974) found that there was 
positive association between the experience and gain in 
knowledge of the respondents.
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Jo»hi (1980) stated that there was no association 
between the tenure of service and the gain in knowledge of 
the Village Level Workers.

Kalaichelvan (1984) reported that there was positive 
and significant association between the experience and gain 
in knowledge of the Village Level Workers.

2.5.4. Number of previous .training* undergone

Kalaichelvan (1984) found that the gain in knowledge 
of the Village Level Workers was significantly and positively 
associated with the number of trainings attended by them in 
the Training and Visit System.

2.5.5. Attitude towards extension profession and attitude 
towards Training and Visit System

Allport (1935) defined attitude as a mental and nural
A

state of readiness organised through experience# exerting a 
directive or dynamic influence upon Use individuals response 
to all objects and situations with which it is related.

According to Krech and Crutchfield (1948) attitudes 
are a function of perception.

Newcomb (1951) speaks of attitude as a state of 
readiness for motive arousal and an individual* attitude
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towards something is his predisposition to perform, perceive, 
think and feel in relation to it.

Rosenberg (1956) stated that "an attitude is a 
relatively stable affective response to an object".

hats and Scotland (1959) defined attitude as a tendency 
of disposition to evaluate an object or symbol of the object 
in a certain way.

Gilmer (1961) stated that job attitude is the feeling 
the employees has about his Job, his readiness to reach in 
one way or another to specify factors related to a job.

Rammers et ai. (1967) defined attitude as a feeling 
for and against something.

Rogers and Shoemaker (1971) explained attitude as a 
relatively enduring organisation of an individual's beliefs 
about an object that predisposes his actions.

Sharma (1972) defined attitude as a personal disposition 
which Impels an individual to react to some objects or 
situations.

Mehrabian (1973) explained attitude as the degree o f 
liking, positive evaluation and/or performance of one person 
for another.
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Studies relating the above two independent variables 
vis* attitude towards extension profession and attitude 
towards Training and Visit System, and the dependent variable, 
gain in knowledge, were not available*

2.5*6* Jgfr.fiUifisiaan

Ketsell (1964) defined job eetisfaction as the verbal 
expressions of the Incumbent*8 evaluation of his job.

Blum and Naylor (1968) reported that Job satisfaction 
has usually been considered es a general attitude which is 
the result of many specific attitudes in three areas vis, 
specific Job factors, individual characteristics and group 
relationships outside the Job.

Williams (1971) stated that adequate opportunities 
should be given to the extension officer# to have a satisfying 
and rewarding career in the organisation by suitable inservlce 
training programmes*

Subhalakshmi end Sln^t (1974) found that nearly two 
thirds of the Cram Sevak# were either very much satisfied or 
satisfied with their Job, nearly 20 per cent were dissatisfied 
or very much dissatisfied and the remaining gramsevaks ware 
neutral in their attitude.
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Jalihal #t al. (1975) observed that about 74 per cent 
Gram Sevaks w r e  satisfied with the time spent by them on 
educational activities.

Sinha al. (1976) defined job satisfaction as a 
mental state of an individual in on organisation when he 
feels satisfaction in performing the job of his position.

Rajagopal (1977) found that 50 per cent of the Gram 
Sevaks had more job satisfaction while the remaining 50 per 
cent had less job satisfaction.

Kenon aJe Al* (1978) reported that majority of the 
Deputy Agricultural Officers in Tamil Nadu were dissatisfied 
with their promotion chances# independence in their work and 
the departmental policies and practices.

Sundararajan (1985) found that the job satisfaction 
among graduates was comparatively better than that among the 
non-graduates•

2.5.7. Wgskjftfld .fltyftplga

Studies which relate work load situation to gain in 
knowledge of the trainees were not available.

2 .6 . apa.,uti.Ufty.„g£ ..Sto*. ttrttatofl. p r p q w w

Bhaskaram (1966) conducted an evaluation of inservlce



training of extension personnel and found that great majority 
of the trainees felt the treatment of the syllabus as effective,

Sandhu and Bilang (1977) studied the training needs of 
Agricultural Extension Officers, The major objective of the 
study was to determine the level of adequacy of inservlce 
training of Agricultural Extension Officers in agricultural 
and allied subjects. The results showed that the adequacy 
score o£ the various items of subject matter ranged from 
3,43 to 4,14, when it was measured on a five point continuum 
ranging from 'Host adequately* to *Not adequately'.

Rao at al. (1980) conducted an evaluation of the Summer 
Institute on Water Management in Black Soils and the authors 
measured the usefulness and coverage of the topics dealt with 
in the classes, using the treatment-utility index. The 
treatment-utility index of the Summer Institute as rated by 
the participants was 82.98 per cent.

Bhaskaran and Menon (1981) conducted an objective 
evaluation of the Agricultural Exibition conducted at the 
KAU and fond that the treatment utility index of the exlbition 
was 64.80 per cent.

2.7. QperaAional, ae.finltlojis of, the tarms used in the present 
study

2.7.i. spflftoist. ,te.fl.*nAnsL,z j m i m m * 1

In this study, inservlce training programmes are



operationally defined as the trainings conducted by the 
kau for the agricultural extension personnel of the Kerala 
State Department of Agriculture.

2.7.2. «*E*pjp4.ga eagrenot*

Agricultural extension personnel are operationally 
defined as the officers of the Kerala State Department of 
Agriculture including Agricultural Demonstrators, Agricultural 
Officers and Assistant Directors of Agriculture who 
participated in the training programmes offered by the KAU.

2.7.3 . jJS & lllaili.

Professional knowledge is operationally defined as 
the knowledge of the extension personnel about the different 
subject matter areas in agriculture included for the training 
programme.

2 .7 .4 . .a* ferainAna

Treatment of training is operationally defined as the 
adequacy of coverage of different subject matter areas in 
the trainings as perceived by the agricultural extension 
personnel•

2.7.5. Uj&U.ty. g..f...taKalftfo*3

Utility of training is operationally defined as the 
extent of usefulness of the different subject matter areas
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dealt in the training as preceived by the agricultural 
extension personnel,

2.7.6. Age

Age in this study is defined as the number of years 
the agricultural extension personnel has completed at the 
time of investigation since his/her birth.

2.7.7. Education

Education is defined as the formal education received by 
the agricultural extension personnel from S.S.L.C. upwards.

2*7.8. Tgtfljl expeyiengj

Total experience is the period in completed years for 
which the agricultural extension personnel had been in service.

2*7.9. 4n

Experience in Training and Visit System is defined as 
the period in completed years for which the agricultural 
extension personnel had been in service in Training and Visit 
System.

2.7.10. Number of previous trainings undergone

Zt is defined as the number of inservlce trainings 
undergone by the agricultural extension personnel after the



implementation of Training and Visit System throughout the 
state.

2.7.11. prPlttl.^QQ

It is defined as the degree of positive or negative 
affect towards the extension profession held by the 
agricultural extension personnel.

2.7.12. Attitude towards Training and Visit System of
&flE*€Mi&aal Exilian

It is the degree of positive or negative affect towards
the Training and Visit System of Agricultural Extension held 
by the agricultural extension personnel.

2.7.13. Job satisfaction

It is defined as the expression of the agricultural 
extension personnel regarding the degree of satisfaction or 
dissatisfaction he/she is deriving from his/her Job.

2*7.14. Wgjft Iflgg, fltVttUffJP

It is operationally defined ea the perception of the 
agricultural extension personnel about his/her best 
manageable and worst manageable job situation in relation 
to his/her Job of communication of information.
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2.7.IS. terceptlon of training methodology

It is defined as the opinion of the agricultural 
extension personnel about the way in which the different 
items of training activities in the pre-training, in training 
and post-training phases were carried out.



FIG 1 THEORETICAL FR A M E w o r k  o f  t h e  s t u d y



METHODOLOGY
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CHAPTER 111 

METHODOLOGY

In this chapter, the methodology employed for the 
stody is presented under the following heads.

3.1. Selection of the training programmes for the study.
3.2. Description of the training programmes.
3.3. Selection of respondents.
3.4. Selection and measurement of the dependent and 

independant variables.
3.5. Measurement of the treatment and utility of the 

training programmes.
3.4. Measurement of the perception about tha training 

methodology.
3.7. Measurement of the constraints experienced by the 

respondents.
3.8. Statistical tools used.

Sflts&ign 91 thg.,^qAB^gg.

The KAU is organising, among other extension education 
activities, training programmes for the various categories 
of extension personnel of the State development Departments, 
Departments of Agriculture of various states. Input Agencies, 
Voluntary Agencies ate. One of the major beneficiaries of
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the University's training ? rogrammes is the Kerala Stats 
Department of Agriculture. Training programmes on Agriculture 
and allied subjects are organised for the various categories 
of extension personnel of the state Department of Agriculture. 
During 1985-'<?6# six training programmes benefitting 376 
extension personnel of the State Department of Agriculture 
were organized by the Kerala Agricultural University. The 
important categories of extension personnel of the Department 
of Agriculture trained by the KAU during 1985-*86 were the 
Agricultural Demonstrators (Village Level Workers), Agricult
ural Officers (Superiors of the Agricultural Demonstrators) 
and Assistant Directors of Agriculture (Superiors of the 
Agricultural Officers)• Therefore, training programmes 
specifically meant for these three categories were selected 
for evaluating their effectiveness.

The following three training programmes were selected 
for the study as suggested by a panel of judges consisting 
of scientists in the kau and Senior Officers in the State 
Department of Agriculture.

1. Training in plant protection for Agricultural Demonstratorst
2. training in pulses and oilseeds production technology for 

Agricultural Officers! and
3. training in audio-visual aids and techniques for Assistant 

Directors of Agriculture.



As envisaged in the Training and Visit System these 
trainings are meant to benefit the major categories of 
extension personnel of the Department of Agriculture which 
cover three different, but significant aspects of crop 
production technology and its transfer, vis. plant protection, 
pulses and oilseeds production technology and audio-visual 
aids and techniques. Moreover, these training programmes 
are repeatedly conducted by the kau for the various categories 
of Extension personnel. Therefore, these three training 
programmes were selected purposively for the study.

3.2. DfffiElpfelSffl 9f thf „.Û niB,g,JBIg.gjr.̂ agl

3.2.1. Training in plant protoctipn for Agricultural 
Demonstrators

This training course was conducted at the College of 
Agriculture, Vellayani, one of the constituent Collegasof 
tiie University. A batch of 32 Agricultural Demonstrators 
underwent this training course at the time of the investigat
ion. The duration of the training was six days from 16.6.*86 
to 21.6.*86.

3.2.2. Training in pulses and oil— ds production technology 
for Agricultural Officers

This five day training course was conducted at the 
Krishi Vigyan Kendra, Regional Agricultural Research Station,



Pattambi operated by the KAU. During the period of the 
investigation# 57 Agricultural Officers participated in this 
training programme in two batches# 28 Officers in the first 
batch (from 16.6.'86 to 20.6.'66) and 29 Officers in the 
second batch (from 23.6.*86 to 27.6.*86).

3.2.3. Training in audio-visual aids and techniques for 
Assistant Directors of Agriculture

The duration of the training was six days from 23.6.*R6 
to 28.6.'86 and the venue of the training was the Directorate 
of Extension# Mannuthy. This training was conducted for 
only one batch of 19 Assistant Directors of Agriculture.

3.3...............rtfgpafliitiai

3.3.1. Selection of Agricultural D^onstrgtor-respondents

During the period of Investigation# one batch of 32 
Agricultural Demonstrators attended the 'training in plant 
protection' at the College of Agriculture# Vellayani. All 
the 32 Agricultural Demonstrators were selected as respondents 
for the study.

3*3.2. Selection of Agricultural 0fflcer-rgspondents

Fifty seven Agricultural Officers attended the 'training 
in pulses and oilseeds production technology* at the Krishi 
Vigyan Kendra# Pattambi in two batches during the period of



the investigation. Fifteen trainees each were randomly 
selected from among the participants in the first and second 
batches making a total of 30 Agricultural Officer - respondents 
for the study.

3.3.3. Sfins.uap, iitf j^«iiaUBl.BLBisa^r -

The 'training In audio-visual aids and techniques' was 
conducted for only one batch of Assistant Directors of 
Agriculture. Nineteen Assistant Directors participated in 
the training and all of them were selected as respondents 
for the study.

Thus# there were 81 respondents representing the three 
categories of trainees in the study.

3.3.4. Selection of Course Director - respondents

A list of scientists in the kau who have served as 
Course Directors for training programmes conducted during 
the immediate past three years off the study year# vis. 1983 
to 1985 was prepared. Zn all# 50 Course Directors were 
identified and from the total# 30 Course Directors were 
selected randomly to represent the respondents under this 
category.

3.3.5. fltifsMflp pg  r..niBgnfltnfri
A list of Scientists of the Kerala Agricultural 

University who have handled classes for the various training
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course* during the immediate past 3 years of the study year* 
vis. 1983 to 1985* was prepared. From the list of 62 trainers 
a random sample of 30 trainers was selected and included as 
respondents for the study.

In all* the study included 141 respondents comprising 
of 81 Trainee-respondents, 30 Course Director-respondents 
and 30 Trainer-respondent*•

3.4. isiss-feion.ana m f . s > f , at gad

independent variables

The variables included in the study were selected 
after a thorough review of research wort done in the past on 
various aspects of the training end on the basia of the 
opinion of the experts in the University.

3.4.1.1. Select!on of the dezendent variable

Hie training programmes selected for evaluation were 
meant for the extension personnel of the State Department 
of Agriculture. These trainings were focussed on important 
professional subject matter areas in Agriculture such as 
plant protection, pulses and ollsaeds , reduction technology 
and audio-visual aids and techniques. Sines these trainings 
had the major focus on professional subject matter areas, it 
was decided to select the professional knowledge of the
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respondents in the subject natter arsis of the training 
concerned as the dependent variable.

3.4.1.2. Selection of the independent ̂ variables
j?

After a thorough review of the /pertinent literature, 
a list of Independent variables was prepared. It was

i

subjected to relevancy rating by a parcel of judges in the 
KAU. Based on their judgement, the fallowing independent
variables were selected for the study,,;

1. Age
2. Education
3. Total experience
4. Experience in Training and Visit System 
5* Number of previous trainings undergone
6. Attitude towards extension profession
7. Job satisfaction
8. Attitude towards Training and Visit System
9. Work-load situation

3*4.2. Measurement of tha dependent variable

Professional knowledga of tha respondents in the 
subject matter area of the training concerned was treated 
as the dependent variable for the study. A number of 
researchers have su gested different methods for the 
measurement of knowledge. Some of the significant methods
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are reviewed hereunder.

Shanksriah and Singh (1967) measured the knowledge 
of farmers on Improved method of vegetable cultivation based 
on 'teacher-made test*•

Equal weightage was given to all Items# presuming that 
all these Items Included had same difficulty to understand# 
apply and recall. Then they calculated the knowledge Index 
as follows.

x
Knowledge index * —*-----------   * *00n

Xj * No. of correct answers of first practice

* 2 * h'c. of correct answers of second practice

n * Total number of questions put to s respondent to 
test his/her knowledge

Slnha al. (1966) adopted the method of self 
appraisal to determine the level of knowledge of Agricultural 
Extension Officers.

Jalswal and Dave (1972) calculated knowledge scores 
for measuring the knowledge level of farmers about recommended 
agricultural practices. For this# a score of one for right 
answer and score of sero for wrong answer were given. The 
scores obtained by respondents were expressed in terms of 
percentage of total scores.



Knowing, .con . V&lSf.Pf -°?.r.fS? «"” »£» x 100Actual total scora

Singh and Prasad (1974) measured knowledge by working 
out snow ledge Quotient which was calculated as follows*

Knowledge -uotl.nt • ob**,lB°f...kn°wl»d9m «eor» x 100
Actual total soore

dill and Sandhu (1961) measured the knowledge of 
farmers by calculating an average knowledge score.

Total knowledge score 
A»r«g. knowing. « » n  - Uo. of qoMtlons * :io. of respondents

Joshi and Rac (1981) measured the knowledge of Village 
Level Workers by conducting the knowledge test 'before* end 
'after* training. Verma (1964) used the method followed by 
Joshi and Rao (1981) to measure the increase in subject 
matter competencies of extension personnel due to training.

In order to measure tha gain in knowledge of the 
respondents# as a result of their response to training 
situation# tha 'before* and 'after* method of knowledge teat 
used by Joshi and Rao (1961) and Verma (1984) in similar 
studies was adopted in this study.

The procedure followed for measuring the gain in 
knowledge of the respondents of the study is outlined below.



Knowledge test for the Agricultural Demonstrator-respondent*

Tha universe of content of the knowledge items 
regarding plant protection was collected from the scientists 
handling classaa for tha said training programme. Fifty 
knowledge items were listed and these knowledge items were 
framed in objective type and question form subjected to 
editing by subject matter specialists in plant protection 
in KAU. During editing, irrelevant items and most difficult 
and most easy items were deleted. After editing, 30 items 
were retained and these formed the knowledge test for the 
Agricultural Demonstrator-respondents.

As outlined earlier, a total of 60 knowledge items 
were collected to represent tha universe of content of tha 
subject matter area vis. 'pulses and oilseeds production 
technology*. These items were framed into questions and 
subjected to expert editing. After editing, 25 knowledge 
items were retained and they formed the knowledge test for 
the Agricultural 0fficer-respondents.

Knowledge Test for the Assistant Plrector-respondsnts

Hera also, tha prooedure elaborated earlier was 
followed. Cf the 45 Identified knowledge items relating to 
'audio-visual aids and techniques', 27 were finally selected
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after editing to eonetltttte the knowledge test for the 
Assistant Oirector-respondents•

,P99Jf» 9* thaiij:gi|R2fldgo^8

The respondents were administered with the respective 
knowledge test tooth before end after the training. Correct 
responses were given a score of one and wrong answers 
received no score. The individual respondent's total 
score was added up and it indicated his/her knowledge score. 
The difference between the knowledge scores of the respondents 
before and after the training was considered as the gain 
in knowledge.

3.4.3. Measurement of the independent variables 

£aft

In this study age was measured as the number of years 
tha respondent had completed at the time of study since 
his birth.

Education

In this study, education was measured by assigning 
scores for the academic qualifications acquired by tha 
respondents. The scoring system used for the different 
categories was as follows*



si.*0. dm&mte m*lkUp*Mstn issta.
1 S.S.L.G. i
2 K.G.T.E. (Agriculture) or 2

M.G.T.E. (Agriculture)
3 Above K.G.T.I. (Agriculture) or 3

K.G.T.E. (Agriculture)

b) g^^y^c#Ji^ur.r.ygaB9^f
Sl«Nft« Academic qualification £££££

1 Training including Diploma in 1
Agriculture, K.G.T.E. (Agriculture) or 
K.G.T.E. (Agriculture) and for those 
who were selected as Agricultural 
Officers from Agricultural 
Demo ns tra tors.

2 Graduation in Agriculture 2
3 Above graduation 3

c) Assistant Pirector-respondents

It was found that there was no variation among the 
Assistant Directors in their educational level and they all 
had 5.Sc.(Ag) degree. Therefore, this variable was not 
included for analysis in respect of the Assistant Director- 
respondents•
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In the present study the total experience of the 
respondent was measured as the total number of years, 
rounded to the nearest year, spent in service by the 
respondent at the time of the survey.

Experience in Training and Visit system

The experience in Training and Visit System was 
measured by the number of completed years of service put in 
by the respondent in the Training and Visit Systerr.

The respondents ware asked to indicate the number of 
trainings undergone by them since 1963, the year in which the 
Training and Visit system was axtendad to cover the entire 
Kerala state. A score of one wes given to each training 
undergone by the respondent and the scores were summed up 
to indicate the respondent* s score for previous trainings 
undergone.

A t & l S g f . f25,£fpgtoP RPQfifflftfon

To measure this variable, the scale developed by 
Sobhana (1962) was used with slight modifications. The 
Likert type attitude scale adapted for this study consisted 
of five negative and five positive statements. The scoring



procedure for positive statements was*

Strongly agree 5
Agree 4
Undecided 3
Dis-agree 2
Strongly disagree 1

The scoring procedure was reversed in the case of 
negative statements* The total score of a respondent was 
the summation of numerical weights assigned to the responses.

Muthayya and Gnanakannan (1973) measured the job 
satisfaction of developmental personnel by items covering 
three aspects vis* personal aspects including feeling of 
inadequacy# security# non-acceptance etc. the interpersonal 
aspects covering the interaction with superior people and 
non-officials and the job aspects including pay, work 
opportunities# expectation etc.

Rathore (1974) developed a job satisfaction scale to 
measure the level of job satisfaction of extension personnel* 
The different degrees of job satisfaction/job dissatisfaction 
were assigned the following scores*



Very much satisfied S
Satisfied 4
Undecided 3
Dissatisfied 2
Vary much dissatisfied 1

Slnha &lc al« (1976) measured Job satisfaction in 
terms of overall attitude of the respondent towards his job 
by asking direct questions such as whether he liked or 
disliked his job.

In the present study the scale developed by Rathore 
(1974) was modified and used to measure the job satisfaction 
of the respondents. Ten items reflecting different aspects 
of the job were selected. The items were in the form of 
questions and the answers were rated on a five point continuum 
ranging from very much satisfied to very much dissatisfied.
The scores assigned were as follows*

Very much satisfied 5
Satisfied 4
Undecided 3
Dissatisfied 2
Very much dissatisfied 1

The job satisfaction score of each respondent was 
computed by summing up the score corresponding to each answer.



ftj&lfeaga , J&i, ?raln*pq Sxtim,

S»raad (1 9 7 9} developed a Llkert type scale to 
measure the attitude of farmers and Agricultural Officers 
towards Package Programme.

Joseph (1983) developed a scale to measure the 
attitude of Agricultural Demonstrators towards the Training 
and Visit System. The scale consisted of four positive end 
four negative statements. The following scoring pattern was 
used in respect of the positive items.

strongly agree 5
Agree 4
Undecided 3
Disagree 2

Strongly disagree 1

The scoring was reversed in the case of negative items.

In the present study, the procedure used by 
Joseph (1983) was followed to quantify the attitude of the 
respondents of the study towards the Training and Visit System.

Work load situation

Sundararajan (1985) measured the work loed situation 
using a laddar technique. Tha 1 wider given waa having eleven 
eteps with aero score for the bottom step indicating the



worst manageable job situation and ten score for the top- 
step indicating the best manageable job situation. The 
respondents were asked to indicate the present position 
with regard to the job situation in relation to their job 
of communication of innovations.

3.5. .9f
totalnfi jzmsrssmM

Arabastha and Singh (1975) developed a treatment utility 
index which was used by Rao al. (1980) to evaluate the 
Summer Institute on Water Management in Black Soils.

Bhaskaran and Menon (1981) followed the same procedure 
for the evaluation of Agricultural Exhibition.

The original treatment-utility index developed by 
Ambastha and Singh (1975) was utilised as a measures of 
overall rating of the topics dealt with in the training on 
both the coverage and utility dimensions.

The respondents were asked to indicate their 
perception about the treatment (coverage) and utility 
(usefulness) of each of tha topics dealt with in tha 
training programmes.

The coverage and usefulness of the topics were rated 
separately on a four-point continuum as followsi



Perception about tha treatment
9f.„ toPifit
Thoroughly adequate 4
Adequate 3
Less adequate 2
Inadequate 1

Perception about the utility of
Weight# assigned 

Very useful 4
Useful 3
Less useful 2
Not useful 1

Taking into consideration the coverage and utility 
dimensions and the points of continuum in the respective 
scales, a 4 x 4 table was constructed and the topics dealt 
with in the training programmes were posted in the respective 
cells as per the raw scores on both dimensions. The formula
used for calculating the treatment-utility index was

T U I  m  ~̂r i C j  *  * ° °
NXY

TUI • Treatment-utility index
« The frequency of the topics in the ith cell

* The cell score of the i**1 cell
(Product of the corresponding scale values as 
presented on the two dimensions in 4 x 4 table)



N « Total number of respondents
* ■ The highest seals value on x dimension
Y * The highest sesle value on Y dimension

To compute the concordance or discordance on the
rating of the topics by the respondents, the treatment and 
utility scores for individual topics were calculated 
separately* Based on these scores the topics dealt with the 
training were ranked to facilitate comprehensive comparison.

3.6. Measurementof perception about the training methodology

Singh and Arya (1968} studied the perception of 
leadership behaviour with the help of two instruments namely 
paired comparison and rating scales.

Rajababu (1984) studied the perception about the 
training methodology and transfer of technology by presenting 
the items befors the respondents for rating them on a five 
point continuum.

The method followed by Hajababu (1984) was followed 
in the present study also.

The different aspects of the training methodology were 
divided into three stages as follows!

1. Pre-training stage
2. Intralnlng stage
3. Post-training stage



The different aspects of the training methodology in 
each stage of the training were Identified after discussion 
with experts. These aspects were presented before the 
respondents for rating on a five-point continuum as followsi

Response continuum Slflflfrlfal-Jlfflflnafl
Excellent 5
Good 4
Fair 3
Bad 2
Very bad 1

The perception scores for each aspect was calculated 
by adding the scores corresponding to each aspect of the 
training methodology given by the Individuals.

Hanking of the different aspects of training methodology 
at the three stages was done by taking the mean perception 
score for each item as the criterion.

3 - 7 .  Q f  W g . m s s m § . t i n J , n P *  . i m s ^ w i a a & J a r ......

mtpspte&f

The constraints normally experienced by the Trainees. 
Trainers and Course Directors while participating in/ 
conducting training programmes were identified after 
discussion with subject matter specialists in the University 
and Gfficlala of the Kerala State Department of Agriculture.



The constraints relevant to each category vis. Trainees. 
Trainers and Course Directors were listed and the list of 
constraints was administered to the respondents. They were 
asked to indicate their constraint perception on a four-point 
continuum ranging from 'Most felt*. *felt*. 'less felt* to 
'least fslt* with weights of 4. 3. 2 and 1 respectively. The 
mean score for each constraint was computed end based on the 
mean scores, the constraints were ranked from most felt to 
least felt. Thus, there were three sets of ranking of the 
constraints, one each for the categories of Trainees, Trainers 
and Course Directors.

3.8. sfraMftUsil,

3.8.1. kruskal-wallla one-way analysis of varianceby ranks

This ncn-parametric test was used to know the 
significance of difference in gain in knowledge between the 
low, medium and high group# of respondents, who were classified 
on the basis of their selected characteristics ie. the 
Independent variables. The respondents were classified into 
three groups, namely 'low*, 'medium* and 'high' groups in 
such a way that each group contained approximately equal 
number of respondents.



The formula used for the purpose la given belowi

/  (m)2
H m -- ;------ r ^  ~~ - 3 (» 4 1)« (K 41) nA

t. » Total number of observations
* Sum of the ranks In 1 ‘ group
* Number of observations in i group

The *H* value calculated was compared with the table 
value to find out the significance of association.

Besides this, mean score analysis and percentage 
analysis were also carried out in the study.
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CHAPTKR XV

RESULTS AND DISCUSSION

In this chaptar, tha results of tha study ara 
presented and discussed in tha following sequence.

1. Impact of training on tha profassional knowledge of 
tha respondents.

2. Association of the dependent variable with tha 
independent variables - Results of the Kruskal-Wallis 
test.

2, Perception about tha treatment and utility of the 
training programmes.

3.1. Perception about tha treatment of the topics dealt 
with in the training for tha Agricultural Demonstrators.

3.2. Perception about the utility of tha topics dealt
with in the training for the Agricultural Demonstrators.

3.3. Treatment - Utility indices of tha topics dealt with 
in tha training for the Agricultural Demonstrators.

3.4. Perception about the treatment of the topics dealt 
with in the training for the Agricultural Officers.

3.5. Perception about the utility of the topics dealt 
with in the training for the Agricultural Officers.

3.6. Treatment-utility Indices of the topics dealt with 
in the training for the Agricultural Officers.
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3*7. Perception about the treatment of the topics dealt 
with in the training for Assistant Directors*

3*8* Perception about the utility of the topics dealt 
with in the training for Assistant Directors*

3*9* Treatment utility Indices of the topics dealt with 
in the training for Assistant Directors*

4. Perception about the training methodology.
4 .1 . Perception about the training methodology - pre

training stage.
4*2 Perception about the training methodology - in 

training ataga*
4*3. Perception about the training methodology - post- 

training stage.
5. Constraints experienced by the Trainees. Trainers and 

Course Directors.
5.1. Constraints experlsnaed by the Agricultural 

Demonstrators.
5.2. Constraints experienced by the Agricultural Officers.
5.3. Constraints experienced by the Assistant Directors*
5*4. Constraints experienced by the Trainers*
5*5. Constraints experienced by the Course Directors*

1. atBlfifc-ftfiM p r e m pgt.an.,,.tilli.pro fesalonal
39«&«Sg»-g.t frlML

Gain in professional knowledge of the respondents
after their exposure to the training programmes was considered
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as th«* impact o f tha raapactlvs training
results ralating to these aspects are furnished in Table 1.

A perusal of the results in Table 1 and Fig. 2 shows 
the extent of knowledge gained by the three categories of 
respondents namely tha Agricultural Demonstrators, tha 
Agricultural Officers and tha Assistant Directors of 
Agriculture. Tha maximum score possible on professional 
knowledge for the Agricultural Demonstrators was 30, for the 
Agricultural Officers it was 25 and for the Assistant 
Directors it was 27. The percentage gains in knowledge were
11.13, 18.00 and 22.22 raspactively for Agricultural 
Demonstrators, Agricultural Officers and Assistant Directors 
of Agriculture. Thus, there was substantial gain in 
knowledge, for the three categories of respondents due to 
training. This can ba explainad based on the fact* that 
consequent to tha introduction of Training and Visit System 
there is a new sense of awakening among the extension 
personnel in the Department of Agriculture. The new system 
has warranted substantial competency in the subject matter 
on the part of the extension personnel so as to tackle 
problems arising out of complex technologies and pressing 
demands from the farmers. Hore than even before, the 
farming public have high expectations about the extension 
personnel and it is quite logical that the extension 
personnel would strive to derive maximum benefit from



Table 1. Impact of training on the professional knowledge of the respondents
Si. Catej o r y  of 
He. respondents Humber Maxliinas 

of score
respond- possible 
ents on

profes
sionalknowledge

Mean
pre
trainingknowledge
score

Meanpost-
training
knowledge
score

Mean 
gain in 
profes
sional 
knowledge

Percentage 
gain in 
knowledge

AgriculturalDemonstrators 32 30 18.38 21.72 3.34 11.13

Agricultural Officers 30 25 15.33 19.83 4.50 18.00

3 Assistant Directors 19 27 13.00 19.00 6.00 22.22
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competency Improvement programmes like the trainings as 
in the present case to meet the expectations. I-atenly, 
it also implies that the resource persons of the Kerala 
Agricultural University who served as trainers would have 
given their best to meet the requirements emerging from 
such training situations. Thus, the synergistic effect 
of the constant quest for technical knowledge on the part 
of the trainees and the expertise of the trainers of KAt 
would have resulted in substantial gains in professional 
knowledge as has occured in the present investigation.
This finding is in agreement with that of Bhaakaram (1970). 
Patel and Somasundaram (1974). Joshi (1980). Joshi and R«o 
(1981). Uma (1982). Kalaichelvan (1984) and Venae (1984).

The results also indicate that out of the three 
categories of respondents, the Assistant Directors of 
Agriculture had the highest gain in knowledge followed by 
the Agricultural Officers and the Agricultural Demonstrators. 
The variation in the gain in knowledge of the respondents 
may be due to various factors. The Assistant Directors of 
Agriculture who had better educational back ground and more 
field experience had maximum gain in knowledge compared to 
the Agricultural Officers and Agricultural Demonstrators.
The educational back-ground and field experience possessed 
by the Assistant Directors of Agriculture provided them 
more power of comprehension and it is logical that a person



having more power of comprehension will have more gain in 
knowledge compared to another person who has less power of 
comprehension. Moreover, the Assistant Directors are 
expected to provide the technical linkage between the 
Research Stations and the farmers' fields. Their role is 
to teach the Agricultural Offleers and Agricultural 
Demonstrators through whom the innovations are passed on 
to the farmers. Therefore there is compelling need for 
them to keep themselves abrust of the latest technology. 
Further, they have a major role to play in the process of 
knowledge flow from the research stations to farmers* fields. 
This, again, demands sound knowledge base and the training 
offered to the Assistant Directors provided a chance for 
them to gain more knowledge which was probably, effectively 
utilised by them. The 'training in audio-visual aids and 
techniques for Assistant Directors' was of peculiar nature, 
which would help them to get new ideas on communication 
through the use of audio-visual aids. As a result of the 
facts explained above, the Assistant Directors of Agriculture 
would have attended the training very seriously and therefore, 
had derived maximum advantage out of the training.

Comparing the other two categoriee of respondents, 
namely the Agricultural Demonstrators and Agricultural 
Officers, the latter had more gain in knowledge than the 
former. The subject matter of the training for Agricultural



Officers was 'pulses end oilseeds production technology' 
which is a current topic for which thrust is given in the 
Twenty Point Programme of the country. The popularisation 
of scientific cultivation of pulses and oilseeds is a 
challenging task for the extension personnel of the State 
Department of Agriculture and so they had a felt need to 
know more and more about the subject. Moreover, the 
educational background of the Agricultural Officers was 
better than that of the Agricultural Demonstrators. Thus, 
the compounding effect of the educational background of 
the trainees and the Importance of the subject matter of 
the training resulted in substantial gain in knowledge by 
the trainees, namely the Agricultural 0£ficer-respondents.

The Agricultural Demonstrators had low educational 
background and experience compared to the Agricultural 
Officers and the Assistant Directors of Agriculture and 
hence their power of comprehension will also be naturally 
lower than that of others. Moreover they had a very high 
perception about the competency of the trainers who handled 
classes in the training. Because of thlsy the Agricultural 
Demonstrators showed reluctance to ask questions and to 
clarify their doubts. As a result of this, the Agricultural 
Demonstrators had low gain in knowledge compared to the 
Agricultural Officers and Assistant Directors of Agriculture.
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2. Association of tha dependant variable withthe 
ArrttPtftifh* YarAafrilti
Results of tha Kruskal-Wallls analysis of Tariioci liit

As detailed elsewhere# the gain in tha professional 
knowledge of tha respondents consequent to their exposure 
to tha respective training programmes was treated as tha 
dependent variable and tha selected characteristies of the 
respondents were treated as the Independent variables for 
the study. An effort was made to ascertain the association 
between the dependent and independent variables by subjecting 
the data to Kruskal-Wal1is analysis of variance test and 
the results are presented in Table 2.

It is evident from the data in Table 2 that there 
was significant association between the educational 
qualification and gain in knowledge of the Agricultural 
Demonstrators. But in the case of Agricultural Officers 
and Assistant Directors, the educational qualification was 
not found to be associated with their gain in knowledge. 
During data collection# it was found that the Agricultural 
Demonstrators showed wide variation in their educational 
backgrounds ranging from S.S.L.C. to graduation. Shis 
variation in educational background will reflect in their 
ability of comprehension. A highly educated person will
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Table 2. Results of Kruskal-Wallis analysis of variance test
Sl. Independent Association with mean gain in
No. variable knowledge

Agricultural Agricultural Assistant 
Demonstrat-* Officers Directors
ors (n ■* 32) (n • 30) (n > 19

1 Age 0.88NS 1.987fiS l.«8BS
2 Education 12.38** 2.81BS -
3 Total experience 4.34NS 2.96BS 2.53BS
4 Experience in T & V System

o .»m S£ 4.45HS 0.61HS

5 frevious trainings 
undergone

15.35** 2.89BS 2.««S

6 Attitude towards 
Extension profes
sion

9.08* 2.35NS 0.75

7 Job satisfaction 6.745* 2.35NS 1.57BS
8 Attitude towards 

T 6 V System 4.172*S 3.34BS O.IS*5

9 Workload situation 0.08BS 0. 56S" 1.13BS

* Significant at 556 level of probability
** Significant at 156 level of probability 
N3 Not significant
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<3•finitely have better comprehension of the things taught 
to him in a training situation as compared to a person who 
is less educated. This would lead to the variation in the 
gain in knowledge of the respondents who had different 
educational background. Therefore, it could be explained 
that the association between the level of education and 
gain in knowledge as indicated in the case of Agricultural 
Demonstrators was only natural. Similar results were 
reported by Patel and Socnesundaram (1974) and Kalaichelvan 
(1984). But this finding is in dissonance with the findings 
of Joshl (1980) who reported that there was no significant 
association between education and gain in knowledge of the 
Village level Workers. In the case of Agricultural Officers 
and Assistant Directors the variable, education waa not 
found to be associated with their gain in knowledge. Majority 
of the respondents belonging to these two categories were 
homogenous in their educational status. The lack of 
association between the independent variable - (without 
variation) - and tha dependent variable - (with variation) - 
can be explained on the basis of this statistical reason.

The number of previous trainings undergone by the 
Agricultural Demonstrators showed significant association 
with their geln in knowledge. The respondents belonging to 
this category showed variation in the number of previous



trainings undergone since there were both the fresh 
recruits as well as the experienced hands. The number of 
trainings undergone by the persons with more experience, 
was more then the number of trainings undergone by the 
freshers. Those who had participated in more number of 
trainings showed more gain in knowledge than those who had 
attended only few trainings. This can be explained on the 
basis of the fact that the Agricultural Demonstrators who 
had participated in more number of trainings might have got 
accustomed to the training situation and they will be able 
to make use of the available opportunity to gain more 
knowledge than their fellow Demonstrators with exposure to 
fewer trainings. This finding is in agreement with the 
finding of Kalalchelvan (1984} who established positive and 
significant association between the number; of previous 
trainings undergone and the gain in knowledge.

The attitude of the Agricultural Demonstrators towards 
extension profession was found to be associated with their 
gain in knowledge. Those Agricultural Demonstrators who 
were freshers in the field of extension work might have felt 
frightened due to the challenging and demanding nature of 
the profession and developed an unfavourable attitude towards 
it. But those who were more exposed to the extension work 
might have developed a more favourable attitude towards 
their job. This variation in their attitudes resulted in



an association between the attitude towards extension 
profession and their gain in knowledge.

The variable job satisfaction of Agricultural 
Demonstrators was found to be associated with their gain 
in knowledge. Job satisfaction is a product of the type
of job as such and the environmental situations in which the
job has to be performed. Those who had better job satisfact
ion would like their job and would try to perform their job 
in better ways. Tha training offered to them will facilitate 
in providing more knowledge with which they can perform
their duties in an effective manner. Thus, the respondents
with more job satisfaction had more gain in knowledge 
compared to the respondents with less job satisfaction. Tha 
above mentioned facts explain the association between the 
Job satisfaction of Agricultural Demonstrators and their 
gain in knowledge.

All tha other independent variables such aa 'aga',
'total experience*# 'experience in Training and Visit System*, 
'attitude towards Training and Visit System' and 'workload 
situation' did not show significant association with tha 
gain in knowledge in the ceee of Agricultural Demonstrators.

The Agricultural Officers snd Assistant Directors ware 
almost identical in their response with respect to the
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independent variables* end therefore the variations in the 
independent variables ware not significant* This will 
explain why there was no significant association between 
the dependent variable - gain in knowledge of the two 
categories of the respondents - and the independent 
variables.

J. E«latsMfift, aafl„.»smsy,
m ining PEpgratEitti

A measure of the adequacy of coverage of different 
topics dealt with in the training and their usefulness was 
taken by calculating the treatment-utility Indices of the 
training programmes. The treatment of the topics and their 
usefulness were measured separately by calculating the mean 
treatment and utility scores for ea^h topic*

3.1* Perception about the treatment of the topics dealt
with in the training for the Agricultural Demonstrators

A perusal of Table 3*1 shows the respondents' perception 
about the treatment of the topics dealt with in tha 'Training 
in plant protection* as perceived by the Agricultural 
Demons tra tore.

The adequacy of coverags of the topics mostely depends 
on the efficiency of the trainer. A well prepared trainer
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T«bl« 3.1. Perception about the treatment of the topics
dealt with in the training for the Agricultural
Demonstrators n ** 32

si.
No.

Topics Mean score 
for treat
ment

Rank

1 Importance of pest control in 
crop production - symptoms of 
damages

3.22 2

2 Principles and methods of pest 
control

3.38 1

3 Major pests of paddy 2.81 14
4 Major pests of coconut 3.19 3
5 Major pests of fruits 2.72 17
6 Chemical control of pests 2.94 10
7 Synthetic insecticides 2.75 15.5
e Integrated pest management 3.16 4
9 study of the pests of pulses 

and vegetables
2.84 13

10 Identification of pests of 
plantation crops, spices and 
fruits

2.75 15.5

11 Non-insect pests - rodents - 
nature of damages and control

2.56 18

12 Plant protection equipment 
operation and maintenance

3.06 6.5

13 Importance of plant diseases 3.09 5
14 Principles of plant disease 

control
3.06 6.5

15 Control of plant diseases by 
chemicals

2.97 9

16 Preparation and use of fungicides 3.03 e

17 Soil borne and seed borne diseases 2.91 n
18 Major disease problems of Kerala 

and their causes identification 
and control

2.re 12



can cover the assigned topic with In the limited period of 
time in such a way as to give maximum benefit to the trainees.

Out of the eighteen topics covered in the 'Training in 
plant protection' the Agricultural Demonstrators perceived 
the topic 'Principles and methods of pest control1 as most 
adequately covered. 'Importance of pest control in crop 
production - symptoms and damages' was the next best covered 
topic in the training. Apart from this, the topics 'Major 
pests of coconut* (3rd rank) and 'Integrated pest management* 
(4th rank) were also percsived to be adequately covered by 
the trainers.

The topic 'Non-insect peste-rodents nature of damages 
and control* (16th rank) was perceived as the most inadequately 
covered topic in the training. Similarly# the topics 'Major 
pests of fruits* (17th rank)# 'Synthetic Insecticides' (rank 
value 15.5) and 'Identification of pests of plantation crops# 
spices and fruits' (rank value 15.5) were also Inadequately 
treated according to the respondents.

Psrcejp-UQn about ttos-ntlll.tr of the topics, dealt with 
ln the,trstlning fQr the .Agrlcultura 1 Demonstrators

The topics dealt with in the 'training in plant 
protection* were eseessed for their utility as perceived by
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Table 3.2. Perception about the utility of the topics

dealt with in the training for the Agricultural
Demonstrators n ■ 32

Si.
No.

Topics Kean score Rank 
for

_______________________________ ^___________________________________ utility

1 Importance of pest control in crop 
production - symptoms of damages

3.28 1

2 Principles and methods of pest 
control

3.25 2

3 Major pests of paddy 2.94 12.5
4 Major pests of coconut 3.13 6
S Major pests of fruits 2.91 14.5
6 Chemical control of pests 3.03 8.5
7 Synthetic insecticides 2.75 16
e Integrated pest management 3.19 3.5
9 Study of the pests of pulses and 

vegetables
2.97 10.5

10 Identification of pests of 
plantation crops, spices and fruits

2.69 17

11 Non-insect pests - rodents - nature of damages and control
2.66 18

12 Plant protection equipment - operation and maintenance
3.19 3.5

13 Importance of plant diseases 3.13 6
14 Principles of plant disease control 3.13 6
15 Control of plant diseases by chemicals 2.94 12.5
16 Preparation and use of fungicides 3.03 8.5
17 Soil borne and seed borne diseases 2.97 10.5
18 Major disease problems of Kerala 

and their causes identification 
and control

Overall mean

2.91

3.01

14.5



the Agricultural Demonstrators and the results are furnished 
in Table 3.2,

Data in Table 3.2 Indicate that the topic *Importance 
of pest control in crop production - symptoms and damages * 
was the topic which was perceived by the Agricultural 
Demonstrators as having the highest utility. The 2nd rank* 
with respect to utility was given to the topic 'Principles 
and methods of pest control'. The topics 'Integrated pest 
management' and * Plant protection equipment - operation 
and maintenance' were also perceived as having high utility 
for which the rank value given was 3.5 each.

The most inadequately treated topic, namely, *Hon- 
lnsect pests - rodents - nature of damages and control' was 
perceived as the least useful topic by the trainees for 
which the utility rank given was 16th. The 17th and 16th 
ranks were given to the topics 'Identification of pests of 
plantation crops - spices and fruits* and 'Synthetic 
insecticides'.

3*3. Ml-Cf .fltaltLKitfr.IP
Ifts tpa.4pipg foEjh&^q£.igaitar9l

Table 3.3 relates to the results of cumulative ratings 
of the topics on their treatment and utility dimensions by 
the Agricultural Demonstrators.



Table 3.3. Treatment - Utility Indices of the topics
dealt with in the training for the Agricultural
Demonstrators (n * 32)

Si.
Kc.

Topic Treatment Ranh
Utility
index

1 Importance of pest control in crop 
production - Symptoms of damages

68.35 2

2 Principles and Methods of pest 
control

69.92 1

3 Major pests of paddy 54.29 14
4 Major pests of coconut 64.64 5
5 Major pests of fruits 51.76 15
6 Chemical control of pests 58.20 9
7 Synthetic insecticides 50.78 16
8 Integrated pest management 65.23 3
9 study of the pests of pulses and 

vegetables
55.08 12

xo Identification of peste of plantation crops# spices and fruits
49.02 17

11 Non-insect pests - rodents - 
nature of damages and control

47.07 18

12 Plant protection equipment - 
operation and maintenance

65.04 4

13 Importance of plant diseases 62.70 6
14 Principles of plant disease control 61.72 7
15 Control of plant diseases by 

chemicals
57.23 10

16 Preparation and use of fungicides 60.16 8

17 Soil borne and seed borne diseases 56.05 11
18 Major disease problems of Kerala 

and their causes# identification 
and control

Overall mean

54.30

58.43

13
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Data in Table 3.3 show that the overal 1 mean of the 
treatment-utility indices of the eighteen topics was 58.43 
while the maximum possible was 100. The treatment-utility 
indices of the different topics ranged from 47.07 to 69.92. 
This Indicates that mourn topics we re treated adequately 
which were very useful while some of them were treated 
Inadequately which were not useful. The treatment-utility 
index of the individual topics depends on the efficiency of 
the trainer who handled the classes.

The topics 'Principles and methods of pest control'#
' Importance of pest control in crop production - symptoms 
of damages' and 'Integrated pest management' were accorded 

the top three ranks respectively on the treatment and 
utility dimensions by the respondents.

The treatment-utility indices were the lowest for the 
topics 'Non-insect pests - rodents - nature of damages and 
control' I18th rank), 'Identification of pests of plantation 
crops# spices and fruits' (17th rank) and the 'Synthetic 
insecticides* (16th rank).

3.4. ftotpMga flteit .taptetf
, to,,fltoi „tar«totoaLJar, ..ttof,. taEtaHtoralr

The Agricultural Officers were asked to indicate their 
perception about the treatment (coverage) of the topics
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Table 3.4. ParctptlOB about the tnatnant of tho topic#
dealt with in tho training for the Agricultural
Officers (n * 30)

SI.
No.

Topic Moan seoro Rank 
fortreatment

1 Pulses and oil seeds production 3.13 3.5
possibilities and constraints in 
Kerala

, 2 Sesamurn varieties and management 2.80 12
practices

3 Cowpea varieties and management 2.87 10
practices

4 Varieties and management practices 2.67 14
of pulses other than cowpea

5 Diseases of pulses crops and their 2.93 7.5
control

6 Bio-fertilizers for pulses 3.10 5
7 Nitrogen economy of cropping 2.80 12

systems with pulses
8 Varieties and management practices 2.33 17

of sunflower and groundnut
9 Plant protection in oilseed crops 2.53 15
10 Pulse production in commend area 2.93 7.5
11 Pests of pulses and oilseed crops 2.40 16

and their control
12 Crop improvement in pulses and 2.97 6

oilseeds in Kerala
13 Symbiotic nitrogen fixation and 3.13 3.5

factors affacting it
14 Pulses in rice base! cropping system 2.80 12
15 Nutritive value of pulsee and oil 3.47 1seeds
16 Fertiliser management of oil seed 2.90 9

crops
17 Extension strategies for pulses 3.20 2

oil seeds production
Overall mean 2.88



dealt with in tha * training in pulses and oilseeds production 
technology' and the results are furnished in Table 3.4.

On an examination of the results in Table 3.4, it is 
evident that the respondents had perceived the topics 
'Nutritive value of pulses and oilseeds'* ’Extension 
strategies for pulses and oilseeds production'# 'Pulses and 
oilseed production - possibilities and constraints in Kerala' 
and 'Symbiotic nitrogen fixation and factors affecting it' 
as the most adequately covered topics in their rank order.

The most inadequately covered topics as perceived by 
the Agricultural Officers were *varieties and management 
practices of sunflower and groundnut' (17th rank), 'Fasts 
of pulses end oilseed crops and their control' (16th rank), 
and 'Plant protection in oilseed crops' (15th rank).

3 . s . PirfiiaU ffB u U l t e

in the training for the Agricultural Officers

The topics dealt with in the 'training in pulses end 
oilseeds production technology* were assessed for their 
utility as perceived by the Agricultural Officers and the 
results ars given in Table 3*5.

A cursory glance et the date in Table 3.5 brings to 
focus some interesting findings. The topic 'Nutritive 
value of the pulses and oilseeds' which was ranked first for
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Table 3.5. Perception about tha utility of tha topic
dealt with in tha training for tha Agricultural
Officara (n » 30)

Si. ItafR Mean acora Rank
No. forutility

1 Fulses and oil saada production 
poeibilitiea and constraints in 
Kerala

3.47 2

2 Sesamum varieties and management 
practices

3.27 6

3 Cowpea varieties and management 
practices

3.30 5

4 Varieties and management practices 
of pulses other than covpee

3.00 13

5 Diseases of pulse crops and their 
control

3.17 8

6 Bio-Fertilisers for pulses 3.23 7
7 Nitrogen economy of cropping 

systems with pulses
3.10 9

8 Varieties and management practices of sunflower and groundnut
2.93 14

9 Plant protection in oil seeds 
crops

2.13 17

10 Pulse production in command area 3.03 12
11 Pests of pulses and oil seed 

crops and their control
2.P3 16

12 Crop improvement in pulses and 
oil seeds in Kerala

2.87 15

13 Symbiotic Nitrogen fixation and 
factors affecting it

3.43 3

14 ulses in rice based cropping 
system

3.07 10

15 Nutritive value of pulses and oil seeds
3.53 1

16 Fertiliser management of oil seed 
crops

3.07 10

17 Extension strategies for increas
ing pulses end oil seeds 
production

Overall mean

3.43

3.11

3



its treatment aspect# el so was the foremost when the 
utility dimension was considered. 'Pulses end oilseeds 
production possibilities end constraints in Kerala* was 
the topic which was plscsd as 2nd for its utility when 
compared to other topics. The topics 'Symbiotic 
nitrogen fixation end factors affecting it* and 'Extension 
strategies for increasing pulses and oilseeds production* 
were also ranked as highest in their utility dimension 
for which the rank value given were 9.5 each.

The lowest utility rank was glvan for the topic 
'Plant protection in oilseed crops*. The topic 'Paste of 
pulses and oilseed crops and their control' was given 16th 
rank with respect to its utility for which the treatment 
rank was also the same. 'Crop improvement in pulses and 
oilseeds in Kerala (15th rank)' and 'Varietiaa and managament 
practices of sunflower and groundnut* (14th rank) wars also 
perceived as low on their utility dimension.

3.6.  SRBtei., fllii&LKlJft
i n  t h e  t r a i n i n g  f o r  t h e  A g r i c u l t u r a l  O f f i c e r s

The treatment-utility indices of the topics dealt with 
in the training for the Agricultural Officers are presented 
in Table 3.6.
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Si. Topics Treatment Rank
Ho. utility

index

Table 3.6. Treatment - Utility Indices of the topics
dealt with In the training for the Agricultural
Officers (n - 30)

1 Pulses and oil seeds production possibilities and constraints 
in Kerala

68.75 3.5

2 Sesamam varieties and management 
practices

58.33 8

3 Cowpea varieties and management 
practices

58.75 6.5

4 Varieties and management 
practices of pulses other than 
cowpea

51.67 14

5 Diseases of pulse crops and their 
control

60.63 5

6 Bio-Fertilisers for pulses 54.17 12.5
7 Nitrogen economy of cropping 

systems with pulses
56.25 10

e Varieties and management practices 
of sunflower and groundnut

44.17 17

9 Plant protection in oilseed crops 50.63 15
10 Pulse production in command area 58.75 6.5
11 Pests of pulses and oilseed 

crops and their control
44.58 16

12 Crop improvement in pulaes and 
oil seeds in Kerala

54.17 12.5

13 Symbiotic Nitrogen fixation and 
factors affecting it

66.75 3.5

14 Pulses in rice based cropping system
55.21 11

15 Nutritive value of pulses and 
oil sseds

77.71 1

16 Fertiliser management of oil seed 
crops

57.29 9

17 Extension strategies for 
increasing pulses and oil seeds 
production

Overall mean

70.83

58.27

2
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The data in Table 3.6 indicate that the overall mean 
of the treatment-utility indices was 58.27 and the treatment- 
utility indices of the seventeen topics ranged from 44.17 
to 77.71.

The highest treatment-utility index was for the topic 
‘Nutritive value of pulses and Oilseeds* followed by 
'Extension strategies for increasing pulses and oilseeds 
production* (2nd rank). The topics 'Pulses and oilseeds 
production possibilities and constraints in Kerala' and 
'Symbiotic Nitrogen fixation and factors affecting it* were 
also having high treatment-utility indices compared to other 
topics for which the rank values given were 3.5 each.

The treatment-utility indices were the lowest for the 
topics 'Varieties and management practices of sunflower and 
groundnut* (17th rank). 'Pests of pulses and oilseed crops 
and their control* (16th rank)and 'Plant protection in 
oilseed crops' (15th rank).

3.7. Perception about the treatment of the topics dealt
to, tfw.feraWflg PAxss&s i a

The topics dealt with in the 'training in audio-visual 
aids and techniques * were assessed for their treatment 
(coverage) as perceived by the Assistant Directors and the 
results are given Table 3.7.
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Tabls 3.7. Perception about tha treatment of the topics 
dealt with in the training for Assistant 
Directors (n ■ 19)

si.
Ho.

Item Pear, score 
for treatment

RanV

1 Introduction to audio-visual aids 
and communication media (Theory)

2.68 11.5

2 Classification and study of audio
visual aids (Theory)

2.84 6.5

3 Role of mass media in dissemination 
of agricultural information, types 
of information materials (Theory)

2.84 6.5

4 Hole of mass media in dissemination 
of agricultural information, types 
of information materials (Practicals)

2.68 11.5

5 Writing script for information 
materials (Theory)

3.95 1

6 Writing script for information 
materials (Practicals)

2.84 6.5

7 Non projected visual aids (Theory) 2.84 6.5
8 Hon projected visual aids (Practicals) 2.79 9.5
9 Basic principlaa in photography 

(Theory)
1.84 18.5

10 Practical hints in photography 
(Practicals)

1.84 18.5

11 Preparation of slides and alids 
story (Theory)

2.47 14.5

12 Preparation of slides and slide 
story (Practicals)

2.16 17

13 Projected visual aids (Theory) 2.47 14.5
14 Handling and operation of projected 

visual aids (Practicals)
2.21 16

15 How to give a radio talk (Theory) 2.89 4
16 How to prepare visual aids (Theory) 2.79 9.5
17 Three dimensional visual aids 

(Theory)
2.63 13

18 Oral communication and public address 
system (Theory)

3.26 2

19 Oral communication and public address 
system (Practicals)

Overall mean
3.11
2.70

3



A perusal of tha Table 3.7 shows that the topic 
'writing script for information materials (Theory)' was 
adequately covered in the training as perceived by the 
Assistant Directors. The second and third ranks with 
regard to the treatment of the topics were given to 'Oral 
communication and public address system (Theory)* and 
'Oral communication and public address system (Practicals)' 
respectively.

The topics 'Basic principles in photography (Theory)* 
and 'Practical hints in photography (Practicals)' were 
perceived ss the most inadequately covered topics in the 
training, for which the rank values given were 18.5 each. 
Similarly, the topics 'Preparation of slides and slide 
story (Practicals)' (17th rank) and 'Handling and operation 
of projected visual aids (Practicals)* (16th rank) were 
also inadequately treated, according to the respondents.

3.e. Perception about the utility ofthe topics dealt with 
to tot t r a i n s  for *§ utotan.l, QiatsP?**

The respondents were asked to indicate their perception 
about the utility of the topics dealt with in the 'training 
in audio-visual aids and techniques' and the results are 
shown in Table 3.8.
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Table 3,8. Perception about the utility of the topics 

deelt with In the training for Assistant 
Directors (n * 19)

si.
No.

Item Hean score 
for
utility

*ank

1 introduction to audio-visual aids 
and communication media (Theory)

3.16 8

2 Classification and study of audio
visual aids (Theory)

3.21 5.5

3 Role of mass media in dissemination 
of agriculture Information types of 
information materials (Theory)

3.11 10.5

4 Role of mass media in dissemination 
of agriculture Information types of 
information materials (Practicals)

3.05 12

5 Writing script for information 
materials (Theory)

3.21 5.5

6 Writing script for information 
materials (Practicals)

3.16 8

7 Non projected visual aids (Theory) 3.26 3.5
8 Non projected visual elds 

(Practicals)
3.16 8

9 Basic principles in photography 
(Theory)

2.42 18
10 Practical hints in photography 

(Practicals)
2.37 19

11 Fraparatlon of slides end slide story (Theory) 2.74 16
12 Preparation of slides end elide 

story (Practicals)
2.58 17

13 Projected visual aids (Theory) 2.84 15
14 Handling and operation of projected 

visual elds (Practicals)
2.95 14

15 How to give a radio talk (Theory) 3.26 3.5
16 How to prdpare visual aids (Theory) 3.11 10.5
17 Three dimensional visual aids 

(Theory) 3.00 13
18 Orel communication end public

address system (Theory) 3.47 1
19 Oral communication and public 

address system (Practicals)
Overall mean

3.37

3.02

2
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The data in Table 3.8 revealed that generally, the 
topics with higher treatment mean scores were having higher 
utility mean scores also, The topics *Oral communication 
and public address system (Theory)* and 'Cral communication 
and public address system (Practicals)1 were given 1st and 
2nd ranks with respect to their utility. A rank value of
3.5 was given for the topics 'How to give e radiotalk 
(Theory)' and 'Non-proJected visual aids (Theory)* based on 
their utility.

The roost inadequately treated topics namely^ ' * ractlct»l 
hints in photography (Practicals)* and 'Basic principles in 
photography (Theory)' were also perceived as the least 
useful topics by the trainees for which the utility ranks 
given were 19th and 18th respectively. The utility mean 
scores of the topics 'Preparation of slides and slide story 
(Theory)' (16th rank) and 'Preparation of slides and slide 
story (Practicals)' (17th rank) were also low when compared 
to other topics dealt with in the training.

3.9. Treatment-utility indices of the toolca dealt with
to M m ,, frratoiafl., tos flu,,  P t o w M m

The cumulative ratines of the topics dealt with in 
the 'training in audio-visual elds and techniques* on their 
treatment and utility dimensions as perceived by the 
respondents are furnished in Table 3.9.
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Table 3.9. Treatment-utility indices of the topics dealt 
with in the training for Assistant Directors

(n - 19)
SI.No. Topic Treatment Rank

utility
index

1 Introduction to audio-visual aids 54.28 11
and communication media (Theory)

2 Classification and study of audio- 57,89 6
visual aids (Theory)

3 Role of mass media in dissemination 55.92 8.5
of agricultural information typesof information materials (Theory)

4 Role of mass media in dissemination 51.97 12
of agricultural information types of 
information materials (Practicals)

5 Writing script for information 60.53 3
materials (Theory)

6 Writing script for information 57.24 7
materials (Practicals)

7 Non projected visual aids (Theory) 58.85 5
B Non projected visual elds

(Practicals)
9 Basic principles of photography 28.95 18

(Theory)
10 Practical hints in photography 28.29 19

(Practicals)
11 Preparation of slides and slide 42.11 15

story (Theory)
12 Preparation of slides and slide 35.20 17

story (Practicals)
13 Projected visual aids (Theory) 44.74 14
14 Handling and operation of projected 41.45 16

visual aids (Practicals)
15 How to give a radio talk (Theory) 60.20 4
16 How to prepare visual aids (Theory) 54.61 10
17 Three dimensional visual aids 50.99 13(Theory)
18 Oral communication and public 71.71 1

address system (Theory)
19 Oral communication and public 66.12 2address system (Practicals)

Overall mean 51.42
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A perusal of the data in Table 3.9 gives a general 
idea about the respondents' perception about the treatment 
and utility of the topics dealt with in the * training in 
audio-visual aids and techniques*. The overall mean of the 
treatment-utility indices of the 19 topics dealt with the 
training was 51.42 and the mean treatment-utility indices 
ranged from 26.29 to 71.71.

The highest treatment-utility index was for the topic 
'Oral communication and public address system (Theory)' 
followed by 'Oral communication and public address system 
(Practicals)' (2nd rank) and the 3rd rank with respect to 
the treatment-utility index was given for the topic 'Writing 
script for information materials (Theory)'.

The treatment-utility indices were the lowest for the 
topics 'Practical hints in photography (Practicals)* (19th 
rank), 'Basic principles of photography (Theory)* (18th 
rank) and 'Preparation of slides and slide story (Practicals)* 
(17th rank).

The treatment-utility Indices of the three training 
programmes namely 'Training in plant protection', 'Training 
in pulses and oilseeds production technology* and 'Training 
in audio-visual aids and techniques* were 58.43, 56.27 and 
51.42 respectively (Fig,3). The highest treatment-utility



Index was for ’training In plant protaction* which waa 
offered for the Agricultural Demonstrators. Next to this 
was the 'training in pulses and oilseeds production technology* 
offered for the Agricultural Officers. Comparing the three 
training programmes# the treatment-utility index was the 
lowest for the 'training in audio-visual aids and techniques 
for the Aasistant Directors'. This shows that as the cadre 
goes to the higher level of hierarchy# the treatment-utility 
indices of the training programmes show a declining trend.
This could be explained by the following reasons. The 
Agricultural Demonstrators who are the extension personnel 
in the lowest cadre in the Department of Agriculture might 
be having higher expectations about the training institutions 
as well as about the competency of the trainers in the 
training institutions. They considered the trainers in the 
KAU as highly competent and superior to them in Knowledge. 
Therefore# the Demonstrator trainee perceived the treatment 
and utility of the topics handled by them in the training as 
high. The Agricultural Officers had the next beat perception 
about the treatment and utility of the topics dealt with in 
the training. It is interesting to note that majority of 
the Agricultural Officer participants of the training had 
completed their basic degree from the KAU. They were familiar 
with most of the trainers in the KAU. The respect the
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trainees had towards the trainers as their teachers would 
have prompted the Agricultural Officer trainees to rate 
the topics in the training programme fairly high in the 
ladder of treatment-utility.

The third category of respondents namely Assistant 
Directors of Agriculture had given 51.42 as the treatment- 
utility index for their training which is lesser than the 
treatment-utility indices of the other two training programme®. 
This category of trainees ere having more experience, more 
exposure to field situations and many of the® are as old as 
the trainers or older than the trainers in the training 
Institutions. These officer trainees demanded better 
treatment of the topics by the trainers to match the 
expertise end experience of the trainees. Probably, the 
matching of expectations of ths trainees with the expertise 
of the trainers left a little more to be desired and 
therefore, the ratings might have gone down.

«• PtrgfgUpp atom tint,. ticiAntog M.j&s&glflgy

4.1. Perception about thetralnlaq methodology- Pro-training 
stage

The respondents belonging to all the three categories 
namely Agricultural Demonstrators, Agricultural Officers and 
Assistant Directors were asked to Indicate their perception
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about the training methodology followed in the three stages 
of training namely, pre-training stage, in-training stage 
and post-training stage.

Data in Table 4.1 reveal the respondents' perception 
about the training methodology in the pre-training stage.

The Agricultural Demonstrators had relatively better 
perception about the training methodology aspects namely 
'Timeliness of information about the training*, 'Preparation 
of schedule of classes and 'Selsction of subject matter for 
training*, in that order. But they had very low perception 
about the 'Selection of venue for training* for which the 
mean perception score was the lowest. The 7th and 6th ranks 
with respect to the perception of the respondents was for 
the training methodology aspects namely 'Selection of 
duration of training* and 'Selection of practicals for 
training*.

The Agricultural Officers had high perception about 
the training methodology aspects namely 'Selection of subject 
matter for training*, 'Selection of practicals for training* 
and 'Selection of topics for training*. 'Selection of 
duration of training', 'Selection of venue for training* 
and 'Preparation of schedule of classes' were the topics 
for which the Agricultural Officers had low perception.



Table 4.1. Perception about the training methodology pre
training stage

>ip h w o

Si. Training Agricultural Agricultural Assistant
Ho. methodology aspect Demonstrators Officers Directors

(n * 3:2) (n * 30) (n » 19)
he an Hank He an Hank Haan Hank
peree- perce- perce
ption ption ption
score score score

1 Timely information 3.97 1
about the training

2 Preparation of 3.81 2
schedule of classes

3 The selection of 3.78 3
subject matter for
training

4 The selection of 
topics for training

5 Preparation of 
training notes

6 Hie selection of 3.56 6
practicals for
training

7 The selection of 3.53 7
duration of training

8 The selection of 2.09 8
venue for training

3.70 4 3.74 1.5

3.40 6.5 3.11 6

3.93 1.5 3.66 3.5

3.75 4.5 3,83 3

3,75 4.5 3.63 5

2.47 8

3.74 1.5

1.79 8

3.93 1.5 2.95 7

3.16 5

3.40 6.5 3.68 3.5

He an 3.53 3.54 3.23
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The Assistant Directors of Agriculture had high 
perception about the 'Timeliness of information about the 
training' and 'Selection of topics for training' for which 
the rank value given was 1*5 each. They also had high 
perception about the 'Selection of subject matter for 
training* (rank value 3,5) and the 'Selection of venue for 
training' (rank value 3,5), The 'Preparation of training 
notes'# 'Selection of practicals for training* and '*reparation 
of schedule of classes were not to the liking of the 
Assistant Directors for which they had given the 6th, ?th 
and 6th ranks respectively.

In general# the 'Selection of subject natter for 
training* was appreciated by all the three categories of 
respondents namely Agricultural Demonstrators, Agricultural 
Officers and Assistant Directors.

The 'Selection of topics for training' was also 
perceived as equally good by all the three categories of 
respondents. The Agricultural Demonstrators and Agricultural 
Officers had better perception about the 'Preparation of 
training notes* compared to the Assistant Directors, The 
Agricultural Officers had perceived the 'Selection of 
practicals for training' as extremely good (rank value 1,5), 
This reflects the care taken toy the Course Directors 
concerned while formulating the practical sessions. This
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was not observed in the case of Agricultural Demon a tr a tor s 
and Assistant Directors. All the three categories of 
respondents perceived the 'duration of training' as equally 
bad. and they opined that the duration of training was 
inadequate. Regarding the selection of venue for the 
trainings, when the Assistant Directors endorsed the selected 
venue (rank value 3.5) the Agricultural Demonstrators and 
Agricultural Officers denounced it (rank 8th and rank value
6.5 respectively).

Regarding the 'training in plant protection* it was 
evident that the Course Director had taken care to give 
timely information to the trainees about the training and 
to salect appropriate subject matter for the training.
The schedule of classes prepared by him was also appreciated. 
But the selection of venue, duration and practical classes 
were not properly done according to the Agricultural 
Demonstrator-respondents•

In the case of 'training in pulses and oilseeds 
production technology' the 'Selection of subject matter*. 
'Selection of practicals* and 'Selection of topics for 
trainin were highly appreciated by the Agricultural 
Off ice r-reapondent*. But the trainees opined that the 
'Selection of duration of training*. 'Selection of venue 
for training* and the 'Preparation of schedule of classes'
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were not adequately taken care of by the Course Directors.

The selection of topics for the * training in audio
visual aids and techniques' was highly perceived by the 
Assistant Directors. It was also evident that the trainees 
were given timely information about the training. The 
subject matter and venue selected for the 'training in 
audio-visual aids and techniques* were also appreciated by 
the Assistant Director-respondents.

4.2. Perception about the, training methodology - in-traiaiag 
ffeftflf

The data relating to the respondents' perception about 
the training methodology aspect# of the in-training stage 
are given in Table 4.2.

The results in Table 4.2 indicate that out of the 
thirteen training methodology aspects, the Agricultural 
Demonstrators had highest perception about the 'competency 
of the trainers*. The 'training method followed by trainers* 
was given 2nd rank by the Agricultural Demonstrators, ether 
training methodology aspects for which the Agricultural 
Demonstrators had given high perception scores were * seating 
arrangements in the training hall' (3rd rank), 'Quality of 
audio-visual aids used by trainers' (rank value 4.5) and
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Table 4,2. Perception about the training methodology in training 
a tag#

81* Training Agricultural Agricultural Aasiatant 
Demonstrators Officers Directors

aspect (n ■ 32) (n • 30) (n * 19)

Keen Rank 
perce
ption 
score

Mean
perce
ptionscore

Rank Mean
perce
ption
score

Rank

— — — — — — —
1 The competency of the 

trainers in general
4.09 1 3.97 2 3.21 8

2 Training method folleered by trainers 3.78 2 3.47 8 3.32 4

3 Seating arrangements 
in tie training hall

3.72 3 3.77 5.5 2.89 11

4 Quality of audio-visual 3.69 
alda used by trainers

4.5 2.9 10 3.26 6.5

5 Lighting arrangements 
in the training hall

3*69 4.5 3.83 3.5 2.63 12

6 Treatment of subject 
matter by trainers

3.66 6.5 3.67 7 3.26 6.5

7 Opportunities for clarification of 
doubts

3.66 6.5 4.00 1 3.32 4

8 Availablity of 
teaching aids

3.63 8 3.10 9 3.32 4

9 Opportunities for 
tralnoes participation

3.59 9.5 3.77 5.5 3.58 1

10 Opportunities for 
flold visits

3.59 9.5 2.17 13 1.58 13

11 Use of Audig-visuolaids by trainers 3.53 11 2.87 11 3.37 2
12 Opportunities for skill practice 3.5 12 2.3 12 3.11 9

13 Ventlllatlon provided 
in the training hall
Mean

2.66

3.60

13 3.63

3.36

3.5 2.95

3.06

lu
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'Lighting arrangements in the training hall' (rank value 
4.3) • But they had very low perception about ' the ventillatlon 
provided in the training hall* (13th rank) for which the 
mean perception score was the lowest. The 12th rank was 
assigned to the training methodology aspect namely 
'Opportunities for skill practice'. Eventhough, the 
Agricultural Demonstrators had evaluated the 'Quality of 
audio-visual aids used by the trainers* (rank value 4.5) 
as good, they had low perception about the 'Use of audio
visual aids by trainers' (11th rank). This gave evidence 
to the fact that the trainers had not taken enough pains to 
utillsa the available audio-visual aids in the proper way 
to support the presentation of the topics by them.

The Agricultural Officers had high perception about 
the training methodology aspects namely 'Opportunities for 
clarification of doubts *, and the 'Competency of the trainers 
in general'. They appreciated the lighting arrangements as 
well as the ventillatlon provided in the training hall.
They were not satisfied with the training methodology aspects 
namely, 'Opportunities for field visits*. 'Opportunities 
for skill practice' and the 'Use of audio-visual aids by 
trainers*•

The Assistant Directors of Agriculture had perceived 
the 'Opportunities for trainees participation' and the 'Use
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of Audio-visual aids by trainers* as good* they had 
given equally higher rating for the training methodology 
aspects namely 'Training method followed by trainers', 
'availability of teaching aids' and 'Opportunities for 
clarification of doubts* (rank value 4 each). 'Opportunities 
for field visits'. 'Lighting arrangements in the training 
hall * and 'Seating arrangements in the training hall* were 
not appreciated by the Assistant Directors of Agriculture 
for which they had given 13th. 12th and 11th ranks 
respectively.

Comparing the three training programmes, the trainers 
who took classes for the * training in plant protection* 
were perceived to be competent to cover the topice assigned 
to them adequately. The Agricultural Officers also perceived 
the trainers who took classes in the 'training in pulses 
and oilseeds production technology* as adequately competent. 
But the Assistant Directors had very poor perception about 
the competency of the treiners who took classes for the 
'training in audio-visual aids and techniques'. 'Training 
method followed by the trainers' was equally appreciated by 
Agricultural Demonstrators and Assistant Directors, but the 
Agricultural Officers did not endorse this. The ’Opportunit
ies for field visits' and 'Opportunities for skill practice* 
were the aspects which were not well perceived by all the
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three categories of respondents. 'Use of audio-visual 
aids by the trainers was not appreciated by the Agricultural 
Officers and Agricultural Demonstrators, but the Assistant 
Directors had high perception about the use of audio-visual 
aids by the trainers. This might be due to the fact the 
subject matter for the training of Assistant Directors was 
'Audio-visual aids and techniques*. 'Opportunities for 
clarification of doubts' was perceived differently by the 
three categories of respondents. The Agricultural Officers 
had given the 1st rank for the particular training 
methodology aspect in the in-training stage while the 
Assistant Directors assigned the 4th rank for it and the 
Agricultural Demonstrators had given a rank value 6.5 for 
this particular training methodology aspect. This pattern 
of results in this context could be attributed to the 
horrophily-heterophily nature existing between the trainees 
on the one hand and the trainers on the other. This will 
also explain why the three categories of respondents 
differed in their perception about the 'Opportunities for 
trainees participation.

Thus, in the 'training in plant protection* the 
trainers were perceived to the competent to handle the 
classes and that they used proper training methods to 
present the assigned topics to them. The Course Director
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of the training took enough care to provide the trainees 
a training hall with good seating and lighting arrangements. 
The trainers were provided with good quality audio-visual 
aids for supporting their classes* It was also pertinent 
to note that the trainees were not provided with adequate 
opportunities for skill practlcs and field visits* The use 
of audio-visual aids by trainers in the 'training in plant 
protection1 wee also not appreciated by the trainees.

The trainees who participated in the * training in 
pulses and oilseeds production technology* were provided 
with adequate opportunities for the clarification of their 
doubts. The trainees also had higher perception about the 
competency of the trainers who took classes for them. The 
opportunities for field visits and skill practice provided 
for the Agricultural Officers wars not to their liking.
As in the case of Agricultural Demonstrators* the Agricultural 
Officers also had low perception about the use of audio-visual 
aids by the trainers who took classes in the 'training in 
pulses and oilseeds production technology*.

In the case of 'training in audio-visual aids and 
techniques' the opportunities provided for the trainees 
participation' in the training was highly appreciated by the 
trainees. The trainees also had e high perception about the 
'use of audio-visual aids by the trainers*. The 'availability
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of teaching aids*# *tha training method followed by the
trainers' as well as tha 'Opportunities provided for

ofclarificationAdoubta* wore highly appreciated by tha 
trainees who participated in the 'training in audio-visual 
aids and techniques'.

Perception about the_training Bsetfapdology - post-training 
stage

The respondents perception about the post-training 
methodology aspects are given in Table 4.3.

The results in Table 4.3 point out that out of the 
three post-training aspects of the training programme, all 
the three categories of respondents namely the Agricultural 
Demonstrators# Agricultural Officers and Assistant Directors 
of Agriculture had highest perception about 'Monitoring and 
evaluation of training'. This particular aspect of the 
training programme is very important because monitoring and 
evaluation will help in getting feed back from the trainees 
which inturn will help to streamline the training programme.

The Agricultural Officers and Assistant Directors were 
not supplied with the training literature. So they had 
lowest perception about the supply of training notes compared 
to the Agricultural Demonstrators.
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Table 4.3. Perception about the training methodology poet- 
training stage

SI, Training 
No. methodology 

aspect
Agricultural Agricultural Assistant
Demonstrators Officers Directors

(n • 32) (n * 30) (n * 19)
Mean Rank perce
ption 
score

Kean Rank 
perce
ption 
score

Kean Rank 
perce
ption 
score

Monitoring and 
evaluation of 
training

4.03 1 3.83 1 3.26 1

Quality of 
training notes 
supplied

3.94 2 0.00 3 0.00 3

Methodology of 
evaluation of 
training

3.91 3 3.7 3.42 2

Kean 3.96 3.51 3.23
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Even though the Agricultural Demonstrators had highest 
perception about the ’Monitoring and evaluation of training** 
they had lowest perception about the ’Methodology of 
evaluation of training*. The other two categories of 
respondents* namely# the Agricultural Officers and Assistant 
Directors had assigned second rank to the training methodology 
aspect.

s....................... .f £ t Train »?g^,T£flilngrg anfl

Course Directors

5 .1 . c a n g & r f l i B S f . . Q f f ^ ? n i , f a r » l s g r  
SulntB*

The Agricultural Demonstrator-trainees were asked to 
indicate the constraints experienced by them during the 
training .programme and the results of their ratings are 
given in Table 5.1.

The data in Table 5.1 highlight lack cf lodging 
facilities as the most felt constraint by the Agricultural 
Demonstrators. The trainees coming from different parts of 
the state needed lodging facilities for attending the 
training. There is no full-fledged hostel facilities for 
the trainees at the College of Agriculture# Vellayani where 
this training was conducted. Poor facilities for board 
(2nd rank) wee another important problem faced by them.



SI. Constraint Mean Rani
So. score

1 t-oor lodging facilities 3.19 1
2 Poor boarding facilities 3.09 2
3 Inadequate duration of training 2.84 3
4 Insufficient transportation 2.66 4

facilities
5 Me opportunities for skill practice 2.41 S
6 So recreation facilities 2.31 6
7 Inadequate practicals 2.28 7
8 Too many trainees per batch 2.19 8
9 Nobody to care about the trainees 2.16 9.5
10 No opportunities for clarification 2.16 9.5

of doubts
11 Poor seating arrangements in the 2.13 12

training hall
12 Poor audio-visual facilities 2.13 12
13 Irrelevant practical classes 2.13 12
14 leek of field visits 2.12 14
15 Jamming of training schedule 2.09 15

Table 5,1. Constraints experienced by the Agricultural
Demonstrator-trainees (n * 32)
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These limitations can sarlously influence the effectiveness 
of training sinew food and shelter are the primary needs of 
human beings. They were also not satisfied with the duration 
of training programme. Since the subject matter of training 
was plant protection - one of the important factors 
influencing crop production - the field level extension 
workers like the Agricultural Demonstrators must be well 
acquainted with this subject matter. The trainees felt that 
one week time was quite Inadequate to cover the subject 
matter in detail and therefore this particular constraint - 
'Inadequate duration of training' was given 3rd rank by the 
Agricultural Demonstrators'*

Another major constraint experienced by the Agricultural 
Demonstrators was the inadequate transportation facilities. 
Since the Training Service Scheme at the College of 
Agriculture, Vellayani does not have a vehicle exclusively 
for its use, this problem hampers the effective conduct of 
the trainings. Probably, the trainees also felt this 
problem seriously and therefore, they have indicated this 
as a serious constraint.

The least felt constraints by the Agricultural 
Demonstrators were 'Lack of field visits* and 'Jamming of 
training schedule* for which the ranka given were 14th and 
15th respectively. According to the trainees, the training
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schedule was properly planned and arranged, and therefore 
they did not find 'Jamming of training schedule' as a 
serious constraint in the training. This is an Indication 
of the effective scheduling of classes in accordance with 
the level of understanding of the trainees. Since the 
training was in plant protection, the identification of 
pests and diseases in the field situation would help the 
trainees to understand end to internalise in an effective 
manner. Opportunities were given to them for adequate 
field visits which helped in improving the effectiveness 
of the training. Therefore, 'lack of field visits' and 
'irrelevant practical classes' were considered as least 
serious problems by the Agricultural Demonstrators.

5*2* Constraints experienced by the Agricultural Officer-

The results of the ratings of the constraints 
experienced by the Agricultural Officer-trainees ere 
given in Table 5.2.

The results in Table 5*2. point out that the 'Lack 
of opportunities for skill practice'v/as the most felt 
constraint for the Agricultural Officers, 'inadequate 
practicals', 'Lack of field visits* and 'Poor audio-visual 
facilities' were also considered as serious constraints 
by the respondents. It seems that they were not taken to
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Table 5.2. Constraints experienced by the Agricultural 
Officer trainees (n * 30)

Si.
Mo.

Constraint Kean
score

Rank

1 Lack of opportunities for skill practice 3.07 1
2 Inadequate practicals 2.93 2
3 No field visits 2.90 3
4 Poor audio-visual facilities 2.50 4

5 Training literature not distributed 2.40 5

6 Xrrelavent practical classes 2.13 6

7 Poor boarding facilities 1.93 7
8 Inadequate duration of training 1.90 8
9 Irrelevant theory classes 1.87 9
10 Jamming of training schedule 1.83 10.5
11 Poor lodging facilities 1.83 10.5
12 Improper monitoring 1.80 12
13 Insufficient transportation 

facilities
1.77 13

14 Lack of timely information about the 
training 1.73 14

15 Mo recreation facilities 1.63 15



the field* and their practical classes were 
to support the theoretical subject matter explained in the 
classes. Apart from that, the use of audio-visual aids by 
the trainers was also poor. This could be due to either 
the lack of audio-visual facilities at the training centre 
namely the Regional Agricultural Research Station, Pattambi 
or the lack of interest and knowledge on the part of the 
trainers to make use of the audio-visual aids. In aithsr 
case, it warrants immadlate ameliorative measures.

'Lack of recreation facilities' (15th rank) was the 
least fait problem for the Agricultural Officers. The 
trainees were given timely information about the training 
and hence they did not consider it as a serious problem. 
They were almost satisfied with the lodging facilities 
provided for them. 'Improper monitoring* and 'insufficient 
transportation facilities' were also felt as less serious 
constraints by the Agricultural Officers. The trainees 
hostel and vehicles available at the Regional Agricultural 
Research Station, Pattambi were probably utilised fully for 
this training, thereby eliminating a few of the most 
possible constraints which very often impede training 
programmes.

5.3. Constraints experienced bv the Assistant Plrector-

The perception about the constraints experienced by



the Assistant Director - trainees was assessed and the 
results are furnished in Table 5.3.

The rank order of the constraints experienced by the 
Assistant Directors given in Table 5.3 indicates that 
•Lack of field visits' was the moat felt constraint by 
the Assistant Director-trainees. This was possibly due to 
the gap in the expectations of the trainers and trainees.
The Assistant Director-trainees wanted more field visits 
probably because they would have felt it appropriate to 
test what they have learnt and done in the class room and 
laboratory under typical field situations. The trainers 
on the other hand would have thought that it would suffice 
if skills they hava developed (preparation of audio-visual 
aids and it use) now be presented in Laboratory (mock) 
situations only. 'Inadequate transportation facilities' 
was another felt problem for the trainees. Although there 
are vehicles attached to the Training Service Scheme and 
the Communication Centre. Kannuthy, where this training 
was conducted, vehicle was not made available for the use 
of this training. However the reasons for not making a 

vehicle available for the training were not explored. The 
trainees were also not supplied with the training literature 
for ready reference. Just as the Agricultural Demonstrators, 
the Assistant Directors also felt the 'poor boarding
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Table 5.3. Constraints experienced by the Assistant
Director Trainees (n » 19)

Sl. Constraint Mean Rank
No. score

1 Lack of field visits 2.89 1
2 Insufficient transportation 2.68 2

facilities
3 Training literature not distri- 2.63 3

buted
4 loor boarding facilities 2.42 4
5 Nobody to care about the training 2.21 S.5
6 Inadequate practicals 2.21 5.5
7 Poor seating arrangements in the 2.16 6

training hall
6 Nobody to care about the trainees 2.16 8
9 Poor lodging facilities 2.16 &

10 Improper monitoring 2.05 10.5
11 Inadequate duration of training 2.05 10.5
12 Poor audio-visual faellitlas 2.00 12
13 Incompetent trainers 1.95 13.5
14 Lack of opportunities for skill 1.95 13.5

practice
15 Poor evaluation 1.89 15
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facilities' (4th rank) aa a serious constraint.

Hie evaluation of the training conducted was 
appreciated by the Assistant Directors and they considered 
the constraint 'Poor evaluation* as a least serious 
constraint. 'Incompetency of the trainers *, 'Poor audio
visual facilities* and 'Inadequate duration of the training* 
wera the other constraints least felt by the Assistant 
Directors of Agriculture.

5.4. Constraints experienced *>v the Tralner-respondents

The constraints as perceived by the Trainer-respondents 
were also assessed and the results are given in Table 5.4.

As indicated in Table 5.4 the trainers felt highly 
constrained with the 'Lack of opportunities for assessing 
the impact of training*. Within the scheduled time the 
trainers are expected to cover all the topics assigned to 
them and to give a chance to the trainees to get their 
doubts clarified. They should then conduct the assessment 
of training after taking the class which they might have 
found as a difficult task. According tc the trainers.
'Lack of recognition for taking the classes' (2nd rank) 
was another much felt constraint. This requires further 
investigation as the performance of the trainers is one of
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Table 5.4. Constraint* experienced by the Trainer- 
respondente (n » 30)

SI. Constraints Mean RankNo. score

1 Lack of opportunities for assessing 3.07 1
the impact of training

2 Lack of recognition of taking 3.03 2training classes
3 Inadequacy of transporation 3.00 3

facilities for field visit
4 Inadequacy of the training hall 2.93 4

provided
5 Lack of opportunities and facilities 2.67 5.5

for preparing audio-visual aids
6 The trainees are not serious about 2.67 5.5

the training
7 Heterogeneity among the trainees 2.50 7.5
8 Inadequacy of the teaching aids 2.50 7.5

provided
9 Remuneration given for training 2.47 10

is less
10 Lack of facilities for duplicating 2.47 10

lecture notes
11 Lack of timely information about 2.47 10

the training programme
12 Lack of time for adequate preparation 2.43 12
13 Inadequacy of the audio-visual 2.37 13aida provided
14 Lack of timely information about 2.30 14.5

the topics to be covered
15 Lack of timely Information about 2.30 14.5the schedule of the programme
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important factors which determines tha effectiveness cf 
training. 'Inadequacy of transportation facilities for 
field visits' (3rd rank) was also considered as a serious 
problem by the trainers. To take the trainees into the 
fields, a vehicle is inevitable which is supposed to be 
provided by the University. The trainers find it difficult 
to get vehicles at the scheduled time for organising field 
visits.

For the trainers, the 'Lack of getting timely 
information about the schedule of the programme' (rank value 
14.5) was a least felt constraint. They were given 
information about the topics to be covered sufficiently 
earlier. Regarding the availability of audio-visual aids 
also, the trainers had not much to complain about. This 
could be due to two reasons. Either the necessary audio
visual aids were available at the venue of the training or 
that the trainers might have considered the use of audio
visual aids for taking training classes as of insignificant 
importance.

5*5. Constraints experienced by the Course Plrector- 
CfflFgafltalff

The results on the perception about the constraints 
experienced by the Course Directors while conducting the 
training programme are furnished in Table 5.5.



Table 5.5. Constraints experienced by the Course
directors (n • 30)

31. Constraint Kean KankNo. score

1 Lack of transportation facilities for 3.50 1
field trips

2 Lack of recognition givers to course 3.4 3 2
Directors

3 Lack o' boarding and lodging 3.33 3
facilities for the trainees

4 Non receipt of lecture notes from the 2.87 4
resource persons in time

5 Lack of interest among the resource 2.80 5personnel in preparing audio-visual
aids

6 Lack of timely information about the 2.70 6.5
training

7 Lack of timely availability of 2.70 6.5
resource personnel

6 Lack of separate resource personnel 2.60 8
for training

9 Inadequacy of the training hall 2.53 9
provided

10 Non-availability of audio-visual aids 2.50 10.
11 No opportunities for post training 2.50 10.

assessment
12 Insufficiency of the incentives 2.43 12

provided to Course Directors
13 Lack of assistance from the supporting 2.36 13

staff for the conduct of the trainingprogramme
14 Lack of interest among the trainees 2.23 14

in the subject of training for which
they were deputed

15 Non availability of funds in advance 2.17 15
for the conduct of the training

er
r
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Data in Table 5.5 bring to focus the constraints 
experienced by the Course Directors of the different 
training programmes organised by the KAU. The most serious 
constraint faced by the Course Directors was the 'Lack of 
transportation facilities for field trips'. As in the case 
of Tralner-respondents* the Course Directors were also 
constrained by the 'Lack of recognition given to them’
(2nd rank)• They also find it difficult to provide boarding 
and lodging facilities for the trainees. The above results 
significantly point out to the immediate need for developing 
infrastructure facilities such as lodging* boarding and 
transportation facilities etc. in all the Research Stations 
and Educational Institutions under the XAU where the training 
programmes are organised regularly. Another important 
aspect is that the Trainers and Course Directors were not 
satisfied with the recognition given to them by the 
University. Considering this genuine need for recognition - 
which any normal human being would crave for - it is high time 
that the University Introduces e system of recognition for 
the teachers in the University* who are actively involved 
in the training programmes.

'Non availability of financial advance for the conduct 
of the training* (15th rank) was the least felt constraint 
for the Course Directors. 'Lack of Interest among the 
trainees* was also not a much felt constraint for them.
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The Course Director of a training programs© ia 
largely responsible for making the programme a success. 
He/she should have the ability to preplan the programme 
and to take quick decisions according to the prevailing 
situations. The constraints experienced by them while 
conducting training programme would also affect the 
effectiveness of the training programmes.
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SUMMARY

The study was undertaken with the general objective 
of analysing the selected inservice training programmes for 
the extension personnel of the Department of Agriculture 
conducted by the KAU. Three representative training 
programmes* one each for the three cadres of extension 
personnel namely* Agricultural Demonstrators* Agricultural 
Officers and Assistant Directors were selected for analysis 
in the study.

The specific objectives of the study were

1) to assess the impact of selected Inservice training 
programmes for the personnel of the Department of 
Agriculture conducted by KAU on the professional knowledge 
of the trainees and the factors related to it*

2) to find out the perception of the trainees about the 
treatment and utility of the selected inservice training 
programmes;

3) to analyse the perceived effectiveness of training 
methodology followed in the inservlce training programmes; 
and

4) to identify the constraints sxperienced by the trainees* 
trainers and training organisers (Course Directors) of 
Inservice training programmes conducted by the KAU.

chapter V



Ill

The three selected training programmes namely,
'Training in plant protection for Agricultural Demonstrators', 
'Training in pulses and oilseeds production technology for 
Agricultural Officers* and 'Training in audio-visual aids and 
techniques for Assistant Directors' were conducted in the 
three constituent Institutions of the Kerala Agricultural 
University vis. College of Agriculture, Vellayani, Krishi 
Vigian Kendra, Pattambi and Directorate of Extension, Mannuthy 
respectively. The data were collected from the respondents 
using questionnaires. Knowledge tests were conducted before 
and after the training programmes to measure the gain in 
knowledge of the trainees, which was selected as the dependent 
variable for the study. The questionnaires contained questions 
to measure the independent variables namely age, education, 
total experience, experience in ^faining and Visit System, 
number of previous trainings undergone, attitude towards 
extension profession, job satisfaction, attidude towards 
Training and Visit System end workload situation of 
the trainee-respondents. Tha treatment and utility 
of the training programmes were measured using the 
treatment-utility index and a measure of the trainees 
perception about tha training methodology was also done.
The constraints experienced by the trainee-respondents 
trainer-respondents and Course Director-respondents were 
also assessed. Suitable measurement techniques were employed 
to measure the above variables. The statistical technique



used in the analysis of data was Kurskel-Wallis Analysis 
of variance test.

The sslient results of the study are summarised as 
follow*

1) All the three categories of trainee-respondents namely. 
Agricultural Demonstrators, Agricultural Officers and 
Assistant Directors showed substantial gain in knowledge 
due to the training programme.

2) The gain in knowledge due to training was the highest for 
the Assistant Directors of Agriculture, followed by the 
Agricultural Officers and Agricultural Demonstrators in 
that order.

3) The independent variables such as education, number of 
previous trainings undergone, attitude towards extension 
profession and job satisfaction of Agricultural Demonstrators 
were found to be significantly associated with their gain
in knowledge.

4) In the case of Agricultural Officers and Assistant 
Directors none of the independent variables showed 
significant association with their gain in knowledge.

5) The treatment-utility Indices of the topics dealt with in 
the Training in 'Plant protection for Agricultural 
Demonstrators' ranged from 47.07 to 69.92 and the mean 
treatment-utility index was 58.43. The highest treatment-
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utility index was for the topic 'Principles and methods 
of pest control* and it was lowest for the topic 'Non
insect pests - rodents - nature of damages and control*.

6) The treatment-utility indices of the topics dealt with 
in the 'Training in pulses and oilseeds production 
technology for Agricultural Officers' ranged from 44.17 
to 77.71 and the mean treatment-utility index was 58.27.
The highest treatment-utility index was for the topic 
'Nutritive value of pulses end oilseeds' and it was lowest 
for the topic 'Varieties and management practices of 
sunflower and groundnut*•

7) The treatment-utility indices of the topics dealt with
in the 'Training in audio-visual aids and Techniques' for 
Assistant Directors ranged from 26,29 to 71.71 and the 
mean treatment-utility index was 51,42. The highest 
treatment-utility index was for the topic 'Oral communicat
ion and public address system (Theory)’ and it was lowest 
for the topic 'Practical hints in photography (Practicals)'.

8) Hie training methodology aspects highly perceived by the 
Agricultural Demonstrators in the pre-training stage were 
'Timeliness of information about the training’, *rreparation 
of schedule of classes* and 'Selection of subject matter 
for training *•

9) The training methodology aspects appreciated by the 
Agricultural Officers in the pre-training stage were
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'Selection of subject matter for training', 'Selection of 
practicals for training' and 'Selection of topics for 
training’•

10) The best perceived training methodology aspects by the 
Assistant Directors in the pre-training stage were 
'Timeliness of information about the training', 'Selection 
of topics for training', and 'Selection of venue for 
training*.

11) Agricultural Demonstrators had perceived the training 
methodology aspects in the in-training stage namely 
'Competency of the trainers in general', 'Training method 
followed by the trainers* and 'Seating arrangements in 
the training hall' as adequate.

12) Agricultural Officers had high appreciation for the 
training methodology aspects in the in-training stage 
namely 'opportunities for clarification of doubts', 
•Competency of the trainers in general* and 'Lighting 
arrangements in the training hall'.

13) Assistant Directors had high perception about the training 
methodology aspects in the in-training stage namely 
'opportunities for trainees participation', 'Use of 
audio-visual aids by trainers' and 'Training method 
followed by trainers*.
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14) ’Monitoring and evaluation of training’, 'duality of 
training notes supplied* and ‘Methodology of evaluation 
of training* were ranked by the Agricultural Demonstrators 
as the 1st, 2nd and 3rd training methodology aspects in 
the post-training stage,

15) 'Monitoring and evaluation of training*» * methodology 
of evaluation of training' and 'Quality of training 
notes supplied* were ranked as the 1st, 2nd and 3rd 
training methodology aspects in the post-training stage 
both by the Agricultural Officers and Assistant 01rectors,

16) The serious constraints perceived by the Agricultural 
Demonstrators were 'Poor lodging facilities*, *~oor 
boarding facilities' and * Inadequate duration of training*.

17) ‘Lack of opportunities for skill practice', ’Inadequate 
practicals' and 'Lack of field visits' were the most 
serious constraints felt by the Agricultural Otfleers,

18) Assistant Directors perceived the 'LacV of field visits', 
'Insufficient transportation facilities' and 'Non-supply 
of training literature* as the most serious constraints*

195 'Lack of opportunities for assessing the impact of
training* was the most serious constraint as perceived 
by the trainers and 'Inadequacy of transportation 
facilities for field visits' was also felt as a serious 
constraint by them.



20) The serious constraints perceived by the Course
Directors were 'Lack of transporatlon facilities for 
field trips', 'Lack of recognition given to Course 
Directors' and 'Lack of boarding and lodging facilities 
for the trainees'.

MgomandstlgPi relating-to spefiifls training programmes

1) The topics 'Non-insect pests - rodents - nature of 
damages and control*, 'Identification of pests of 
plantation crops, spices and fruits', * Synthetic 
insecticides' and 'Kajor pests of fruits' etc. should 
bo treated more adequately by the concerned trainers.

2) The Course Directors should take more cere about the 
'Selection of practicals for training*, 'Selection of 
duration of training* and 'Selection of venue for 
training'.

3) The trainees should be provided with more opportunities 
for field visits.

4) The trainers should use as many audio-visual aide as 
possible for presenting the topics.

5) Hie trainees should be provided with more opportunities 
for skill practice.

6) The training hell provided for the trainees should have 
adequate ventlllation.
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1XI* Ira^pg-iB,ftaftteraiml, alfli, intiLiMfriilgMfi

1) The topics *Practical hinta in photography (Practical*)'# 
'Basic principles of photography (Theory)'# 'Preparat
ion of slides and slide story (Practical*)* and 
'Handling and operation of projected visual aids 
(Practicals)' etc. should be treated adequately by
the concerned trainers.

2) Care should be taken for the 'Preparation of training 
notes'# 'Selection of practicals for training' and 
'Preparation of schedule of classes for the training.*

3) The trainees should be provided with more opportunities 
for skill practice.

4) Lighting arrangements and seating arrangements in 
the training hall should be improved.

In conclusion# it could be stated that the present 
study has brought to focus the impact of training programmes 
organised by the KAU on the professional knowledge of tha 
trainees. It has also explained how the trainees perceived 
the training programmes baaed on the treatment and utility 
as we21 as tha training methodology followed. Moreover# this 
study has also helped in Identifying the constraints 
experienced by the trainees# trainers and Course Directors.
Eventhough the study included three training programmes
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representing the three categories of respondents, within 
each category the selection of trainings was not done 
randomly and the trainings selected were based on purposive 
sampling. There is further scope for conducting evaluative 
studies on more number of training programmes. S o  also, 
several other factors which were not considered in this 
study, due to lack of tine, must be explored to identify 
their relationships. Systematic research studies on the 
above aspects need to be initiated at once.
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M .  <re%«®90) m k d y w f  n a n fffO :

19.  &&& (toarok.
<fHjJt*»

18. 0/49094x1
is*u4 4s>s ipAiooMĤ Tiniii
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SCHEDULE FOR EVALUATING THE TRAIMING PROGRAMME FOR

APPENDIX-IV

AGRICULTURAL 0FTICSRS/ASSISTANT DIRECTORS
m  m a m s . ,  n m *

Oate t

1. Nam* of th* training programme«
2. Name of tha train** *
3. Oasignation and addraaa i
4. Age (Years) t
5. Educational quali fieations
SI. Nam* of th* Nan* of th* Year of Class or Distinction 
No. qualification institution passing division if any

6, Experience in years
(1) Total axp*ri*no*
(ii) Experience in f 4 V Systam 
(ill) Experience in present Job

7. Previous trainings undergone :~
(i) Hava you participated in any inservice training 

programme since 19817
Yes/No

(ii) Zf yes# please give the details;
SI. Name of the Duration Venue Remarks
No. training vith dates



8. Any distinction in professional service •-
SI. Hams of distinction/ Nature of
No. award distinction/ Yearaward

9. Please give your opinion on the following statements by 
marking (^  ) in the appropriate column

SI. Statement Strongly Agree Unde- Die- Strongly
No. agree elded agree disagree

1 I hate my profession 
because it requires 
working in country
side -

2 Extension profession 
offers little 
opportunity to get 
acquainted with all 
kinds of people.

3 Extension profession 
offers sufficient 
opportunity for 
development of 
leadership ability.

4 An Aaalatant Director/ 
Agricultural Officer is an aminently 
effective force in 
bringing about 
Agricultural Development•

5 Extension professionals 
have very little to 
contribute towards 
National Development •



1 2 3 4 5 6 7

6 An Assistant Disaster/
Agricultural Officer can contribute a lot for 
Agricultural Development-

7 Extension profession is 
satisfying for sc.

8. Honestly X wish X had not 
bacon* an Assistant 
Director/Agricultural Officer.

9 Professional standards of Extension work is far 
inferior to other 
professions•

10. An Assistant Director/ 
Agricultural Officer has ample opportunity to 
display his initiatives.

10. Below are given a few questions regarding your job. Please 
answer the questions as to how mud) you are satisfied/ dissatisfied with your job*

81* Question Very Satis- Unde- Dissa Very
No. much find elded tisf- much

satis- led disst-
fied isfled

Are you satisfied that 
you are given enough 
authority to do your job?
Are you satisfied with 
the progress you are 
Basking towards the goals 
which you had set for 
yourself in your present 
position?



3 How satisfied are you with 
your present position when 
you compere it with similar 
positions elsewhere?

4 Are you satisfied that the 
people in the area give 
proper recognition to your 
work as a specialist in 
your subject?

5 How satisfied are you with 
your supervisors?

6 How satisfied are you with 
your salary?

7 How satisfied are you with 
your professional and 
clerical staff in your department?

8 How satisfied are you with 
your present position in 
the light of your career 
expectations?

9 How satisfied are you with 
your present position when 
you consider the expectations 
at the time you took the position?

10 How satisfied are you with 
the amount of time and 
energy you ere devoting to 
your present position and 
the satisfaction you 
derive from your position?



11. Below axe given some statements regarding the T & V system, 
in Kerala. Please Indicate your extent of Agreement/ 
Disagreement with these statements.

Si. Statement Stron- Agree Unde- Die- strcn-
No. gly elded agree gly

agree dis
agree

1 Farmers will not be 
adversely affected if
T it V system is closed ■

2 T & V system will make 
the rich farmers richer 
and poor farmers poorer.

3 T & V system help to 
improve farmer's know
ledge about scientific 
methods of farming.

4 T & V system has 
brought out a new 
outlook in the field of 
agricultural extension work •

5 There is nothing new to 
be offered in the T St V 
system .

6 After the start of the 
T St V system there has 
been significant improvement in the 
economic condition of 
the farmers .

7 People talk much of the 
T & V system7but 
actually no work is done.

8 The decision to continue 
the T & V system in 
Kerala is wise .

12. In your day to day job situations you would have exper
ienced the best manageable job situations in which you 
can perform the job of communicating information very 
effectively, and also the worst manageable job sltutatlons



in which you will find it moat difficult to perform the 
job of communication of information.

Kindly mention these two situations.
1. Best manageable Job situation.
2. Worst manageable job situation.

Given below is a ladder, the top and the bottom of 
which indicate the bast manageable job situation and the 

worst manageable job situation as indicated by you. Where 
on the ladder would you say# you are at present with 
regard to the job situation in relation to your job of communication of information.
Your beat manageable Job situation 10

9
8

Your worst manageable Job situation
2
1



AFP8HDIX-V

TfUUKIKQ OH PULSES AND OIL SEEDS FOR AGRICULTURAL OFFICERS

Data i
1. Hama of tha trainaa i
2. Please indlcata tha oorract answers to tha following questions. (Tick ( ̂  ) tha appropriate)

1. Tha moat important pulaa crop of Kerala ia .........
(a) Greengram
(b) Black gram
(c) Cowpaa
(d) Field baan

2. Tha most important root feeding insacts of groundnut 
era ............
(a) Thrips
(b) Microtarmaa
(c) Aphids
(d) Jassids

3. •••••••••••• is a graan gram variety suited to summer
season
(a) ACV - I
(b) ACV - II
(c) HP - 40
(d) Pusabaisakhi

4. One of tha important characteristics of cowpaa 
variety "Krishnamani* ia
(a) Past tolerance
(b) Frost tolerance
(c) Synchronised flowering
(d) Bushy nature



Th® availability of rainfall aftar th® s®«d a®t in 
sessssum is disadvantageous because ............
(a) it will decay th® pods
(b) it will affect th® pollination
(c) it will indue® furth®r flowar initiation
(d) it will indue® th® gemination of s«®ds
   .......... is a season bound puls® crop
(a) Green gram
(b) Hors® gram
(c) Black gram
(d) Cowpea

is a fodder eowpea variety
(a) Manjeri local
(b) C - 152
(c) CO - 1

(d) Karnataka local
A fr®® living micro organism related to Nitrogen 
fixation is ............
(a) Nitrobactor
(b) Nitrosomonas
(c) Rhlsoblum
(d) Asatobactor
Th® most Important nutrient ®l®ment which promotes 
root development in pulses is ............
(a) Nitrogen
(b) Phosphorus
(c) Potassium
(d) Calcium
   is a traditional puls® crop which is a
twining perennial with edible pods and tub®rs.
(a) Soya bean
(b) Frenchbean
(c) Wlngedbean
(d) Bengalgram



11. Tha recommended seed rata of a pulse crop la ........
(a) 5-10 kg/ha
(b) 20-25 kg/ha
(c) 30-40 kg/ha 
<d) 10-15 kg/ha

12.     is a multlpoded sesareum variety
(a) Kayamkulam - 1
(b) ACV - II
(c) 8 - 488
(d) Kayamkulam - 2

13. After innoculatlon with rhisoblum culture pulse 
seeds should not be stored beyond ......... hours.
(a) 2 hours
(b) 12 hours
(c) 24 hours 
Cd) 48 hours

14.     is the crop named as the wonder crop oftwentieth ©entry.
(a) Oil palm
(b) Sun flower
(c) Wingedbeen
(d) Soyabean

15. The attack of .......... disease# will act as a
limiting factor for cowpea cultivation during the 
1st crop season in Kerala.
(a) Anthracnose
(b) Collar rot
(c) Powdery mildew
(d) Root rot

16. ............ ia a spreading type of groundnut variety
(a) cc - l
(b) TKV - 1
(c) CG - 2
(d) TKV - 2



17. Amongst ths following pulse crops  .....  contains
the highest protein content.
(a) Frenchbean
(b) Greengram
(c) Soyabean
(d) Cowpea

18. The application of fertiliser nitrogen for pulses can be skipped if the organic matter content of the 
soil is ••••••••••
(s) Nil
(b) Between 1% and 2%
(c) Between 0% and 1%
(d) More than 2%

19. The peat and disease attack ia minimum for pulses 
during........ . in Kerala.
(a) Virippu
(b) Kundakan
(c) Punja
(d) All seasons

20. The Initial growth rate of pulses can be boosted by 
the foliar spray of ........ after 15 days of sowing.
(a) Cycocel
(b) N A A
(c) Urea + Dimecron
(d) I A A
 ....... la the element which promotes Nitrogen -
fixation in pulses.
(a) Magnesium
(b) Sodium
(c) Molybdenum
(d) Manganese
The best method of rhlsoblum iimoculation is b y ......
(a) coating seeds with 20% Jaggery

21.

22.



(b) direct application of culture to soil
(c) Mixing the culture as such with the seeds
(d) Soil application of the nodule extract

23. Amonget pulses ••....•.•• has the highest consumption 
in Kerala
(a) Redgram
(b) Greengram
(c) Bangs1gram
(d) Cowpea

24. The sesamum phyllody is caused by the attack of .....
(a) Virus
(b) Nematode
(c) Mycoplasma
(d) Fungus

25.  ....... is a non edible oil
(a) Safflower oil
(b) Rape Seed soil
(c) Niger oil
(d) Linseed oil



SCHSPULS FOR KVAUUAglllS THE TRAILING P8.0GRA&KL TOR 
AGRICULTURAL OFFICERS 
POST TRAINING PHASE

Date t
1. Name of th® training >
2. P«ne of the trainee t
3. flea*® indicate your perception about the various aspects 

of the training methodology followed in this training 
programme.

31. Item Kxoe~ Good fair Bad Very
No. llent bad

2 3 4 5 6 7

APPPiPIX-VI

X, PRSTRAIHINC PHASE
1. Timely information about the 

training
2. The selection of subject 

matter for training
3. The selection of topics 

for training
4. The selection of practicele 

for training
5. The selection of duration of 

training
6. The selection of venue for 

training
7. Preparation of schedule of 

classes
8. Preparation of training notes



II.TRAINING PHASE
1. Treatment of aubject matter 

by trainara
2. Training method followed by 

trainara
3. Opportunitiea for trainaaa 

participation
4. Opportunitiea for akllX 

practica
5. Opportunitiea for field 

vlelta
6. Opportunitiea for clarifi

cation of doubta
7. The competency of trainera 

in general
8. Seating arrangement ia the 

training hall
9. Venti llation provided in 

the training hall
10• Lighting arrangemente in 

the training hall
11. Availability of teaching aIda
12. Uee of Audlo-viaual aide by 

trainara
13. Quality of Audio-vlaoal 

aide used by trainera

III. POST TRAINING PHASE
1. Monitoring and evaluation 

of training
2. Methodology of evaluation of 

training
3. Quality of training notea aupplled



4. Please Indicate your overall perception about the training 
methodology followed in this training. (Tick (\^) the 
appropriate)

1. Excellent
2. Good
3. fair
4. Bad
5. Very bed

5. Please indicate your perception about the treatment and 
utility of the following topics covered in the training* 
(Tick I s/ ) the appropriate)

SI* xopic Treatment Utility
Thoro- ade- Less Hot Very Use- loss Hot
ughly quate ade- ade- use- ful use- use-
ade- quate quate ful ful ful
quate

4 5 6 7 8 9 10

1 Pulses and
oil seeds - 
production 
possibilities and const
raints in 
Kerala

2 Sesamum 
varieties and management
practices

3 Coupes 
varieties and management 
practices

4 Varieties and management 
practices of 
pulses other 
than cowpea

5 Diseases of
pulse crops 
and their control



2

6 Bio-fertilisers for 
pulses

7 Nitrogen economy of 
cropping systems with 
pulses

8 Varieties end management 
practices of sun flower 
and groundnut

9 Plant protection in 
oil seed crops

10 Pulse production in 
command area

11 Pests of pulses and 
oil seed crops and 
their control

12 Crop improvement in 
pulses and oil seeds 
in Kerala

13 Symbiotic Nitrogen 
fixation and factors 
effecting it

14 Pulses in rice based
cropping system

15 Nutritive value of 
pulses and oil seeds

16 Fertiliser management 
of oil seed crops

17 Extension strategies 
for increasing pulses 
and oil seeds 
production



6. Please Indicate the constraints experienced by you if 
any in this training programme t

SI.
No.

Constraints Perception
Most Felt Less Un
felt felt felt

2
3

4
5
6

Lack of timely information about 
training
Inadequate duration of training
Insufficient transportation 
facilities
Poor lodging facilities
Poor boarding facilities
Poor seating arrangements in the 
training hell

7 Poor audio-visual facilities
8 Improper monitoring
9 Poor evaluation
10 Too many trainees per batch
11 J arcing of training schedule

A

12 No leisue
13 Mo recreation facilities
14 n o  ̂Opportunities for skill practice
15 No opportunities for clarifi

cation of doubts
16 No field visits
17 Inadequate practiceIs
18 Incompetent trainers
19 ££|,|££ggt££tereture not



1 a

20 Irrelevant practical classes
21 Irrelevant theory claaeee
22 No body to care about the 

training
23 No body to care about traineee
24 Any others (Please specify)



APPENDIX-VII

TRAINING ON AUDIO—VISUAL AIDS FOR ASSISTANT DIRECTORS

Date i

1. Narne of the tralnaa *
2. Please indicate the correct answers to the following 

questions. (Please tick ( ) the appropriate}
1. Audio-visual aids provide a situation which is ....

(a) Real
(b) Hearer to reality. . <x(c) Imaginary
(d) Hone of the above

2. The percentage of message perceived through eyes 
i s .........
(a) 75%
(b) 15%
(c) 50%
(d) 30%

3. .......... is an Audio-visual method which provides
symbolic experience to the audience.
(a) Model
(b) Demonstration
(c) Drama
(d) None of the above

4. .......... is a unlversely used audio-visual aid
(a) Flannel board
(b) Bulletin board
(c) Poster
(d) Chalk board



S.  . is a visual aid which can be used to depict
a physically inaccessible object.
(a) Specimen
(b) Object
(c) Model
(d) None of the above

6. Active learning leads to retention o f ....... •% of the
original message.
(a) 70%
(b) 90%
(c) 85%
(d) 25%

7. Poster is a  ..... .. visual aid.
(a) Three dimensional non-projected
(b) Two dimensional projected
(c) Two dimensional non-projected
(d) Three dimensional projected

8. The special type of exhibition technique which provides 
a three dimensional effect is ••••••••••••
(a) Cinerama
(b) Diorama
(c) Viaiophone
(d) Nona of the above

9. Public addresa equipment is a •••••...*• aid.
(a) Audio
(b) Visual
(c) Audio-visual
(d) None of the above

10. Method demonstration provides ..........
(a) Direct purposeful experience
(b) Contrived experience
(c) Dramatised experience
(d) None of the above



11. is net a primary colour
(a) Red
(b) Yellow
(c) Blue
(d) Green

12. ....... . coloured chalk is the best to be used
with a green chalk board.
(a) Red
(b) Yellow
(c) white
(d) Orange

13. the slse of the poster must be  .........
(a) 20" x 20"
(b) 20" x 30"
(c) 30* x 10"
(d) 30" x 30"

14. •••••••••••• has the principle of direct projection
(a) Opaque projector
(b) Slide projector
(c) Epidia scope
(d) Movie projector

15. the picture of a distant object can be taken by using 
a camera with ••••••••.•••
(a) Wide angle lens
(b) Normal lens
(e) Fish-eye lens
(d) Tale lens

16. the sense of mobility makes •••• more attractive.
(a) Poster
(b) flannel graph
(6) Plash card
(d) Chart



17. Is a three dimensional visual aid
(a) Model
(b) Poster
(c) Chart
(d) Flash card

10. A three dimensional film is taken by using a  ....
camera
(a) Aerioflsx
(b) Fentax
(c) Polaroid
(d) None of the above

19. ........... 1® the best projected method to teach
farmers about the cultivation practices of the crops.
(a) Film strip projection
(b) Slide story projection
(c) Over head transparency projection
(d) None of the above

20. The working principle of opaque projector is ........
(a) Direct projection
(b) Indirect projection
(c) Reflected projection
(d) None of the above

21. Dlaposltive film can be used for making  ....... .
(a) Transparencies
(b) x rays
(c) Movies
(d) None of the above

22. Opaque projector is otherwise known as  .... .
(a) Kaleidioscope
(b) Epidiascope
(c) Episcope
(6) Periscope



23. For e viewer distance of 32 feet, the minimum letter 
sise is .............
(a) K *
(b) h *

(c) 1 •
(a) 2 •

24. The normal sise of video cassette tape used in 
Television programme is
(a) "
(b) h m
(c) 3* "
<d) 1 "

25............ is an exmaple for Interactive video
(a) Cable TV
(b) Videotex
(c) Instructional TV
(d) None of the above

26. Flannel board can be prepared with   .... .....
(a) Felt cloth
(b) Khader cloth
(c) Chinny bag
(d) All of the above 
(* ) None of the above

27. Distance from the screen and the movie projector should 
b e ......   times of the width of the screen.
(a) 4 tires
(b) 8 times
(c) 6 times
(d) 10 times



SCHEDULE FOR EVALUATING THE TRAINING PROGRAMME FOR ASSISTANT
DIRECTORS 

POST TRAINING PHASE

Data i
1. Nan* of tha training *
2* Name of tha trainaa *
3. Please indicate your pareaption about tha various aspects 

of tha training methodology followed in this training 
programme.

Si. T Sxce- Good Pair Bad Vary
No. 11 ant bad

APPENDIX—VX11

2

X. PftBTRAlNING PHASE
1. Timely information about tha 

training
2* Tha selection of subject 

matter for training
3. The selection of topics for 

training
4. Tha selection of duration of 

training
5. Tha selection of venue for 

training
6. Tha selection of practlcals 

of training
7. Preparation of schedule of 

classes
8. Preparation of training notes
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II. TRAINING PHASE
1. Treatment of subject natter 

toy trainers
2. Training method followed toy 

trainers
3. Opportunities for trainees 

participation
4. Opportunities for skill 

practice
5. Opportunities for field 

visits
6. Opportunities for clarifi

cation of doubts
7. The Competency of the 

trainers in general
8. Seating arrangements in 

the training hall
9. Lighting arrangements in 

the training hall
10. Ventillatlon provided in 

the training hall
11. Availability of teaching 

aids
12. Use of Audio-visual aids toy 

trainers
13. Quality of Audio-visual 

aids used by trainers
III. POST TRAINING PHASE
1. Monitoring and evaluation 

of training
2. Methodology and evaluation 

of training
3. Quality of training notes  supplied ___



4. Please indicat® your overall perception about the training 
methodology followed in this training. (Tick (^ ) the 
appropriate)

1. Exoellent 
2* Good
3. Fair
4. Bad
5. Very bed

5. Please indicate your perception about the treatment and 
utility of the following topics cowered in the training.
(Mark \\/) in the appropriate column)

81 • Topic Treatment Utility
Thoro- Ade- less Not# Very Use- Less Not#
ughly quate ade- ede- use- ful use- use-
ade- quate quate ful ful ful
quate

1 2 3 4 5 6 7 8 9 10

1 Introduction
to Audio-Visual 
Aids and 
communication media (Theory)

2 Cleaalfication and study of 
Audio-visual 
aids (Theory)

3 Role of mass media 
in desslmlnat- 
ion of Agri
cultural 
information - 
types of 
information 
materials 
(Theory)

4 Role of mess 
media indes s imina tion 
of Agricultural 
information - 
types of infor
mation materials 
(Practicals)



5 Writing script for
information materials 
(Thaory)

6 Writing script for 
information materials 
(Practicals)

ed7 Hon projectAViaual 
aids (Theory)

8 Hob projected visual 
aids (Practicala)

9 Basic principles in 
photography (Theory)

10 Practical hints in photography 
(Practical*)

11 Preparation of slides 
and slide story
(Theory)

12 Preparation of slides 
and slide story 
(Practical*)

13 Projected visual 
aids (Theory)

14 Handling and operation 
of projected visual 
aids (Practical*)

15 How to give a radio 
talk (Theory)

16 How to prepare visual 
aids (Theory)

17 Three dimensional 
visual aids (Theory)

18 Oral communication and 
Public address system
(Theory)



19 Oral communication and 
public address system 
(Practicala)

20 Advances In Audio visual 
communication (Theory)

21 Audio Visual Aids in 
axtension work (Theory)

6* Please indicate the constraints experienced by you if any 
in this training programme*

S1 Perception
M • Constraints

• Most Pelt Less Un
felt felt felt

1 Lack of timely information about 
the training

2 Inadequate duration of training
3 Insufficlent transporatien 

facilities
4 Poor lodging facilities
5 Poor boarding facilities
6 Poor seating arrangements in the

training hall
7 Poor audio-visual facilities
8 Improper monitoring
9 Poor evaluation
10 Too many trainees/batch
11 Jamming of training schedule
12 No leisure
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13
14
IS

16
17
16
19

20

21
22
23
24

2

No recreation facilities
No opportunities for skill practice
No opportunities for clarification 
of doubts
No field visits
Inadequate practieals
Incompetent trainers
Training literature not^ 
distributed
Irrelevant theory classes 
Irrelevant practical classes 
No body to care about the training 
No body to care about the trainees 
Any others (Please specify)



SCHEDULE FOR SVALU/vTING THE CONSTRAINTS EXPERIENCED BY THE

APPEHOIX-IX

TRAINERS DURING THE CONDUCT OF A TRAINING PROGRAMME

Please indicate the constraints experienced -by- while you are 
engaged in conducting a training programme for the Inservice 
trainees.

Si. Constraint Most Felt Less Un-
No. felt felt felt

1 Lack of timely information about 
the training programme.

2 Lack of timely information about 
the topics to be covered.

3 Leek of timely information about 
the schedule of the programme.

4 Inadequacy of the training hall 
provided.

5 Inadequacy of the teaching aids 
provided.

6 Inadequacy of the Audio-visual 
aids provided.

7 Lack of co-operation form the tra
inees

8 Inadequacy of the transportation 
facilities for field visits.

9 Lack of laboratory facilities.
10 Too many trainees/batch
11 Too many training in a year
12 Lack of facilities for arranging 

practical classes.
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13 Insufficiency of the incentives 
provided

14 Hetarogenity among the trainees
15 Lack of support from the course 

directors
16 Lack of opportunities and facilities 

for preparing Audio-visual aids
17 Ho time for adequate preparation
18 Ho recognition for taking training 

classes
19 Remuneration given for training 

is less
20 The trainees are not serious about 

the training
21 Lack of opportunities for assessing 

the impact of training
22 Misbehaviour of trainees
23 Lack of facilities for duplicating 

lscture notes
24 Any others (Please specify)
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SCHEDULE FOR EVALUATING THE CONSTRAINTS EXPERIENCED BY THE 
COURSE DIRECTORS DURING THE CONDUCT OF A TRAINING PROGRAMME

Please indicate the constraints experienced by you when you 
are assigned with the duty of a course director of an lnserlvce 
training programme.

Si. Constraint Moat Felt Lees Un-
No. felt felt felt

1 Lack of timely information about 
the training

2 Inadequacy of the training hall 
provided

3 Lack of timely availability of the 
resource personnel

4 Lack of competent subject matter 
specialists in certain subjects

5 Lack of boarding and lodging 
facilities for the trainees

6 Lack of transportation facilities 
for field trips

7 Non receipt of lecture notes 
from the resource persons in time

8 Lack of separate resource 
personnel for training

9 Lack of specialist's in all 
disciplines

10 Insufficient seating facilities 
for trainees

11 Lack of interest among the 
resource personnel in preparing 
audio-visual aids
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12 Hon availability of Audio-visual 
aids

13 Hon availability of financial 
advance for tha conduct of tha 
training

14 Lack of assistance from tha 
supporting staff for tha conduct
of the training programme

15 Insufficiency of tha incentives 
provided to the resource personnel

16 Lack of recognition given to 
the course directors

17 Lack of punctuality among the 
trainees

18 lack of interest for the trainees 
in the subjects for which they 
have deputed

19 Insufficiency of the Incentives 
provided to course directors
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ABSTRACT

A study was undertaken to analyse the selected 
inservice training programmes conducted by the Kerala 
Agricultural University for the extension personnel of 
the State Department of Agriculture to assess.

1. the impact of selected inservice training programmes 
on the professional knowledge of the trainees

2. the perception of the trainees about the treatment and 
utility of the selected inservice training programmes

3. the perceived effectiveness of training methodology 
followed in the inservloe training programmes and factors 
related to it

4. the constraints experienced by the trainees, trainers 
end Course Directors of Inservice training programmes 
conducted by the Kerala Agricultural University.

Three selected training programmes namely 'Training 
in plant protection for Agricultural Demonstrators', 
'Training in pulses and oilseeds production technology for 
Agricultural Officers* and 'Training in audio-visual aids 
and techniques for Assistant Directors of Agriculture were 
evaluated with the objectives mentioned above.



The study revealed that all the three categories of 
trainee-respondents namely, Agricultural Demonstrators, 
Agricultural Officers end Assistant Directors showed 
significant gain in knowledge due to the training programmes. 
The gain in knowledge due to training was the highest for 
Assistant Directors of Agriculture* followed by the 
Agricultural Officers end Agricultural Demonstrators.

The independent variables namely# 'education',
'number of previous trainings undergone*, 'attitude towards 
extension profession* and 'job satisfaction* of Agricultural 
Demonstrators were found to be significantly associated 
with their gain in knowledge. In the case of Agricultural 
Officers and Assistant Directors none of the independent 
variables showed significant association with their gain in 
knowledge.

Among the three training programmes the 'training in 
plant protection for Agricultural Demonstrators* had the 
highest treatment-utility index (58.43), followed by the 
'training in pulses and oilseeds production technology for 
Agricultural Officers* and 'training in audio-visual aids 
and techniques for Assistant Directors* for which the 
treatment-utility indices were 58.27 and 51.42 respectively.

Both the Agricultural Demonstrators and Assistant 
Directors had the highest perception about the training



methodology aspect namely 'Timeliness of information about 
the training* where as the Agricultural Officers had highest 
perception about the 'Selection of subject matter for 
training* in the pre-training stage. ‘The competency of the 
trainers in general' was the training methodology aspect 
which was highly appreciated by the Agricultural Demonstrators 
in the in-training stage. 'Opportunities for clarification 
of doubts* and 'Opportunities for trainees participation' 
were given highest perception scores respectively by the 
Agricultural Officers and Assistant Directors in the 
in-training stage. In the post-training stage all the three 
categories of respondents namely the Agricultural Demonstrators. 
Agricultural Officers and Assistant Directors had the highest 
perception about the 'Monitoring and evaluation of training*.

The Agricultural Demonstrators were constrained with 
the 'Poor lodging facilities and poor boarding facilities' 
provided for them. The 'Leek of skill practice*. 'Inadequate 
practicals* and 'Lack of field visits' were the serious 
constraints experienced by the Agricultural Officers. The 
Assistant Directors perceived the 'Insufficient transportation 
facilities* and 'Non-supply of training literature' as serious 
constraints. Both th® trainers and Course Directors felt 
the 'inadequacy of transportation facilities* as serious 
constraint.


