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CHAFTER 1

INTRCDUITICN

Among the developing countries India has the lowest
productivity in the agricultural sector, particularly in
crops, milch animals and poultry layers. OUne of the
significant reasons for this situation is the yawning gap
hetween the known technology and the technology used by
the farmers. Effective communication of technology to the
farmers and creating situatiocns conducive to the acquisition
of the communicated techtnology will go a long way in bridginy
this gap. Communication of technology is the major function
of extension personnel. Availability of trained extension
personnel with adecuate knowledge and skill in the subject
matter concerned and comprunication ability is a pre-recguisite

to effective transfer of tschnology to its users,

Training for the extension personnel involves two
aspects (1) "vWhat to extend” - that is the knowledge on
subject matter concerned - how to grow crops scientificelly,
how to raise better animals and birds, what crops to grow,
how to contrcol pests and discases etc.? and (2) “How to
extend” - that is knowledge about and skill in effective

communication of subject matter to the clientele,
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Without adeguate Xnowledge abcout "how o extend” the
extension worker will not be able to do his job effectively.
Even if he has sound knowledge of technical subjects he may
not be able tc do his job properly if he does not have the
necessary communication skills. To a great extent, these
skills can be achieved throush 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, 2An extension worker while in service would require
periodic training to improve professional competence which
inturn will help to solve field prodblems., Hence there is
need for reinforcing the knowledge of Extansion personnel
by inservice training at suitable intervals. The freguency
and duration of such training would necessarily Jdepend 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 (SDi) intc the Training and
Visit System of Agricultural Extension envisages regular and

systematic training of extension personnel as one of its



important features. Such constant, continuous and
pre-acheduled training is emphasised in the new system to
make the field level workers upto-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. 7The training role of State Agricultural
Universities has been well brought out by the National
Comr:ission on Agriculture as followst “The University may
undertake training of key extension functionaries of the
developrent departrents, 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 Ferala Agricultural
University (AU}, It is the statutory authority in the State
in sc far as the training prograrmmes in agriculture and

allied subjects are concerned,

Since the introduction of the Training and Visit Syster
of Agricultural Extansion in Kerala in 1979, the need for
periodiec training of extension personnel at regular intervals
becamre an urgent neceasity 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 FAU had offered eisht training programmes
benefitting 831 Extension personnel in 30 batches during
1983-84, By the next year (1974-85) the corresponding
figures rose to 28, 2041 and 64 indicating a phenomenal
increase in the training activities of the BAu;* The major
benaeficiaries of these training programmes were the exgonaion
personnel of the State Departrent of Agriculture belonging

tc the three cadres, viz: Agricultural Demonstrators,

Agricultural Cfficers and Assistant Directors.

The Kerala Agriculturzl University hes Training Service
Scheme wvhich organizes training prograrmmes amon. others,
training rrogramres for the extension personnel of the State
Department of Agriculture. Recently a Central Training
Institute has been established at the Directorate of Extension,
Mannuthy, Trichur particularly to meet the training needs of
senior level officers in the State Departrent of Agriculture,
It has two units, one at the College of Agriculture, Vellayani
and another at the Regional Agricultural Research Station,

Pilicode.

Thus, tc meet the growing need for quality training
programmes, the “AU has built up good infrastructurszl
facilities, It conducts periodical training rrogrammes for

the extension personnel of the State Department of Agriculture
H Sowa: - Prqusal for e establshmend of a cenkal )wu.tw“ﬁ
ek uk SPQU;QJ sSyub )'ImJuJ unday MAKP-|



at various levels., An important aspect, which contridbutes
to the efficiency of treining prograrmes, is the timely
monitoring and eveluation of these programmes. However, a
comprehansive study covering different training prograsme
for the extension personnel of the State Department of
Agriculture has not yet been conducted, Therefors, the
present study was conducted to assess the effectiveness of
the inservice training programmes for the personnel of the
Kerala Stats Department of Agriculture conducted by the KAU
with the following specific objectives

&

1) to assess the impact of selected inservice training
programmnes for tha personnel of the Department of
Agriculture conducted by the KAU on the professional
knowledge of the trainees, and the factor:related to i¢,

2) to f£find ocut the perception of the trainees about the
treatment and utility of the topics dealt with in the

selected inservice training prograrwes,

3) to analyse the perceived effectiveness of training
rethodology followed in the inservice training programmves,
and

4) to identify the constraints experienced by the trainees,
trainers and training organisers (Course Directors) of

inservice training programmes.
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The study aims at assessin] the effectiveness of
selected inservice training progremmes and tco identify the
factors which determine their effectiveness, The results,
therefcre, will help in improvinc the efficiency of the
training ;rogrammes organised by the F¥AU an? will help in
streamlining the training methodslogy. The results of the
study, it is hoped, will be of immense practical utility to
both the ilAU and the State Department of Agriculture in the
context of the implementation of the Training and Visit

3ystem of Agricultural Extension.

The study was conducted with in lirited period of
tire, which necessitated the purposive selectiocon c¢f the
representative training pregrammes. One training programme
fcr each cotegeory of respondents only could be selected for
the study which limits the score for “drawing generaligzaticns
bssed on the results of the present study. Mcreover, the
number ¢f respcndents and variables for the study were also
limited Fue to lack of adequate time and resources, which
are inherent in most of the Masters level studies, However,
efforts ware taken to make the study systematic anéd objective

in spite of these limitations,



THEORETICAL ORIENTATION
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CHAPTER 11X

THECRETICAL CRIENTATION

Fast studies peve way to future endeavours. An
acquaintance with earlier pertinent studies will be useful
in developing the theoretical frame work and in identifying
relevant varisbles for the present study. With this
objective in view, a thorough review of related literature
wvas 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 tho impact of training ;rogrammes
oﬁ extension personnel

2.5, Determinants of effectiveness of training for extension
personnel

2.6, Treatment and utility of the training rrograrmmes

2.7. Cperational definitions of the terms used in the study

2.1. Concert of training

Training has been defined by Aifferent authors in

different ways.

Miles (1959) conceptualised training as a chane

inducing temporary system,



Hall (1962) described training as the process of
alding employees to gain effectiveness in their present or
future work through the development of apprepriate 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 tc reach his goal
efticiently.

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 the
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 Jdoing

a particular job,

Craig and Blttel (1967) defined training as an
essential input in management efforts to improve overall

performance of the enterprise,

According tc Lynton and Fareek (1967), training is
primarily concerned with preparing the participants for



certain lines of action which are delineated by technoloqgy
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.

Bennis (1969) conceived training as a small group
effort desined to make the participants more aware of
thaemselves and of group process. The groupr weorks under the
guidance of a professionally competent behavioural scientist
and explores groupr processes and development by focussing

attention on the experienced behavicur of iteg members.

Littlefield gt gal. (1971) elaborated trzining as a
continuous, systematic developrrent avwong all levels cof
em;:loyees of that knowledge and those skills and attitudes
which would contribute to thelir welfsre and that of the

company.

reter (1972) observed that training is learninc 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,

liavelock and Havelock (1973) described training as
a means to a more immediate end, narely crsating a cadre of

professionals with a new set of skills., It was assumed that
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those rersons 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 an? related knowledge.

Jucius (1975) stated that training is used to indicate
any rrocess that would increase the aptitudes, skills and

abilities of emrloyees tc rerform specific jobs,

Accerding to Rao (197S), training is a kind of
learning rrocess where a selected group of indivisuals
un‘ergc learning exreriences tc internalise s:ills,

resulting in modification of behaviour tcwards job performance.

Armstrong (1977) defined training as a systematic
develorment of the knowledje, skills and attitudes recuired
by an individual to perform adecuately a ~iven task of job,
According tc him, training wouléd 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 s+ill among

the unskilled on the other side.
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Dahama and Bhatnagar (1980) stated that training aims
at educating a person sc as to be fitted, qualified and
proficient in doing some job., For an extension worker,
training included education which aimed at bringing a

desirable chance in the behaviour of the trainee or learner.

Kamat (1983) defined training as the ;rocess of
helping personnel in an organisation tc acquire knowledge,
skill and attitude for new and better ways ~f behaviour

needed by an organization,
2.2, M ' train

Lynton and rareek (1967) propounded three models of
training one after the cther, At the first stage, a simple
model was developed which identified the organizatior and
its character as inderendent variable, influencing the
effectiveness of an organization as dependent variable
through the training which was identified as an intervering

variable.

At the second stage, they added the concert of
feedback, which was assumed to improve the training as well
as the organization. At the third state, they identified
the true type of training form. The earlier nction of
linearity was transformed into spirality. This spiral model

had three phases as pre-training, training and post-trainin;



phases. Sub-items under each of the major items were
identified. The model al’so assumed that such tyre of
organized training would lead to irrrovement in the job,
The signiiicance of the model is that it identifies en
individual to have gained more knowledge and skill at the
end of every training programme and that he would start
with a hijher level of knowledge and skill at the commence-
ment of the next training rrogramme, Thus, it is

conceptualised as a continuous developnent process.

While analysing the training by objectives, Cdiorne
(197C) put forth the simple cybernetic model of trainin:.
This model had the components of training need, training
effort, evaluation and f2ed back, ZIZventhough, the model
had the element of feed back, it 4id not state clearly the

nature of training need that would arise due to training.

Rao (1975) applied the Lynton and Fareek (1967) model
to farmers training., This model encormpasses all the aspects
of training with the 'lreparatory', 'Trairing' and 'Fost-
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 o0f 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 enphasis was laid on 'participants', ‘trainers’

and ‘subject matter’'.

Flanty (1948) pointed out that the aim of training is
tc 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,

Dayal (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.

Ramkrishan (1968) opined that the training of people
engeged in agriculture and community develorment programme
aims at communicating infcrmation, knowledge and sgkills,
replacing o0ld attitude by new ones, exchanging opinion and
experience, removing doubts and difficulties and creating
& desire to change. 7o be effective, trainin-:; should be
planned in aZvance. The content and method should suit to
the level of intelligence, education ard understanding of
the trainees and should take intc account the local needs
and ;roblems and their applicability of new techniques and

solutions to the local situations,



Jaiswal et agl, (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 cof its time to
(1) in-service training of extension personnel (ii) e-nductinn
farmers' day for the benefit of farmers and extension workers
(114) serviny as resource persons tc the extension agency in
formulating its production programmes, contingency plan etc.,
and (iv) serving as consultants to the extersion system in
diagnosing and tackling new field rroblems, He further
stated that obtaining the latest tachnclogy from the research
system by extension syster and giving necessary feed back

necessitate better linkage.

Sarirvaphuti (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-crdination problems, 7These included
culture, organisational system, their limited number of
trainers for research findings and lack of applied research,
licwever, these problems could be overcome by strategies such
as informal et together, special joint projects and
improved training,
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Rao (1984) stated that training was aimed at giving
the functionaries a sense of purpose, to promote extensive
and broad-based development of initiative amongsi beneficiar-~
ies and to generate self-confidence and belief in the
efficiency and self-help. It was also exrected to equip
the workers with the capability to €find sclutions to the

rroblems,

According to Reddy (1984), trazining is the organized
procedure by which reople acquire knowledge and/cr skill for
a definite purpose. The objective of training is to dbring
about change in the behaviour of the trained. It means that
the trainees shoul? accuire new skills, technical knowledge
and problem-solving ability. It is expected that the trainees
will apply their newly zequired knowled e and skill on the
job in such a way to facilitate the achievement of organisast-

icnal goal.

Singh (1984) pointed out that the linkages between
extension and research system are still very week and of
22 hoe type. A stage has reached where a regular mechanism
has to be established for satisfactory communication between
these two systems, He further stated that one of the main
constreints 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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proiuction technology from research institutes to farmers'
field, t- e extension service becomes non-professioral and
looses its credibility and has nothing new t¢c 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., Crganising
reriodic training programmes for extension workers would he

a very irportant step to establish this linkace, he observed.

According to Reddy (198%8), it is through training that
an understanding of concepts, values, attituldes and

capabilities can be inculcated among the functionaries to

achiave the programme objectives.

Bhaskararm (1970) conduct~4 a stuly of the training for
extension personnel, The results revealed that the training
had helpred the participants to improve their concept and

understanding of extension education an? comrunity development,

Patel and Somasundaram (1974) studied the impact of
Upgraded Training Course on the Gramsevaks in Madhya i radesl,

They found that 60 per cent of the trained gramsevaks were
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rated ‘good' in knowledge test, about 32 per cent ‘average'
and eight per cent rated as ‘poor'. 1t was also evident
that the knowledge of the trained gramrsevaks was hicher
than that of the untrained gramsevaks. The sujperiority

cf trained gramsevaks over the untrained gramsevaks with
regard to the understanding about extension methods was also

statistically significant,

Venugoral and4 Jalihal (1979), after studying the
influence of tra2ining at Indo-Japanese Centre on the
knowledge and performance of Agricultural Extersion Ufficers
regardine rice cultivation, reported that 46 per cent of
Agricultural Extension Cfficers trained at the Training
Centre had high overall knowledge reg=zrdin¢ rice cultivation,
as against six per cent of Agricultural Extension (Gf€icers

who were not trained,

Joshi and Rac (1981) conducted a study cn 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,
Trne results showed that there was significant increase in

the knowledge of the participants due to training,

Urma (1982) cornducted a critical analysis of the impact

of training on Mahila Mandal Members with reference to
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Nutrition and Home gardening aspects in Dharward District of
Karnataka State. 7Tha results revealed that the improvement
in the knowledge level of the participants in the training
was statistically significant,

Falaichelvan (1984) studied the transfer of farm
technology through Training and Visit system and found that
the increase in knewledge 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 Indisn Institute of Sugarcane
Research, Lucknow, U,P, 1t was clear from the results that
the participants had significant gain in knowledge due to

training.

2.5.1. Age

Fatel and Somasundaram (1974) found that the age of the
gramsevaks had positive and significant relationship with

4heir gain in knowledge as a result of training,



Kalaichelvan (1984) stated that the age of the extension
personnel had positive and significant relationship with their
jain in knowledge,

2.%.2, Education

Fatel and Somasundaram (1974) revealed that there was
rositive association between the educatioral level of
gramsevaks and their gain in knowledge as s result of the

training course,

Joehi (1980) reported that there was no significant
association between educetion and gain in knowledge of the

Village iLevel Workers.

Kalaichelvan (1984) reported that the gain in knowledge
of the Village Level Workers was positively and significantly

assacisted 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 amcunt

of knowledge gained as a result of training,

Fatel and Somasundaram (1974) found that there was
positive association between the experience amd gain in
knowledge of the respondents,



Joshi (1980) stated that there was nc association
between the tenure of service and the zain 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 lLevel Workers,

2.,5.4. Nurber of previous trainings undergone

Kalaichelvan (1984) found that the gain in knowledge
of the Village lLevel Workers was significantly and positively

associated with the number of trainings attended by them in

the Training and Visit System,

Allport (193%) defined attitude as a mental and ﬁ@ral
state of readiness organised through experience, exertiny a
directive or dynamic influence upon the individuals response

to all cbjects and situationa with whici: it is related,

hccording to Krech and Crutchfield (19497) attitudes

are a function of perception,

Newcomb (1951) speaks of attitude as a state of

readiness for motive arousal and an indivéduals attitude



towards something is his predisposition to perform, perceive,
think and feel in relation to it,

Rosenberg (1956) gtated that "an attitude is a

relatively stable affective response to an object”,

Fats and Scotland (1959) defined attitude as a terdency
of disposition to evaluate an object cor symbcl 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 tc specify factors related toc a job,

Remmers et al. (1967) defined attitude as a feeling

for and against something.

Rogers and Shoemaker (1971) explained attitude as a
relatively enduring organization of an individual's beliefs

about an cbject that predisposes his actions,

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

Mehrabian (1973) explained attitude as the degree of
l1iking, positive evaluation and/or performance of one person

for another,



Studies relating the above two independent variables
viz. attitude towards extension professicn and attitude
towards Training and Vigit System, and the dependent variable,

gain in knowledge, were not available.

2.5.6. Job satisfaction

Ketzell (1964) defined job satisfaction as the verbal

expressions of the incumbent's 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

relaticnships outside the jol,

Williams (1971) stated that adeguate opportunities
should be riven to the extension officers to have a satisfying
and rewarding career in the organisation Ly suitable inservice

training programmes.

Subhalakshmi end Singh (1974) found that nearly two
thirds of the CGram Sevaks were either very much satisfied or
satisfied with their job, nearly 20 per cent were dissatisfied
or very much dissatisfied and the remaining gramsevaks were

neutral in their attitude.



Jalihal ¢t al. (1975) observed that about 74 per cent
Gram Sevaks were satisfied with the time spent Ly them on

ecducational activities,

Sinha et al. (1976) defined job satiafaction as a
mental state of an individual in an 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,

Fenon gt al. (1978) reported that majority of the
Deputy Agricultural Cfficers in Tamil Nadu were dissatisfied
with their promoticn chances, independence in their work and

the departmental policies and practices,

Sundararajan (198%) found that the job satisfaction
among graduates was comparatively better than that among the

non-graduates,

2.5.7. Mork load situation

Studies which relate work load situation to gain in

knowledge of the trainees were not available.

Bhaskaram (1966) conducted an evaluation of inservice
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training of extension personnel and found that great majority

of the trainees felt the treatrent of the syllabus as effactive,

Sandhu and Bilang (1977) studied the training needs of
Agricultural Extension Officers, The major objective of the
study was to determine the level of adeguacy of inservice
training of Agricultural Extension Cfficers in agricultural
and allied subjects. The results showed that the adequacy
score of the various items of subject matter ranged from
3.43 to 4.14, when it was measured on a five point continuum

ranging from 'Most adecuately' to 'Not adequately’.

Rao et gl. (198() conducted an evaluation of the Surmer
Institute on Water Managenent in Black So0ils and the authors
measured the usefulness and coverage of the topics dealt with
in the classes, using the treatment-utility index. 7The
treatment-utility index cf the Sunmer 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
FAU and féﬁd that the treatment utility index of the exibition

was 64.8C rer cent.

In this study, inservice training programmes are



operationally defined as the trainings conducted by the
LAU for the agricultural extension personnel of the Kerala

State Department of Agriculture,

2.7.2,

Agricultural extension personnel are operatiorally
defined as the officers of the Kerala State Department of
Agriculture including Agricultural Demonstrators, Agricultural
Ufficers and Assistant Directors of Agriculture who

participated in the training programmes offere? by the KAU,

2-".3. |4 fa X

Frofessionsl knowledge is operatiorally defined as
the knowledge of the extension personnel about the Aifferent
subject matter areas in agriculture included for the training

programme,

2.7.4. Iregtrent of training

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

personnel,

2,7.5. Utility of training

Utility of training is operationally defined as the

extent of usefulness of the different subject matter areass



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$,5,1L,C, ugwards,

2.7.8. Total experience

Totasl experience is the period in completed years for

which the agricultural extension perscnnel had been in service,

2.1-9.

Experience in Training and Visit System is defined as
the period in corpleted years for which the agricultural
extension personnel ha® been in service in Training and Vigit

System,

2.7. IQ'

It is Aefined as the number of inservice trainings

undergone by the agricultural extension rersonnel after the
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implementation of Training and Vigit System throughout the

state,

2.7.11,

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

agricultural extension personnel,

a.7.12.

Agricultural Extension

It is the degree of positive or negative affect towards
the Training and Vigit System of Agricultural Extension held

by the agricultural extension personnel.

2.7.13., Job £ (o)

it is defined as the expression of the agricultural
extension personnel r=garding the degree of satisfaction or

dissatisfaction he/she is deriving from his/her job.

2.7.14. Work load situation

It is operationally defined es 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,



2.7.15,

It is defined as the opinion of the agricultural
extension personnel about the way in which the Aifferent
items of training activities in the pre~training, in training

and post-training phases were carried out,
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CHAPTER 11X

METHODOLOGY

In this chapter, the mathodology employed for the
study 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
independent variables.

3.5. Measurement of the treatment and utility of the
training programwmes,

3,6, Measurement of the perception about the training
methodology.

3.7. Feasurement of the constraints experienced by the
respondents,

3.8, Statistical tools used,

3.1,

The KAU is organising, among other extension education
activities, trasining programmes for the various categcories
of extension personnel of the State eveloprent Departments,
Departments of Agriculture of various states, Input Agencies,

Voluntary 2gencies etc. One of the major benaficiaries of
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the University's training rrograrmes is the Kerala State
Department of Agriculture. Training programmes on Agriculture
and allied subjects are organized for the various categories
of extension personnel of the State Department of Agriculture.
During 198%-'26, six training ;rogrammes benefitting 376
extension personnel of the State Department of Agriculture
wvere organized by the Kerala Agricultural University. 7The
important categories of extension personnel of the Department
of Agriculture trained by the XAU during 1985-'26 were the
Agricultural Demonstrators (Village lLevel Workers), Agricult-
ural Cfficers (Superiors of the Agricultural Demonstrators)
and Assistant Directors of Agriculture (Superiors of the
Agricultural Cfficers). Therefore, training rrogrammes
specifically meant for these three categories wers selectes

for evaluating their effectiveness,

The following three training programmes were seiected
for the study as sugcested by a panel ¢of judges consisting
of scientists in the X2U and Senior (fficers in the State

Departrment of Agriculture.

1. Training in plant protection for Agricultural Demonstrators:

2. training in pulses and oilseeds production technology for
Agricultural Cfficers; and

3. training in audio-visual aids and@ technicues 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, vig. plant protection,
rulses 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 trzining

programmes were selected purposively for the study,

3.2. Pescription of the training programmes

302‘1‘ T

This training ccurse was conducted at the College of
Agriculture, Vellayani, one of the constituert Colleqesof
the University. A batch of 32 Agricultural Demonstrators
underwent this training course at the time cf the investigat-
ion., The Auration of the training was six Jays from 16,6.'R6
to 21.6.'86,

3.2.2,

This five day training course was conducted at the

Krishi Vigyan Kendrs, Regional Agricultural Research Station,
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Fattambi operated by the KAU, During the period of the
investigation, %7 Agricultural Officers participated in this
training programme in two batches, 28 Cfficers in the first
batch (from 16,6,'86 to 20,6,.°'86) and 29 Officers in the

second batch (from 23.6.'86 to 27.6.'86).

The duration of the training was six days from 23,.6,°'Ré
to 28,.6,'86 and the venue of the training wos the Directorate
of Extension, Mannuthy. This training was conducted for

only one batch of 19 Assistant Directors of Agriculture.

During the period of investigation, one batch of 32

Agricultural Demonstrators attended the 'trasining in plant
protection’ at the College of Agriculture, Vellayani. All
the 32 Agricultural Demonstrators were sclected as respondents

for the astudy,

3.3.2. n of Off -~F@B8PON ts

Fifty seven Agricultursl Cfficers attended the 'training
in pulses and oilseeds jroduction technolosy' at the Krishi

Vigyan Kendra, Fattambi in twc 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 Cfficer -~ respondents
for the study.

3.3.13.

The 'training in audio-visual aids and technigues' 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. t £ D - I

A list of Scientists in the FAU who have served as
Course Directors for training programmes conducted Aduring
the immediate past three years of the study vear, vis. 19f3
to 198% was prepared, In all, 50 Course Directors wur‘
identified and from the total, 30 Course Directors were
selected randomly to represent the respondents under this

category.

3.3.5. Selection of Trainer - respopdents

A 1list of Scieptists of the Kerala Agricultural

Univerzity who have handled c¢classes for the various training
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courses during the immediate past 3 years of the study year,
vig. 1983 to 1985, was prepared, From the list of 62 trainers
a rardom 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 3C Trainer-respondents,

The variebles included in the study were selected

after a thorough review of research work done in the past on
various aspects of the training and on the basis of the

opinion of the experts in the University.

3.4.1.1. Selectiop of the derendent varisble

The training programres 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, rulses and oilseeds ; rciuction technology
and audio-visual aids and technigues. Since these treinings
had the major focus on rrofessional subject matter areas, it

was decided to select the professional knowledge of tre
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respondents in the subject matter nnﬁu of the training
concerned as the dependent variable.

3.4.1.2. Selection of the independent \varisbles

After a thorough review of the jpertinent literature,
a list of independent variables was péﬁpared. It was
subjected to relevancy rating by a paéol of judges in the
KAU, Based on their judgement, the f@llowinq inderenient

variables were selected for the study§

1. Age

2. Educetion

3. Total experience

4. Experience in Training and Vigit Sysiem

S, Number of previous trainings underqgonse

6., Attitude towards extension profession

7. Job satisfaction

8. Attitude towards Training and Visit Systom

9. Work-load gituation
30402- the A& V.

Professional knowledge of the respondents in the
subject matter area of the training concerned w:=s treated
as the dependent variable for the study., A nurber of
researchers have su gested different methods for the

measurement of knowledge, 3ome of the significant methods
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are reviewed heraunder.

Shankariah 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,
app;y and recall. Then they calculated the knowledge index

as follows.

1 + X tTeoesosst

X
Knowledge index = —= - B x 100

xl = No, of correct answers of first practice
xz = No, of correct answers of second practics

n = Total number of Gguestions put to s respondent to

test his/her knowledge

8inha et gl. (19682) adopted the method of self
appraisal to determine the level of knowledge of Agricultural

Extension Cfficers,

Jaiswal and Dave (1972) caléulntad knovledge scores
for measuring the knowledge level of farmers about recormended
agricultural practices, For this, a score of one for right
answer and score of zerc for wrong answer were given., 7The
scores obtained by respondents were expressed in terms of

rercentage of total scores.



Humber of correct answers . 100
Actual total score

Knowledge score =

Singh and Prasad (1974) measured knowledge by working
out inowledge lLuotient which was calculated as follows:

Actual total score

Knowledge Luotient =

G111 and Sandhu (19R1) measured the knowledge of
farmers by Calculating an average knowledce score.

Total knowledge score
guestions x Yo, of reaspondents

Average knowledge score = Yo, of

Joshi and Rac (1981) measure? the knowledge of Village
Level Workers by conducting the knowledge test ‘before’ end
‘after' training. Verma (1984) used the method followed by
Joshi and Rgo (1981) to measure the increase in subject
matter competencies of extension personnel due to training,

In order to measure the 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 (1981) and Verma (1984) in similasr
studies was adopted in this study,

The procedure followed for measuring the gain in
knowledge of the respondents of the study is outlined below,
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The universe of content of the knowledge items

regarding blant protection was ccllected from the scientists
handling classas 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 Semonstrator-respondants.

As outlined earlier, a total of 6C knowledge items
were collected to represent the universe of content of the
subject matter area viz. ‘pulses and oilseeds production
technology'. These items were framed into guestions and
subjected to expert editing. After editing, 25 knowledge
items were retained and they formed the knowledge test for

the Agricultural Officer-respondents.,

Here alsc, the procedure elaborated earlier was

followed, Cf the 45 identifisd knowledge items relating teo
‘audio~visual aids and techniques', 27 were finally selected



39

after editing to constitute t:e knowledge test for the

Assistant Director-respondents.

The respondents were administered with the respactive
knowledge test both before end after the training. Correct
responses vere civen a score of one and wrong answvers
received no score. The individual respondent's total
score was added up and it indicated his/her knowledge score.
The Aifference between the knowledge scores of the respondents
before and after the training was considered as the gain
in knowledge.

3.4.3. . d v b

Age

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

Education

In this study, education was measured by assigning
scores for the academic gualifications acjuired by the
respondents, The scoring system used for the different

categories was as follows:



1 S.s.LCCO

2 K.G.T,E, {Agriculture) or
M. G,T,E, (Mric“ltm’

3 Above K,G,T.EB, (Agriculture) or
¥%,G,T.E, (Agriculture)

b) Agricultural Cfficer-respondents
Sl.N0,  Academic gqualification
1 Training including Diploma in

Agriculture, ¥,G,T.E., (Agriculture) or
¥.G.T.E, (Agriculture) and for those

who were selectad as Agricultursl
Cfficers from Agricultursal

Demonstrators.
2 Graduation in Agriculture
3 Above graduation
c) Agsistant Director-respondents

3
(e ]

Score

It was found that there was no variation among the

Assistant Directors in their educational level and they all

had B,Sc,(Ag) degree., Therefore, this varisble was not

included for analysis in respect of the Assistant Director-

respondents,



Total experience

In the present study the total experience of the
respondent was measured as the total number of years,
rounded to the nesrest year, srent in service by the

respondent at the time of the survey.

11 v, i 5 %

The experience in Training and Visit System was
measured by the number of corpleted years of service put in

by the respondent in the Training and Visit Syster,

The respondents were asked to indicate the nurber of
trainings undergone by them since 1983, the year in which the
Training and Visit system was extended tc cover the entire
Kerala State. A score of one was Given toc each training
undergone by the respondent and the scores were summed up
to indicate the respondent's score for previous trainings

undergone.

Attitude towards extension profession

To measure this variable, the scale developed by
Sobhana {1922) was used with slight modifications., The
Likert type attitude scale adapted for this study consisted

of five negative and {ive positive statements. The scoring
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procedure for rositive statements wass

Strongly agree 5
Agree 4
Undecided 3
Dis-agree 2

1

Strongly disagree

The scoring procedure was reversed in the case of
negative statements., The total score of a respondent was

the summation of numerical weights assined to the respondes.

Job_satisfaction

Muthayya and Gnanakannan (1973) messured the job
satisfaction of developmental personnel by items covering
three aspects vig, personal aspects including fe;ling of
inadeqguacy, security, non-acceptance etc. the interpersonal
aspects covering the interaction with superior peorle and
non-officials and the job aspects including pay, work

oprortunities, expectation etc,

Rathore (1974) developed a job satisfaction scale to
measure the level of job satisfaction of extension personnel,
The Aifferent degrees of job satisfaction/job dissatisfaction

were assicned the following scores,
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Very much satisfied s
Satisfied 4
Undecided 3
Dissatisfied 2
Very much dissatisfied 1

Sinha gt 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 develored by Rathore
(1974) was modified and used tc measure the job satisfacticn
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 assi;ned were as follows:

Very much satisfied
Satisfied

5
4
Undecided 3
Dissatisfied 2

1

Very much dissatisfied

The job satisfaction score of each respondent was

computed by summing up the score correspcnding to each answer.
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Segrmad (1979) develored a Likert type scale to
measure the attitude of farrers and Agricultural Cfficers

towards Fackage Programme.

Joseph (1983) developed a scale to measure the
attitude of Agricultural Demonstrators towards the Training
and Vigit System, The scale consisted of four positive and
four negative steterents. 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 followsd to quantify the attitude of the
respondents of the study towards the Training and Visit Systen.

Work load situstion

Sundararajan (1985) measured the work loed situation
using a ladder technigue., Tha ladder jiven was having eleven
steps with zero score for the bottom ster indicating the



worst manageable jobd situation and ten score for the top-
step inlicating the best manageable job situation, The
respondents wvere asked to indicate the present position
with regard to the job situation in relation to their job

of communication of innovations.

3.5. Mpapurement of the trestment and utjlity of the
Ltraining programmes

Ambastha and Singh (1975) develo;ed a treatrment utility
index which was used by Rac et al. (1980) to evaluate the

Surmer 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 utilized as a wmeasures of
overall rating of the topics dealt with in the treaining 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 continuwm as followss
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rerception akbout the treatment

of topics W ht
Thoroughly adequate

Adequate

Less adejuate

N W s

Inadequate

ierception about the utility of
th o8 151 h

Very useful
Useful

Less useful

N W

Not useful

Taking into consideration the coverage and utility
dimensions and the points of continuur 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
TUL = éY!c1 x 100
NEY
TUI » Treatment-utility index

Fi = The freguency of the topics in the :lth cell

C1 = The ¢sll score of the 1th cell
(¥roduct of the corresponding scale values as
rrasented on the two dimensions in 4 x ¢ table)
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N « Total number of respondents
.4 = The hizhest scals value on X dimension

Y # The hishest scsle value on Y Aimension

To compute the concordance or discordance on the
rating of the topics by the respondents, the treatrent and
utility scores for individual topics were calculated
separately. Based on these sccres the topics dealt with the

training were ranked to facilitate comprehensive comparison.

3'6.

Singh and Arys (1968) studied the perception of

leadership behaviour with the help of two instruments namely

paired comparison and rating scales.

Rajababu (1984) stu’ied the percerntion abcocut tre
training methodology and transfer of technology by presenting
the items before the raspondents for rating them on a five

point continuum,

The method followed by Rajababu (1994) was followed

in the present study also.

The different asrects of the training methodology were
divided into three stages as follows:

1, Fre-training stage

2. Intraining stasge

3., Post-training stage
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The different aspects of the training methodclogy in
each stage of the training were identified after discussion
with experts. These aspects were rresented before the

respendents for rating on a five-point continuum as follows:

Response continuym Wejghts agelgned
Excellent 5
Good 4
Fair 3
Bad 2
Very bad 1

The perception scores for each aspect was calculated
by adding the scores correspending to each aspect of the
treining wmethodology yiven by the indiviluals.

Ranrking of the different aspects of training methodologqy
at the three stages was done by taking the mean perception

score for each item as the criterion.

3070 40 &

The constraints normally experienced by the Trainees,
Trainers and Course Directors while participating in/
conducting training programmes were identified after
discussion with subject matter speciaslists in the University

and Cfficisla of the Kerala State Department cf Agriculture,
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The constraints relevant to each catejory vig. Trainees,
Trainers and Course Directors were listed and the list of
constraints was administered to the respondents. Thay were
asked to indicate their constraint percertion on a four-point
continuur ranging from 'Most felt', 'felt’', 'less felt' to
'least felt' with weights of ¢4, 3, 2 and 1 respectively. The
mean score for each constraint was computed and based on the
mean scores, the constraints were ranked from most felt to
least felt., Thus, there were three sets of ranking cf the
constraints, one each for the categories of Trainees, Trainers

and Course Dirsctors.
3.8. Statistical tools used

3.8.1. Krugkal-wallis one-wgy analysis of veriapnce by ranks

This ncn-parametric test was used to know the
significance of difference in gain in knowledge between the
low, medium and high groups of respondents, who were classified
on the basis of their selected characteristics ie, the
independent variadbles, The respondents were classified into
three groups, namely ‘low’, ‘'medium’ an? 'hich' groups in
such a way that each group contained apprroximately equal
nunber of respondents,



The formula used for the purpose is <iven below:

. (R
12 (fq)
By o+ 1) ny

o - Tctel number of observations
x1 o Sum of the ranks in 1““ group

n, = Nurber ¢f observations in 1th group

The 'ii' value calculated was compare? with the table

value to €ind out the significance of association.,

Besides this, mean score analysis ané¢ rercentage

analysis were alsoc carried out in the satuvdy.
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CHAPTER 1V

RESULTS AND DISCUSSION

In this chapter, the results of the study are

presented and discussed in the following sequence.

1.

2,

3,

3.1.

3. 2.

3.3.

3.4.

3.5.

3.6.

Impact of training on the professional knowledge of
the respondents,
Association of the dependent variable with the
independent variables ~ Results of the Krusksl-Wallis
test.,
Perception about the tresatment and utility of the
training programmes.
Ferception about the treatment of the topics dealt
with in the training for the Agricultural Demcnstrators.
rercejtion about the utility of the topics dealt
with in the training for the Agricultural Demonstrators.
Treatment -~ Utility indices of tha topics dealt with
in the training for the Agricultural Demonstrators.
Ferception about the treatment of the topics dealt
with in the training for the Agricultural Cfficers.
Perception about the utility of the topics dealt
with in the training for the Agricultural Cfficers.
Treatment-utility indices of the topics dealt with
in the training for the Agricultural Officers,



3.7. Ferception about the treatment of the tcpics dealt
with in the training for Assistant Directors.

3.8, PFPerception about the utility of the topics dezlt
with in the training for Assistant Directors,

3.9, Treatrent utility indices of the topics dealt with
in the training for Assistant Directors,

4, Perception about the training methodology.

4,1. Perception about the traininc methodology - prew
training stage,

4,2 Ferception about the training methodology - in
training stage,

4.3, Ferception about the training metholdology - post-
training stage,

S. <Constraints experienced by the Trainees, Trainers and

Course Directors.

S.1. Constraints experisnced by the Agricultural
Demonstrators,

5.2. Constraints experienced by the Agricultural Cfficers.

S.3. Constraints experienced by the Assistant Directors.

5.4, Constraints expericnced by the Trainers.

5.5. Constraints experienced by the Course Directors,

Gain in professional knowledge of the respondents

after their exposure to the training programmes was considered



as the impact of the respective training programmes., 7The
results relating to these aspects are furnished in Table 1.

A perusal of the results in Table 1 an?d Fig. 2 shows
the extent of knowledge gained by the three categories of
respondents namely the Agricultural Demonstrators, tha
Agricultural Officers and the Assistant Directors of
Agriculture. Tha maximum score possible on professional
knowledge for the Agricultural Demonstrators was 30, for the
Agricultural Cfficers it was 25 and for the Assistant
Directors it was 27. The percentage gains in knowledge were
11.13, 18.00 and 22.22 respectively for Agricultural
Demonstrators, Agricultural Officers and Assistant Directers
of Agriculture. Thus, there was substantial gain in
knowledge, for the three categories of respondents due to
training. This can be explained based on the facts that
conseguent to the 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 competancy in the subject matter
on the part of the extansion personnel sc as to tackle
problems arising out of complex technologies and pressing
demands from the fsrmers, More than even before, the
farming public have high expectations about the extension
paersonnel . 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

8l. Catecry of Nurber Maximum Mean Mean Mean Fercentage
Nc. respondents of score pre-~ post- gain in gain in
respond- possible training training profes— knowledge
ents on knowledge knowledge sional
profes-~ score score knowledge
sional
knowledge
1 Agricultural 32 30 18,38 21.72 3.34 11,13
Demonstrators
2 Agricultural Cfficers 30 25 15.33 19.83 4.50 18,00
3 Assistant Directors 19 27 13.00 19.00 €.00 22,22

78



FIG. 2. PERCENTAGE GAIN IN KNOWLEDGE OF THE THREE
CATEGORIES OF RESPONDENTS.
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competency improvement rrogrammes like the trainings as

in the present case to meet the expectations. Latnnly;

it also implies that the resource persons of the Kerala
Agricultural University who served as trainers would have
given their best to meet the regquirements emerging from
such traininc 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 FKAU
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 Scmasundaram (1974), Joshi (1980), Joshi and Rao
(1981), Uma (1982), Kealaichelvan (1984) and Verms (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 dus 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 Demcnstrators.
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 perscn
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having more power of comprehension will have mere gain in
xnovwledge compared to ancther person who has less pover of
comprehension, Moreover, the Assistant Directors are
expected to provide the tschnical linkage between the
Research Stations and the farmers' fields, Their role is

€0 teach the Agricultural Cfficers 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.
Purther, they have a major role to play in the process of
xnowledge 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
utilized 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 attendsd the training very seriously and therafore,
had derived maximum advantage out of the training.

Comparing the other two categories of respondents,
namely the Agricultural Demonstrators and Agricultural
Cfficers, the latter had more gain in knowledge than the

former, The subject matter of the training for Agricultural



Officers was 'pulses and oilseeds producticn technology’
which is a current topic for which thrust is given in the
Twenty Foint Progranme of the country. The popularisation
of scientific cultivation of pulses and oilseeds is a
challenging task for the extension personnel of the Stste
Department of Agriculture and so they had a felt need to
know more and more about the subject, !iorecver, the
educational background of the Agricultural Cfficers was
better than that of the Agricultural Demonstraters. Thus,
the compounding efrfect of the educatiocral background of
the trairees and the importance of the subject matter of
the training resulted in substantial gain in knowledige by

the trainees, namely the Agricultural Cificer-respondents.

The Agricultural Demonstrators had low educational
background and exparience compared to the Agricultural
Cfficers 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
rerception abocut the competency of the trainers who handled
classes in the training. Because of this the Agricultural
Demonstrators showed reluctance to ask guestions 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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As detailed elsawhere, the gain in the professional

knowledge of the respondents consequent to their exposure

to the respective training programmes was treated as the
dependent variable and the selected characteristics of the
respondents were treated as the indspendent variables for
the study. An effort was made to ascertain the association
between the dependent and independent variables by subjecting
the data to Kruskal-Wallis analysis of variance test and

the results are presentsd 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
Damonstrators. But in the case of Agricultural Officers
and Assistant Directors, the educational gqualification was
not found t0 be associated with their gain in knowledge,
During data collection, it was found that the Agricultural
Demcnstrators showed wide variation in their educaticnal
backgrounds ranging from 8.8,L,C, to graduation., This
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

51, Independent Association with mean gain in
No., variable knowledge
Agricultural Agricultural Assistant
Demonstrat- Cfficers Directors
ors (n= 32) (n = 30) (n = 19)
1 Age 0.88"° 1.987"5 1.687°
2  Education 12.38** 2.81"8 -
3 Total experience 4.34"8 2,96 2,53%°
4 Experience in 0,961 8,45 0.61°°
T & V System
5 F'revious trainings 15,35+ 2.89NS Z.GNS
undergone
6 Attitude towards 9.08* 2,38°° 0,75
Extension profes-
sion
7  Job satisfaction 6.745% 2.35°° 1.57"°
8  Attitude towards 4.17288 3.345° 0,138
T & V System
9 Workload situation 0.08%° 0.56"° 1,13V

* Significant at 54 level ©of probability
** Significant at 1% level of probability
NS NHot significant
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definitely have better comprehension of the things taught
to him in & 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, &imilar results were
rerorted by Fatel and Somasundaram (1974) and Kalaichelvan
(1984)., But this finding is in dissonance with the findings
of Joshi (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 was not
found toc be asscciated with their gain in knowledge. Majority
of the respondents belonging to these twc categories were
homogenous in their educational status. The lack of
association between the independent variable - (without
variation) - and tha dependent variasble - (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 gein 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 than 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., 7This can be exprlainad on the
basis of the fact that the Agricultural Demonstrators who
had participated in more number of trainings micght 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 Kalaichelvan (1984) who established positive and
significant asscciation 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 associsted 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 towaris
it. But those who were imore exrosed to the extension work
might have developed a more favourable attitude towards
their job. 7This 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 wvas 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 cerformed., Those who had better job satisfact-
ion would like their job and would try to perform their job
in better ways. Tha training offered tc 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
cormpared to the respondents with less job satisfaction., The
above mentioned facts explain the association between the
job satisfaction of Agricultural Demonstrators and their
gain in knowledge,

All the other independent variables such as ‘'age’,
‘tctal experience’, 'experience in Training and Visit System',
‘attitude towards Training and Visit System' and 'workload
situation' 414 not show significent association with the
gain in knowledge in the csse of Agricultural Demonstrators,

The Agricultural Cfficers snd Assistant Directors ware

almost identical in their response with respect to the
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independent variables, and therefore the variations in the
independent variables were not significant, 7This will
explain why there was no significant asscociation between
the dependent variable -~ gain in knowledge of the two
categories of the respondents - and the independent |

variables.

A measure of the adequacy of coverage of Jdifferent
topics dealt with in the training and their usefulness vas
taken by calculating the treatment-utility indices of the
training programmes. The treatment of the topics and their
usefulness vere measured separately by calculating the mean

treatment and utility scores for each topiec.

A perusal of Table 3.1 shows the respondents' parception
about the treatment of the topics dealt with in the 'Training
in plant protection' as perceived by the Agricultural
Demonstrators.

The adeguacy of coverage of the topics mostely deperxis
on the efficiency of the trainer. A well prepared trainer



Table 3.1. FPercaeption about the treatment of the topics
dealt with in the training for the Agricultursasl

Demonstrators n = 32
Sl. Topics Mean score Rank
Ro, for treat-
ment

1 Importance of pest control in

crop production - symptoms of d.22 2
damages
2 Principles arnd methods of pest 3.38 1
control
3 Major pests of padly 2.81 14
4 Major pests of coconut 3.19 3
-] Major pests of fruits 2.72 17
6 Chemical contrcl 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 2.F4 13

and vegetables

10 Identification of pests of

plantaticn crops, spices and 2.7% 15.5
fruits

11 Non-insect pests - rodents - 2.56 18
nature of damages and control

12 Plant protesction equipment 3.06 6.5
operation and maintenance

13 Importance of plant diseases 3.09 5

14 Principles of plant disease 3.06 6.5
control

15 Control of plant Aiseases by 2.97 S
che:sicals

16 Praparation and use of fungicides 3.03 e

17 5011 borne an® seed borme diseases 2.91 11

e Fajor disease problems of Kerala
and their causes identification 2.F8 12

and control

- - S e o -




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 control' 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 perceived to be adequately covered by

the trainers.

The topic ‘Non-inssct pests-rodents nature of damages
an? control' (18th 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 'ldentification of pasts of plantation crops,
spices and fruits' (rank value 15.5) were also inadequately
treatsd according to the respondents,

The topics dealt with in the 'training in plant

protection’ were essessed 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
81. Topics Mean score Rank
No. for
utility
e
1 Importance of pest control in crop 3.28 1
production - symptoms of damages
2 Principles and methods of pest 3.2% 2
control
3 Major pests of paddy 2.94 12.5
4 Major pests of coconut 3.13 6
S VMajor pests of fruits 2.91 14.5
6 Chemical control of pests 3.03 8.5
7 Synthetic insecticides 2.7% 16
8 Integrated pest management 3.19 3.8
9 Study of the pests of pulses and 2,97 10,5
vegetables
10 Identification of pests of 2.69 17
plantation crops, spices and fruits
11 Non-insect pests - rodents - 2.66 18
nature of damages and control
12 Plant protection equipment - 3.19 3.5
operation and maintsnance
13 Inportance 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.%
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 2.91 14,5

and their causes identification
and control

Cverall mean

3.01




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 'FPlant protection equipment - operation
and maintenance' were also perceived as hawving high utility
for which the rank value given was 3.5 each,

The most inadeguately treated topic, namely, 'Non-
insect pests - rodents - nature of damages and control' was
perceived as the least useful topic by the trainees for
which the utility rank given was 18th, The 17th and 16th
ranks were given to the topics 'ldentification of pests of

plantation crops - spices and fruits' and ‘'Synthetic

insecticides'.

Table 3.3 relates to the results of cumulative ratings
of the topics on their treatment and utility dimensions by
the Agricultural Demonatrators.
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Table 3.3. Treatrent - Utility Indices of the topics
dealt with in the training for the Agricultural
Demonstrators (n = 32)

81, Topie Treatment Rank

Ko, Utilicy

index
1 Importance of pest control in crop 68,38 2
production ~ Symptoms of dameges
2 Principles and Methods of pest 69.92 1
control
3 Major pests of paddy 54,29 14
4 Major pests of coconut 64.84 5
S 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 £$.08 12
vegetables

10 Identification of pests of 49,02 17

plantation crops, spices and fruits

11 Non-insect pests -~ rodents - 47.07 18

nature of damages and control

12 Plant protection egquipment - 65,04 4

operation and maintenance

13 Importance of plant diseases 62,70 6

14 Principles of plant dissase control 61,72 7

15 Control of plant diseases by 87.23 10

cliemicals

16 Preparation and use of funcgicides 60,16 ]

17 8011 borne and seed borne diseases 56,05 11

18 Major Adisease rroblems of Kerala

and their causes, identification 54,30 13

and control

Overall mean

58,43




69

Data in Table 3.3 show that the overall 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 Aifferent topics ranged from 47.07 to 69,.92.
This indicates that some topics were treated adequately
which were very useful while some of them were treated
inadequately vhich 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 rests - rodonta - nature of damages and
control' (18th rank), 'Identification of pests of plantation
crops, spices and fruits' (17th rank) and the °'Synthetic

insecticides' (16th rank).

The Agricultural Cfficers were asked to indicate their

perception about the treatment (coverage) of the topics



Table 3.4. Perception about the treatment of the topics

dealt with in the training for the Agricultural

Cfficers (n = 30)
81, Topic Mean score Rank
No. for
treatment
1 Pulses and oil seeds ; roduction 3,13 3.5
possibilities and constraints in
Kerala
2 Sesamum varieties =znd managerment 2,80 12
practices
3 Cowpea varieties and management 2.87 10
practices
4 Varieties and managersnt practices 2,67 14
of pulses other than cowrea
s Diseases of pulses crops and their 2,93 7.5
control
6 Bio-fertilizers for pulses 3.10 -]
7 Nitrogen econony of cropping 2,80 12
systems with pulses
8 Varieties and management practices 2,33 17
of sunflower and groundnut
9 Plant protection in ocilseed crops 2,53 15
10 Pulse production in command 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 affecting it
14 Fulses in rice based croupping system 2,80 12
15 Nutritive value of pulses and oil 3.47 1
sesds
16 Fertilizer management of oil seed 2.90 9
crops
17 Extension strategies for pulses 3.20 2

0il seeds production

Uverall mean 2.88
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dealt with in the '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', ‘Fulses 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 Cfficers were ‘'varieties and management
practices of sunflower and groundnut' (17th rank), ‘Fests
of pulses and oilseed crops and their control' (16th rank),
and 'Plant protection in oilseed crops' (15th rank).

dealt with

The topics dealt with in the ‘'training in pulses and
oilseeds production technology' were assessed for their
utility as perceived by the Agricultural Officers and the

results are given in Table 3.85.

A cursory glance at the data 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. Ferception about the utility of the topic
dealt with in the training for the Agricultural
Cfficers (n = 30)
s1. Item Mean score  Rank
No. for
utilicy
1 Fulses and o0il seeds prouction 3.47 2
posibilitiea and constraints in
Kerala
2 Sesamun varieties and management 3.27 (3
practices
3 Cowpea varieties and management 3.30 5
practices
4 Varieties and managerent practices 3,.c0 1)
of pulses other than cowpea
-] Diseases of pulse crops and their 3.17 8
control
6 Bio-Fertilizers for pulses 3.23
Nitrogen economy of cropping 3.10 9
systems with pulses
8 Varieties and management practices 2.93 14
of sunflower and groundnut
9 Plant protecticn in oil seeds 2.13 17
crops
10 Pulse groduction in command area 3,03 12
11 Pests of pulses and o0il seed 2,53 16
crcps and their control
12 Crop improverent in pulses and 2,87 15
01l seeds in Kerala
13 Symbiotic Nitrogern fixation and 3.43 3.5
factors affecting it
14 ulses in rice based cropping 3,07 10,5
system
15 Nutritive value of pulses and 3,53 1
oll seeds
16 Fertiliser management of oil seed 3,07 10,5
erops
17 Extension strategies for incress-
ing pulses end oil seeds 3.43 3.5

rroducticn
Cverall mean

3.11
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its treatment aspect, also was the foremost wvhen the
utility dimensicn was considered. ‘'Pulses end oilseeds
production possibilities and constraints in Kerala' was
the topic which was placed as 2nd for its utility when
compared to ather topics. The topics ‘Symbiotic
nitrogen fixation and factors affoctina it' and ‘Extension
strategies for incressing pulses and oilseeds production’
were also ranked as highest in their utility dfmension

for which the rank value given were 3.5 each,

The lowest utility rank was given for the topic
‘Plant protection in oilseed crops'. The topic 'Pests 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 'Varietias and management
practices of sunflower and groundnut' (14th rank) were also

perceived as low on their utility dimension.

The treatment-utility indices of the topics dealt with
in the training for the Agricultural Cfficers are presented
in Table 3.6,
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Table 3.6. Treatment - Utility Indices of the topics
dealt with in the training for the Agricultural
Officers (n = 30)
1. Topics i Treatment Renk
Hc, utilicy
index
1 Fulses and oil seeds picduction 68,7% 3.5
possibilities and constraints
in Kerala
2 Sesamum varieties and management 58,33 8
practices
3 Cowpea varieties and management 58.7% 6.9
practices
4 Varieties and management 51.67 14
practices of pulses other than
cowpsa
5 Diseasesof pulse crops and their 60,63 ]
control
6 Bio~Fertilizers for pulses 54.17 12.5
7 Nitrogen economy of cropping 56.23 10
systems with pulses
8 Varieties and management practices 44,17 17
of sunflower and grouninut
9 Plant protaction in oilseed crops 50,63 18
10 Pulse production in command area %8.75 6.8
11 Pests of pulses and cilseed 44,58 16
‘ crops and their control
12 Crop improverent in pulses and 54.17 12.5
01l seeds in Kerala
13 8ymbiotic Nitrogen fixation and 68,78 3.8
factors affecting it
14 Fulses in rice based cropping 55.21 11
system
15 Nutritive value of pulses and 77.71 1
cil seeds .
16 Fertiliser management of oil seed 57.29 9
crops
17 Extansion strategies for 70.83 F ]
increasing pulses and oil seeds
production
Cverall mean s8.27




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 CUilseads' followed by
'Extension strategies for increasing pulses and oilseeds
precduction' (2nd rank). The topics 'Pulses and cilseeds
production possibilities and constraints in Ferala' and
'Symbiotic Nitrogen fixation and factors affecting it' were
alsoc having high treatrent-utility indices compared to other

topics for which the renk 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),

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.



Table 3.7. Ferception sbout the treatrent of the topics
dealt with in the training for Assistant

()

Directors (n = 19)
81, Item Mean score Ran®
No. for
treatnent
1 Introduction to audio-visual aids 2.68 11.5
and communication media (Theory)
2 Classification and study of audio- 2.84 6.5
visual aids (Theory)
3 Role of mass media in Adissemination 2.84 €.5

of agricultural information, types
of information materials (Theory)

4 Role of mass media in dissemination 2.68 11.5
of agricultural information, types
of information materials (Practicals)

8 HWriting script for information 3.95% 1
materials (Theory)

6 Writing script for information 2.84 6.%
materials (Practicals)

7 Non projected visual aids (Theory) 2,04 6.5

8 Hon projectsd visual aids (Fracticals) 2.79 9.5

9 Basic principles in photography 1.84 18,5
(Theory)

10 Practical hints in photography 1.4 18,5
(Practicals)

11 Freparation of slides and slide 2,47 14,5
story (Theory)

12 Preparation of slides and slide 2.16 17
story (Practicals)

13 Projected visual aids (Theory) 2,47 14,5

14 Handling and operation of projected 2.21 16
visual aids (Practicals)

15 How tc give a radio talkx (Theory) 2.79 4

16 How to prepare visual aids (Theory) 2.79 9.5

17 Three dimensional visual aids 2.63 13
(Theory)

18 Cral communication and publie¢c address 3,26 2
syster (Theory)

19 Cral communication and public address 3.11 3

system (Fracticals)
Cversall mean 2.70

D — - - - -



A perusal of the Table 3.7 shows that the toric
‘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 'Cral
communication and public sddress system {Theory)' and
‘Cral communication and public address system (I'racticals)’

respectively,

The topics 'Basic principles in prhotography (Theory)'
and 'Fractical hints in photography (Practicals)' were
rerceived as the most inadequately covered topics in the
training, for which the rank values given were 18.% each.
Similsrly, the topics ‘'Preparation of slides and slide
story (iracticals)' (17th rank) and 'Handling and operation

of projected visual aids (FPracticals)'’ (16th rank) were

also inadequately treated, according to the respondents.

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 3.2,
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Table 3,8, ferception about the utility of the topics
dealt with in the training for Assistant
DPirectors (n = 19)
s81. Item Mean score -ank
No, for
utility
1 Introduction to sudio-visgsual aids 3.16 e
and communication medis (Theory)
2 Classification and study cf audio- 3. 21 5e5
visual aids (Theory)
3 Role of mass media in disssmination .11 10.5
of agriculture information ty?.l of
information materials (Theory
4 Role of mass media in disseminaticn 3,08 12
of agriculture information types of
information materials (Prasticals)
$ Writing script for information 3.23% 5.5
materials (Theory)
6 VWriting script for information 3.16 8
materials (Fracticals)
7 Non projected visual aids (Theory) 3.26 3.5
£ Non projected visual alds 3.16 8
(Fracticals)
9 Basic principles in photography 2.42 ¥
(Theory)
1C  Practical hints in photogresphy 2.37 19
(fracticals)
11 Freparation of slides and slide 2.74 16
story (Theory)
12 Preparation of slides and slide 2.58 17
story (Fracticals)
13 Projected visual aids (Theory) 2.84 18
14 Handling and operation of projected 2.95% 14
visual aids (Fracticals)
15 tHow to give a radio talk (Theory) 3.26 3.5
16 How to prédpare visual aids (Theory) 3.11 10.5
17 Three dimensional visual aids 3,00 13
(Theory)
18 COrel communication and public 3.47 1
address system (Theory)
19 Oral communication and publilc 3.3 2
address system (Practicals)
Cverall maan 3,02
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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 alsc, The topics 'Cral communication
and public address system (Theory)' and 'Cral communication
and rublic address -yit-m (Practicals)' 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 most inadequately treated topics namely, ‘sracticsl
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 (Fracticals)' (17th rank) were also low when compared

to other topics dealt with in the training.

3.9, Irgatment-uti
in_the traiping for the Agsistant Directors

The cumulative ratings of the topics dealt with in
the 'training in audio-visual eids and technigues' on their
treatment and utility dimensions as perceived by the
respendents 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)
s1, Topie Treatment Rank
No. utility

index
1 Introduction to audio-vigual aids 54,28 11
and communication media (Theory)
2 Classification and study of sudio- 57.89 6
visual aids (Theory)
3 Role of mass media in Adissemination 55.92 8.5

of agricultural information types
of information materials (Theory)

4 Role of mass redia in dissemination $1.97 12
of agricultural information types of
infoermation materials (Practicals’

S Writing script for information 60,53 3
materials (Theory)

6 Writing seript for information 57.24 7
materials (Practicals)

7 Non projected visual aids (Theory) S8.85 5

€ Non grojected visual aide
(i racticals)

Q 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 3%5.20 17
story (Practicals)

13 Procjected visual sids (Theory) 44,74 14

14 Handling and operation ¢f projected 41.45 16
visual aids (Fracticals)

15 How to give a radio talk (Theory) 60,20 4

16 How tu prepare visual aids {(Theory) 54,61 10

17 Three dimensional visual aids 50.99 13
(Theory)

18 CUral communication and publie 1.1 1
address system (Theory)

19 Cral cormunication and publie 66,12 2

address system (Fracticals)
Cverall mean S1.42

- W e Wy« i W g,
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A perusal of the data in Table 3.9 gives a genersl
idea adbout the respondents' percertion about the treatment
and utility of the topics dealt with in the ‘training in
sudio-visual aids and techniques'. The oversll mean of the
treatment-utility indices of the 1% topics dealt with the
training was 51.42 and the mean treatment-utility indices
ranged from 28,29 to 71,71,

The highest weatment-utility index was for the tople
‘Oral communication and public address system (Theory’'
followed by 'Cral 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 in?ices were the lowest for the
tcpics 'Practical hints in photography (Fracticals)' (19th
rank), ‘'Basic principles of photography (Theory)*' (18th
rank) and@ ‘Preparation of slides and slide story (Practicals)'

(17¢h rank).

The treatment-utility indices of the three training
programres namely ‘Training in plant protection', 'Training
in pulses and ocilseeds procduction technology' and ‘Training
in audio-visual aids and technicues' were 568,43, 56,27 and
$1.42 respectively (Fig.3), The hichest treatment~utility
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index was for 'training in plant protection' which was
offered for the Agricultural Demonstrators. HNext to this
was the 'training in pulses and oilseeds proiuction 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 Assistant Directors'. This shows that as the cadre
goas 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 sbout 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 best perception
about the treatment and utility of the topics dealt with in
the training. It is interesting to note that majority of

the Agricultural Cfficer 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 Cfficer trainees to rate
the topics in the training programme fairly high in the
ladder of tresatment-utility,

The third catsgory 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 programmes.
This category of trainees are having more experiences, more
exposure to field situations and many of them are as old as
the trainers or older than the trainers in the training
institutions. These Cfficer trainees demanded better
treatment of the topics by the trainers to match the
expertise end experience of the trainees, Frobably, the
matching of expectations of the trainees with the expertise
of the trainers left a little more to be desirsd and

therefore, the ratings might have gone down,

The respondents belonging to all the three categories

namely Agricultural Demonsetrators, Agricultural Cfficers 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 betterx
perception about the training methodology aspects namely
‘Timeliness of information about the training', 'FPreparation
of schedule of classes and 'Selsction of subject mattsr 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 Cfficers had high perception sbout
the training methodology aspects namely 'Selection of subject
matter for training’, ‘Selection of practicals for training'’
and ‘Selection of topics for training', ‘'Selection cf
duration of training', 'Selection ¢f venue for training'
and 'Preparation of schedule of classes’ were the topics

for which the Agricultural Cfficers had low percertion.



Table 4.1. Ferception abocut the training methodology pre-

training stage

81, Training Aqricuztural Agricultural Assistant
No., methodology aspect Demonstrators Cfficers Directors
(n = 32) {n = 30) (n = 19)
Mean Rank Mean Rank Mean Rank
perce~ rerce- pesrce-
ption ption ption
score score score
1 Timely information 3.97 1 3.7C $ 3.74 1.5
about the training
2 Freparation of 3.2l 2 3.40 6.5 3.1l 6
schedule of classes
3 The selection of 3,78 3 3.93 1.5 3.68 3.5
subject matter for
training
4 The selection of 3.7% 4.8 3,83 3 3.74 1.5
topics for training
S Freparation of 3.7 4.5 3.63 5 1.79 8
training notes
6 The selection of 3.5%6 6 3.93 1.5 2.9% 7
practicals for
training
7 The selection of .53 17 2.47 e 3.16 s
duration of training
2 The selection of 2.09 8 3,40 6.% 3,68 3.%
venuve for training
Mean 3.5%3 3.54 J.23
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The Assistant Directors of Agriculture had high
perception about the 'Timeliness of information about the
training' and 'Selecticn 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 ‘ireparation

of schedule of classes were not to the liking of the
Assistant Directors for which they had given the 8th, 7th
and 6th ranks respectively.

In general, the ‘'Selection of subject matter for
training' was appreciated by all the three categories of
respondents namely Agricultural Demonstrators, Agricultursl

Ufficers 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 percertion about the 'Preparaticn of
training notes' compared to the Assistant Directors. The
Agricultural Ufficers had perceived the 'Selection of
practicals for training' as extremely good (rank value 1.5).
This reflects the care taken by the Course Diractors

concerned while formulating the practical sessions. This
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was not observed in the case of Agricultural Demonatrators
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 selecticn of venue for the
trainings, when the Assistant Directors endorsed the selectsd
venue (rank values 3.5) the Agricultural Demonstrators and
Agricultural Officers denounced it (rank £th 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 select appropriate subject matter for the training.

The schedule 0f classes prepared by him was also appreciated,
But the selection of venue, duration and practical classes
were not properly done aeeordind 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 ‘Selecticn of topics for
trainin-’ were highly appreciated by the Agricultural
Officer-reapondents. But the trainees opined that the
'Selection of Auration of training', 'Selection of venue

for training' and the 'Preparation of schedule of classes'
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were not adeguately taken care of by the Course Directors,

The salection of topics for the 'training in auvdio-
visual aids and techniques' was highly perceived by the
Assistant Directors. It was alsco evident that the trainees
were given timely information about the training. The
subject matter and venus selected for the 'training in
audio~-visual aids and technijues' were also appreciated by

the Assistant Director-respondents.

The data relating to the respondents' percertion about

the training methodology aspects of the in-training stage

are given in Table 4.2.

The results in Table 4.2 indicate that ocut of the
thirteen training methodology aspects, the Agricultural
Demonstrators had highest perception abcut the °‘competency
cf the trainers'., The 'training methcd followed by trainers’
was given 2nd rank by the Agricultural Demonstrators, Cther
training methodology aspects for which the Agricultural
Demonstrators had given high perception scores weare 'seating
arrangements in the training hall'’ (3rd rank), ‘Cuality of

auvdio-visual aids used by trainers’ (rank value 4.5) and
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Teble 4.2. Perception about the training methodeology in training
atage
81, Training Agricultural Agricultural Assistant
No. methodology Demonstrators Cfficers Directors
aspact (n = 32) (n = 30) (n = 19)
Mean Rank Mean Rank Mean Rank
perce~ perce- perce-
ption ption gtion
score score score
1 The competency of the 4,09 1 3.97 2 3.2 8
trainers in genersl
2 Training method 3.78 a 3.47 8 3.32 4
followed by trainers
3 Seating arrangements 3.72 3 3.77 BeS 2.8 11
in the training hall
4 Quality of audio-visual 3.69 4,5 2,9 10 3.26 6,5
aida used by trainers
5 Lighting arrangements 3.69 4.5 3.73 3,8 2,63 12
in tre training hall
6 Tn.mnt of .\lbj.ct 3.68 6.5 3.67 7 3.26 6‘5
matter by trainers
7 Opportunities for 3,66 6,5 4,00 1 3,32 4
clarification of
doubts
8 Availsblity of 3.6 &8 3.10 9 3.32 4
teaching aids .
9 Opportunities for 3.59 9.5 3.77 5.5 3.5¢ 1
trainees participation
10 Opportunities for 3.59 9.5 2.17 13 1.58 13
field visits
11 Use of Audig-visual 3.5 11 2,87 11 3,37 2
alds by tralners
12 Opportunities for 3.5 12 2.3 12 3.11
skill practice
13 Ventillation provided 2,66 13 3.83 3.5 2,95 10
in the training hall
Mean 3.60 3.36 3,08
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‘Lighting arrangements in the training hall' (rank value
4.8), But they had very low perception about 'the ventillation
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'. Ewventhough, the
Agricultural Demonstrators had evaluated the ‘Luality of
audio-visual aids used by the trainers' (rank value 4,8)

as good, they had low perception about the 'Use of audio-
visual eids by trainers' (11th rank). This gave cvidence
to the fact that the trainers had not taken enough pains to
utilise the available audio-visual aids in the proper way
to support the presentation of the topics by them,

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

trainers’.

The Assistant Directors of Agriculture had perceived

the ‘Cpportunities for trainees participation' and the 'Use



of Audioc-visual aids by trainers’ as good., They had

given egually higher rating for the training methodology
aspects namely 'Training method followed by trainers’,
‘availability of teaching aids' and ‘Cpportunities for
clarification of doubts' (rank value 4 each). 'Opportunities
for field visits', 'Lighting arrangerents 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 compstent to cover the topics assigned
to ther adegquately. The Agricultural Officers also perceived
the trainers who took ¢Classes in the 'training in pulses
and oilseeds production technology' as adequately competsnt.
But the Assistant Directors had very poor perception sbout
the competency of the trainers who took classes for the
‘training in audio-visual aids and techniques', ‘'Training
method followed by the trainers' was egually appreciated by
Agricultural Demonstrators and Assistant Directors, but the
Agricultural Officers 114 not endorse this. The 'Cprortunit-
ies for field visits' and 'COpportunities for skill practice'
were the aspects which wers not well perceived by all the



three cetegories of respondents, ‘Use of audio-visual

aids by the trainers was not aprreciated by the Agricultural
Cfficers and Agricultural Demonstrators, but the Assistant
Directors had high perception abcut the use of audio-visusl
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 1lst rank for the particular training
methodology aspect in the in-training stage while the
Assistant Directorh 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 cculd be attributed to the
horophily-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 sbout the ‘Cpprortunities 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 trzining methods to

present the assicned 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 arrancements,
The trainers were provided with good quality audio-visual
aids for supporting their classes., 1t was also pertinent
to ncte that the trainees were not providesd with adecuate
oprortunities for skill practice and field visits. The use
of audio~visual aids by trainers in the ‘'training in plant

protection’ was also not appreciated by the trainees.

The trainees who participated in the ‘training in
pulses and oilseeds production technology' were provided
with adequate oppo;tunitie- for the clarification of their
doubts, The trainees also had hiiher perception sbout the
competency of the trainers who took classes for them, The
opportunitics for field visits and skill practice provided
for the Agricultural Officers were not to their liking.
As in the case of Agricultural Demonstrators, the Agricultural
Gfficers 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
technigues' the opportunities provided for the trainees
participation' in the training was highly appreciated by the
trainees., The trainees alsoc had a high perception about the
‘use of audio-visual aids by the trainers'. The ‘availability
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of teaching aids', 'the training method followed by the
trainers' as well as the 'Opportunities provided for
clarificationiiouhta' were highly aprreciated by the
trainees who participated in the 'trainin& in auvdio-visual
aids and techniques’.

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 Cfficers and Asgzistant 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 Cfficers and fssistant Directors were
not supplied with the training literature. So they had
lowest perception about the supply of training notes compared

tco the Agricultural Demonstrators.



Table 4.3, lerception about the training methodology post-
training stage
81, Training Agricultural Agricultural Assistant
No. methodology Demonstrators Cfficers Directors
aspect (n = 32) (n = 30) (n = 19)
Mean Rank Mean Rank PMean Rank
perce-~ perce- perce-
ption ption ption
score score score
1 Monitoring and
evaluation of 4.03 1 3.23 1 3.26 1
training
2 Quality of
training notes 3.94 2 0.00 3 0.00 3
supplied
3 Methodology of
evaluation of 3,91 3 3.7 2 3.42 2
training
Yean 3,96 3.5 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 Cfficers and Assistant
Directors had assicned second rank to the trzazining methodology

aspect,

The Agricultural Demonstrator-trainees were asked to

indicate the constraints experienced by them during the
training .programme and the results of their rstings are

siven in Table S.1.

The data in Table S.,1 highlight lack of lodging
facilities as the most felt constraint by the Agricultural
Demonstrators. The trainees coming from different parts of
the state needed lodging facilities for atterding the
training. There is no full-.fledged hostel facilities for
the trainees at the College of Agriculture, Vellavani where
this training was conducted, Foor facilities for board
(2nd rank) was another important probler faced by them,



Table 5.1, Constraints experienced by the Agricultural

Demonstrator-trainees (n = 32)
81, Constraint Mean Rank
No. score
1 ltoor lodging facilities 3.19 1
2 Poor boarding facilities 3.09 2
3 inedecuate Suration of training 2.84 3
4 Insufficient transportation 2,66 4
facilities
s He orportunities for skill practice 2.41 s
6 No recreation facilities 2.31 6
7 Inadequate practicals 2.28 97
8 Too many trainees per batch 2.19 8
9 lNobody to care about the trainees 2.16 9.5
10 No opportunities for clarification 2.16 9.5
of doubts
11 Foor seating arrangements in the 2.13 12
training hall
12 Poor audio-visual facilities 2,13 12
13 Irrelavent practical classes 2,13 12
14 Lack of field visits 2,12 14

18 Jamming of training schedule 2,09 15
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These limitations can seriously influence the effectiveness
of training since food and shelter are the primary needs of
huran beings. They were alsc not satisfied with the duration
of training programme. 8Since 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 -
'Inadeguate duration of training' was given 3rd rank by the
Agricultural Demonstrators',

Another major constraint experienced by the Agricultural
Demonstrators was the inadecuate transportation facilities.
Since the Training Service Scheme at the Ccllege of
Agriculture, Vellayani does not have a vehicle exclusively
for its use, this problem hampers the effective conduct of
the trainings, PFrocbably, the trainees alsc felt this
problem seriocusly an? 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 ranks jiven were 14th and

15th respectively. According to the trainees, the trainin;
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schedule was properly planned and arranged, and theresfore
they 4id not find ‘Jamming of training schedule' as a
serious constraint in the training. 7This 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 and to internalise in an effective
manner, Crportunities 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

sericus problems by the Agricultural Demonstrators,

5020 co .

The results of the ratings of the constraints

experienced by the Agricultural Cfficer~-trainees ere
given in Table %,.2.

The results in Table 5.,2. point out that the ‘Lack
of opportunities for skill practice'vas the most felt
constraint for the Agricultural Cfficers. 'Inadecuate
practicals', 'Lack oif field visits' and 'Pocr auwdio-visual
facilities' were also considered as seriocus constraints

by the respondents. 1t seems that they were not taken to



Table 5.,2. Constraints experienced by the Agricultural

Officer trainees (n =« 30)
51, Constraint Mean Rank
Ne o score
1 Lack of opportunities for skxill rractice 3,07 1
2 Ingdequate practicals 2.93 2
k) o field visits 2,90 3
4 Foor audio-visual facilities 2,50 4
S5 Training literature not distributed 2,40 5
6 Irrelavent practical classes 2,13 6
7 Foor boarding facilities 1,93 7
8 Inadeguate duration of training 1,8C 8
9 Irrelavant theory classas 1.87 9
10 Jamming of training schedule 1.683 10,5
11 Foor lodging facilities 1.83 10.5
12 Improper monitoring 1.80 12
13 Insufficient transportation 1.77 13
facilities
14 Lack of timely information about the 1.73 14
training

18 Ho recreation facilities 1.63 15
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the fields and their practical classes were ind
o support the theoretical subject matter explained in the
Classes, Apart from that, the use of audio-visual aids by
the trainers was slso poor. This could be due tc either
the lack of audio-visual facilities at the training centre
namely the Regional Agricultural Research Ststion, Pattambi
or the lack of interest and knowledge on the part of the
trainers to make use of the saudio-visual aids. In aither

case, it warrants inmediate ameliorative measures,

'Lack of recreation facilities' (15th rank) was the
least falt problem for the Agricultural Officers. The
trainees wersz jJiven timely information about the training
and hence they did not ccnsider it as a seriocus rroblenm,
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 mcst
possible constraints which very often impede training

programmes,

The perception about the constraints experienced by
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the Assistant Director - trainees was assessc’ and the

results are furnished in Teble 5.3.

The rank order of the constraints exrerienced by the
Assistant Directors given in Table 5.3 irn“®icates that
‘Lack of field visits' was the most felt constraint by
the Assistant Director-trainees. This was possibly due to
the gap in the expectations of the trziners an? trainees,
The Assistant Director-trainees wanted more f£ield visits
prebably 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 Schere and
the Communication Centre, Mannuthy, where this training
was conducted, vehicle was not made available for the use
of this training, FHowever the reasons for not making a
vehicle available for the training were not explored, The
trainees were also not suprlied with the training literature
for ready reference, Just as the Agricultural Demonstrators,

the Assistant Directors also felt the 'poor bearding
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Table 5.3. Constraints experienced by tha Assistent

Director Trainees (n = 19)
81, 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 foor boarding facilities 2,42 4

5 Nobody to cere about the training 2.21 Ye S

6 Insdequate practicals 2.21 £eB

? foor seating arrangements in the 2.16 8

training hsll

8 QNobody to care sbout the trainees 2.16 &

9 Pocr lodging facilities 2.16 8
10 Improper monitoring ‘ 2,08 10,5
11 inadequate duration of training 2,05 10,5
12 Poor avdio~visual facilities 2,00 12
13 Incompetent trainers 1,95 13,5
14 Lack of opportunities for skill 1,98 13,5

practice

15 Foor evaluation 1.89 18




104

facilities' (4th rank) as a serious constraint,

The 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 'Inadejuate Auration of the training’

wera the other constraints least felt by the Assistant

Directors of Acriculture,

The constraints as perceived by the Trainer-respondents

were also assassed and the results are given in Takle 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 assicned to
them and to give a chance to the trainees tc get their
doubts clarified. They should tien conduct the assessment
of training after taking the class which they micht have
found as a difficult task, According tc the trainers,
‘Lack of recognition for taking the classes' (2nd rank)
was a2nother much felt constraint, 7This requires further

investigaticn as the performance of the trainers is one of



Table S.4. Constraints experienced by the Trainer-
respondents (n = 30)
81. Constraints Mean Rank
No, score
1 Lack of opportunities for assessing 3.07 1
the impact of training
2 Lack of recognition of taking 3.03 2
training classes
3 Inadequacy of transporation 3.00 3
facilities for field visit
4 Inadequacy of the training hall 2,93 4
provided
S Lack of opportunities and faclilities 2.67 5.8
for preparing audio-visual aids
6 The trainees are not serious ;bout 2.67 5.%
the training
Heterogeneity among the trainees 2.50 7.%
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
lecturs 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 13
aids vrovided
14 Lack of timely information about 2,30 14,5
the topics to be covered
15 Lack of timely information about 2.30 14.9%

the schedule of the programme
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important factors which determines the effectiveness cf
training., ‘Inadequacy of transportation facilities for
field visits' (3rd rank) was also considered as a serious
problem by the trainers. Toc taske the trainees into the
fields, a vehicle is inevitable which is supposed to be
provided by the University. The trainers find it cifficule
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 trainct. had not much to complain about, This
could be dQue 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,

The results on the perception about the constraints
experienced by the Course Directors while conducting the

training programme are furnished in Table 5.S.
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Table 5.%, Constraints experienced by the Course

Directors (n = 30)
31, Constraint Mean Rank
No. score
1 Lack of transporation facilities for 3,80 1
field trips
2 Lack of recognition <iveri to course 3,43 2
Directors
3 Lack o! boarding and leodging 3.33 3
facilities for the trainees
4 lon receipt of lecture notes from the 2.87 4
resource persons in time
$ Lack of intarest among the resource 2.80 S
personnel in preparing auvdio~visgual
alds
6 laeck of timely information about the 2.70 6.5
training
7 Lack of timely availability of 2.70 6.5
resource personnel
8 Lack c¢f separate resocurce personnel 2.60 8
for training
9 Inadeguacy of the training hall 2,53 9
provided
10 lNoneavailability of audioc-visual aids 2450 10,%
11 No oppertunities for post training 2.50 10.°
assesamnent
12 Insufficiency of the incentives 2.43 12

provided to Course DPirectors

13 Lack of sssistance from the supporting 2.36 13
staff for the conduct of the training
programme

14 Lack of interest acong 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 ccnduct of the training '
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Dats in Table 5.5 bring to focus the constraints
experienced by the Course Directors of the Sifferent
training programmes organised by the KaU, Tre most serious
constraint faced by the Course Directors was the 'Lack of
transportation facilities for field trips'., As in the case
of Trainer-respondents, the Course Directors were also
constrained by the 'Lack of recognition given to them’

(2nd rank). They also £ind it difficult tc 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 KAU where the training
progranmes are organized 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 hightime
that the University introduces s system of recognition for
the teachers in the University, who are actively involved

in the training programnes,

‘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,



The Course Director of a training programme is
largely responsible for ﬁaking the programre 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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CHAPTER V
SUMMARY

The study was undertaken with the general objective
of analysing the selectsd inservice training programmes for
the extension personnel of the Department of Agriculture
conducted by the ¥AU, Three representative training
programmes, one esach for the three cadres of extension
personnel namely, Agricultural Demonstrators, Agricultural
Cfficers 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 Departrent of
Agriculture conducted by KAU on the professicnal knowledge
of the trainees and the factors related to ity

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 inservice training programmes:;
and

4) to identify the constraints .xperl-néud by the trainees,
trainers and training organisers (Course Directors) of

inservice training programmes conducted by the KAU,



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 sudio-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. 7The guestionnaires contained questions
to measure the independent variables namely age, education,
total experience, experience in Tfaining and Visit System,
number of previous trainings undergone, attitude towards
extension profession, job satisfaction, attidude towards
Training and Visit System and workload situation of
the trainee-respondents. The treatment and utility
of the training programnes were measured using the
treatrent-utility index and a measure of the trainess

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 measurs the above variables, The statistical technique



used in the analysis of data was Kurskal-Wallis Analysis

of variance test.

The salient results cf the study are summarised as

follows

1)

2)

3)

4)

5)

All the three cateories of trainee-respondents namely,
Agricultural Demonstrators, Agricultural) Officers and
Assistant Directors showed substantial gain in knowledge

due to the training programme,

The gain in knowledge due to training was the hi hest for
the Assistant Directors of Agriculture, followed by the
Agricultural Cfficers and Agricultural Demonstrators in

that order,

The independent variables such as education, number of
previous trainings undergone, attitude towards extension
profession and job satisfaction of Agricultural Deronstrators
wvere 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.

The treatment-utility indices of the topics dealt with in
the Training in 'Flant protection for Agricul‘ural
Demonstrators’ ranged from 47,07 to 69,92 and the mean

treatment-utility index was 58,43, The hi thest treatment-



6)

7)

8)

9)

utility index was for the topic 'Frinciples and methods
of pest control' and it was lowest for the topic 'Nen-

insect pests - rodents - nature of damages and control',

The treatment-utility indices of the tupics dealt with

in the ‘Training in pulses and oilseeds :roiucticon
technology for Agricultural Cfficers' ranged from 44,17

tc 77.71 and the mean trsatment-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',

The treatment-utility indices of the torics dealt with

in the 'Training in audio-visual aids and Techni-ues' for
Assistant Directors ranged from 28,29 ¢to 71,71 and the
mean treatment-utility index was 51,42, The hi-hest
treatment-utility index was for the topic 'Cral communicat-
ion and public address system (Theory’)' an? it was lowest

for the topic 'iractical hints in photography (Fracticals)’'.

The training methodology aspects hijhly parceivesd by the
Agricultural Demonstrators in the pre~training stage were
'Timeliness of information about the training', '‘reparation
of schelule of classes' and 'Selecticn of subject matter

for training'.

The training methodology aspects appreciated by tre

Agricultural Cfficers 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 stace were
‘Timeliness of inforrmation about the training', ‘Selection
of topics for training', and ‘Selection of venue for

training'.

11) Agricultural Demonstrators hed perceived the training
methodology aspects in the in-training stace namely
*Competency of the trainers in general', ‘Training method
followed by the trainers' and 'Seating arrangements in

tre training hall' as adequate.

12) Agriculturasl Cfficers had high appreciation for the
trainingy methodology aspects in the in-trainin; stage
namely ‘Cpportunities for clarificaticn of doubts',
‘Competency of the trainers in general' and 'lLichting

arranJements in the training hall',

13) Assisteant Directors had high perception about the training
methodology aspects in the in-training stage namely
'‘Upportunities for trainees participation'’, 'Uge of
avdio-visual aids by trainers' and 'Training metho?

fcllowed by trainers'.



14) ‘:onitoring and evaluation of trainin;', ‘'UGuality of
training notes supplied' and ‘'liethodology of evaluation
of training' were ranked by the Agricultural Demonstrators
as the 1st, 2nd and 3rd training methodclogy aspects in

the post-training stage.

18) ‘Monitoring and evaluaticn of treinin~®, '‘rethodolosy
of evaluatior of training' and 'Cuality of trainino
notes supplied! were ranked as the 1st, 2n9 and 3rd
training methodology aspects in the post-training stage

both by the Agricultural Officers an? Assistant Directors.

1£) The serious constraints perceived by the Agricultursl
Demonstrators were 'Foor lodging facilities', 'oor

boarding facilities' and 'Inadeguate durcticn of training'.

17) 'Lack of oprortunities for skill rractice', 'inadejuate
practicals' and 'lLack of field visits' were the most

serious constraints felt by the Agricultural Cificers.

18) Assistant Directors perceived the ‘lLack of field visits',
'‘Insufficient transportation facilities' and ‘'Non-supply

of training literature' as the most serious constraints,

19) 'Lack of oppertunities for assessing the impact of
training'® was the most serious constraint as perceived
by the trainers and 'Inadequacy of transportation
facilities for fiel? visits' was alsoc felt as a seriocus

constraint by them,
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20) The serious constraints perceived by the Course
Oirectors were ‘Lack of transporation facilities for
field trips', 'Lack of recognition niven to Course
Directors’' and 'Lack of boarding and lodging facilities

for the trainees'.

1) The topics 'lNon-insect pests - r-derts - nature of

damages and control', 'ldentificaticn of pests of
plantation crops, spices and fruits', ‘Synthetic
insecticides' and 'Major pests of fruits' etc. should

be treated more adequately by the concerned trainers,

2) The Course Directors should take more care sbout the
'Selection of practicsls for training’', 'Selection of
duration of training' and ‘'Selection of venue for

training'.

3) The trainess should be ;rovided with mores opportunities

for field visits,

4) The trainers should use as many audio-visual aids as

possible for presenting the topics,

§) The trainees should be provided with more opportunities
for skill practice.
6) The training hell rrovided for the trainees should have

adequate ventillation.
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1) The topics ‘rractical hints in photography (fracticals)’,
'Basic principles of photography (Theory)', ‘'Freparat-
ion of slides and slide story (‘racticals)' and
‘Handling and operation of projected visual aids
(Fracticals)' etc. should be treated adequately by

the concerned trainers,

2) Care should be taken for the 'FPreparation of training
notes', 'Selection of practicals for training' end

‘Freparation of schedule of classes for the training.'

3) The trainees should be provided with more opportunities

for skill practice,

4) Lighting arrangements and scating arrangements in
the training hall should be improved,

In coneclusion, it eau;é ba stated that the present
stuldy 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 based on the treatment and utility
as well as the 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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re;resenting the three categories of respondents, within
each category the selection of trainings was not done
randomly and the trainin:s selected were based on purposive
sampling. There is further scope for conducting evalustive
studies on more nurber of training programmes. 5o also,
several other factors which were not considered in this
study, due to lack of time, must be explore? to identify
their relationships., Systematic research studies on the

abovo'atpocta need to be initiated at once.



REFERENCES



REFERENCES

*Allport, G.,M, 193§, Attitudos In Marchison, C, (E4,),

Mass. CInrk UniVbriity Prols. PpP. 606,

Ambastha, C.K,, and 8ingh, Y.F, 1975, The Summer Institute
in Veterinary medicine - an svalustion,
The Harivana Veterinarian. 14 (2) s e5-91.

*Armstrong, M, 1977,

London Koluqnn page Ldnited - 120
Pentevillage Road, The Achev Press Lt4,,
Teptrce Essex. pp. 408,

Aslam, M.,K, 1979. Training for skill development in rural
area. Khadi Sramodvog. 26 (4) & 177-182,

‘B.nnj-.' W.G. 1969,

oxigin and prospects. Addison-Wesley
Fublishing Company, london : 2-85,

Bhaskaram, KX, 1966. An evaluation of inservice training of

extension personnel. Indian J. Extn. Edp.
2 (3 & &) 1 123-132,

« 1970, Training of extension personnel, In
Singh, K.N,, Rao, C,8,8.,, and Sahay, B.N,
(Ed.) Ressarch in Extension Educstion.
Indian Bociety of Extension Education,
Division of Agricultural Extension, Indian

Agricultural Research Institute, New
Delhi 3 87-88,



it

Bhaskaran, coo and Menon, AG,G, 1983, An Objﬁct‘.V.
evaluation of the agricultursl exhibition
conducted at the Campus of Kerala Agricultural

Uni\'.rlity, V.llayanl. m. m. }!_o m.
n (1) t 8"‘85.

*Blum, M,L., and Naylor, J.C, 1968, I ch -

its theoretical and social foundations.

Harper & Row, New York,

Collings, M.L, 1966, Personnel training and development,
In Senders, #.C. (EQ.) The co-oparative
extension service. Frentice Hall, INC,

London,

Craig, R.L. and Bittel, L.,R. 1967. ZIraining and Development
- Hand book. Me Graw - Hill Book Co,,
New York. '

Coombs, F.H. and Ahmed, M. 1974, Attacking rural poverty.
liow pon-formal education can help. B.3.

Israli Batimore (EA,) John-Hopkina
Univeraity Press,

Dahama, C,?, and Bhatnagar, C,.P, 1980, Eduycatiop and
communication for development. Oxford and

IBH Publishing Company, New Delhi. pp. 781,

Dayal, R, 1966, oeroundity developmen ] are in India.
Kitab Mahal Fvt, Ltd., Allshabad. pp. 259,
*Flippo, E.B. 1966. Principles of personal management.

Xogakusha Company Ltd., Tokyo.

G111, $.8. and Sgndhu, 8.8, 1981, Training needs of
prospective poultry farmers of Punjab,
M _\Io Em. !ﬂno 11 (1 & 2) 3 95.97.



111

Gilmer, B.V.H, 1961. Industrial psychology. Mc Graw-Hill
Book, Co, New York.

Hall, M, 1962, Definition of esmployees training. Role of
trainers in extension centres. Xurukshethra.
10 (2-4) s 12-18,

*Havelock, R.G, and Havelock, M.C. 1973. TIraining for change
agents. Institute of Social Research,
University of Michigan. Ann. Arbor.
Michigan. ppe. 249.

Jaiswsl, N,K. and Dave, AK, 1972, Measurement of
progressiveness in farming. In Singh, P,R.R,
(Ed.,) Stu n Extension Educs
National Institute of Comrunity Development,
Hyderabad & 116-127,

A

&

L. ¥ 2 1 il el b1 0

Jaiswal, N.,K,, Kolte, N.,V, and Arya, H,P.8, 1978, m

DASQC O

evalugtion study. National Institute of
Rural Devslopment, Rajendranagar, Hyderabad.,

Jalihal, K.,A., Hanumanthappas, H.8, and Channe Gowda, M.B,
1975, A study on the tire utilization
of Gramsevaks on different activities,

Viyscxe J. agric. Seci. 2 (2) & 3£2-347.

Jha, F.,N. and Sharma, BN, 1973, Impact of institutional
training in applied nutrition on Village
Level Workers of Rajasthan. Indian J.

Extp. Edp. 9 (1 & 2) s 48-51,



iv

Joseph, J. 1983, A study on the factors related tc the
communication effectiveness of Village
Level Extension Fersonnel. M,S8¢,(Aq)
Thesis. Kerala Agricultural University,
Trichur,

Joshi, R,5, 1980, A criticsl analysis of inservice
training programmes of Village lLevel
Workers in Karnataka State. Myscore J.

agric. Sci. 14 (1-4) s 268-269,

Joshi, R,5. and Rao, 8.M.K, 1981. A study on the impact of
training situation on the knowledge level
of Village level Workers. Mysore J. agric.
Sci. 33 (1-4) : 565-568,

.J\IC1D... M.J. 1975. P aRiriry Richm. D. I“in,

Inc. 1llinois,

Kalaichelvan, K. 1984, Farm technology transfer through
Training and Visit System. M,8¢,(Aq)
Thepis. Tamil Nadu Agricultural University,
Coimbatore.

Kamat, G.C. 1983, Challenges before co-dperative training.
) &8 r IREEY L, ‘ § i
75 (4) @ 185-187,

*Katz, D, and Scotland, E, 19%9. A preliminary statement
to a theory of attitude structure and
change. In Koch, 8. (E3.) Pgychology.

A study of Sciencg. Mc Oraw-Hill Book Co.,

New York,

“itluil PUERTR I LM & b 801) o




v

*Katsell, R,A, 1964. Personal values, job satisfaction and
job behavicur. In Borrow, H, (E3.)

Map in p world at work. Boston Massachusetts
Houghton M1££1in Company.

Krech, D. and Crutchfield, R.S, 1948, Theory and Problems
of Sociel FPsychclogy. Tata Mc Graw-Hill
Publishers cﬁo Ltdop New York.

Littl‘f“ld. chnp ?mﬂt, “QRQ and DOnal. L.co 1971.

4 &V BISSIGIOIEItICI I e

Fvt, Ltd4,, New Delhi,

e

tice Hall of India

Pren

Lynton, R.F. and Pareek, U, 1967. Iraiping for develooment.
D.B., Taraporevala Sons and Co, Pvt, Ltd,

Dr. Dadabhai Ngorcji Road, pp. 408,

*Mehrabian, A, 1973. 8ignificance of posture in the
communication of attitude and status
relationships. In Mortensen, D.C, and
Sereno, K.k, (Ea.) Advances in comrunication
Legearch. Harper and Row Fublishers,

New York.

Menon, ¥,R,, Viswanathan, N, end Balasubramanian, 5. 1978,
Job content and job factors in job
satisfaction of Deputy Agricultural Cfficers,
Indiap J. Extp. Edn. 14 (1 & 2) 3 1-5,

*Miles, M.B. 19%9, Temporary system, In Miles, ¥.B, (BE4,)

ipnovation in education. Teachers College,
Columbia University, New York,

Muthayya, B.C. and Gnanakannan, I, 1573, Developmentsl
Pexsonnel. A psycgho-social study accross

ihree states in India. National Institute
of Conwunity Development, Hyderabad ¢ 12-13,



NCA 1976, FEar

A%

Government of India, Ministry of Agriculture
and irrigation, New Delhi : 262-263,

Newcomb, T.M. 1951. Sggial psychology. The Dryden Fresas,
Kew York.

*Cdiorne, G.8. 1970. Iraining by obiectives, An ecopomic

A i1

RS ENe €3

Millan Company,

New York,

Patel, U.,S, and Somasundaram, T. 1974, A study of the
impact of upgraded training courses on
Gramsevaks in State of Madhya Pradesh,
In Researeh Studies in Extension Education.
&+ Extension Education Institute, Andra
Pradesh Agricultural University, Hyderabad,

*Peter, M.C. 1972. Guidance, sslection and training: Ideas

and applications. Routledge and Xeganpaul,
London & 23=-14,

.Plaﬂtyg Eoca 19‘8. ._ B HRD 1 OV

] A1 B« Ronald
Fress Company, MNew York,

tPRyse

Rajabebu, ¥, 1984. Evaluation of the training programmes
under Training and Visit Systerm in Kerala.

¥.S¢.(Ag) Thesig. Kerala Agricultural

University, Trichur,

Rajagopal, T.R, 1977. A study on role perception and
performance of Managing Directors, Agticult-
ural Extension Officers and Gramsevaka of
farmers service societies and factors
assocliated with their performance. M,S8c,(Ag)
Ihesis. University of Agricultural Science,
Bangalore,



Ramakrishan, P. 1968,

Hauao. New Dulhi. 162-164.

Rao, 8.M.K, 1978, Application of Lynton ~ FPareek Model

in farmers' training. Indian J. Extn. Edn.
i1 (1 & 3) ¢ 76-80.

R.Oa s.maxo' F‘til, Voso and Bh..k‘tmo co 1980, An
evaluation of the Summer Institute on
Water Management in Black Soils. Indian

g-. Mo mo lﬁ (1 & 2) 1 69-72,

Rao, Y.V. 1984, Training for Rural Dnvnlopmcnt. Kyrukshetrs.
32 (10) 1 15-17,

Rathore, C.S., 1974. Job satisfaction scale. In Fareek, U,,

and Rao, T,V, (Ed4,) Hanad X -
gical and social instruments. Samastd,

Baroda. 278-279,

*Reddy, A.A. 1981, Essential linkages for effective
transfer of agricultural technology -
A system approach. In Mapagement of

trapsfer of technoloqy. National Institute
of Rural Development, liyderabad s 72-73,

Reddy, A.F., 1985, Evaluation of training programmes of
non-formal education functionaries. Ipdiap

J. Mult. Elp. 4§ (12) : 20-23,

Reddy, B.,N, 1984, Training in workers education. Ipndian
;7_. M- Eno ﬁ (4) 2024,

*Rermers, H,ii,, Gage, N.,L., and Rummel, J.F, 1967, A practical

Universal Book Stall. New Delhi,



viii

Rogers, E.M, and S8hoemaksr, F.F, 1971, Communieation of

BANOV. 2} CED » - PELORCEE

The Free Press, New York. pp. 476.

Rosenberg, M. 1936, Cognitive structure and attitudinal

affect, il m. ma mo 83 (1) |
367-372.

*RmtmmYo B. 1964. il T4 anned gocis, :
Allied whli'hﬁn Pve, Lt4a,, aY e

21

Samad, A.K. 1979. Ressarch to special package progranme
for agricultural development in Kerala.

M.5¢,(Ag) Thesis. Kerala Agricultural

University, Trichur.

Sandhu, A.8,, and Bilang, K.S., 1977. Training needs of
Agricultural Zxtension Cfficers. Indiap

g- MO mq u (3 ‘( ‘) ] 11“730

*Sarikephuti, Y,

et § & - AENE W L2 “ LIRS - &SHL ] » A AR 83
Development programees. Taiwan Food and
Fertiliser Technology Centre, Republic

of China,

Shankariah, C, and Singh, K.B, 1967, Fredictive analysis
of factors related with knowledge of
improved practices of vegetable cultivation,

Mo g. wo Eﬂo a (1 & 2) s 67-73.,

Sharma, C.F. 1972. Comparative study of scales of Likert
and Guttman, A technique for measuring
attitude of extension personnel. In
Singh, P.R.R, (24.) Studfes ip Extensjon
Education. HNational Institute of community
Development, Hyderabad s 20-22,



8ingh,

E4ingh,

Singh,

Sinha,

8inha,

ix

KN, 1984, Model of extension and communication
with farmers. £Lvaluation for replicability,

Rural Reconstruction. 17 (1) 1 40-66.

R.P. and Prasad, C., 1974. Communicstion behaviour
and source credibility perception of

young farmers. Indiap J. Extp. En. }0
(1 & 2) s $3-58,

8,N, and Arya, H,P,5, 1968, Terception cof leadership
behaviour of leaders and non-leaders,

indien J. Bxtn, Edn. ¢ (3 & 4) 1 66-70,

B.FP,, Jaiswal, N. K, and Singh, BN, 1968. 4nalysis
of pre-service training programmes of
Agricultural Extension (fficers. Indian

go .5&’ &o ‘ (3 & ‘) H 17-27.

FOROROG mlt‘c uovo Qﬂd Atya. M.F‘.S. 1976.

NN AR S 40T LR _GevVveLomigncgl acints 3 %4013
National Institute of Community Development,
Hyderabad. pp. 123.

Sobhana, G. 1982. An analysis of the role of Junior

Agricultural Cfficers in irmplementing
Agricultural Development Programme in
Kerala., NM,8 « Kerala Agricult-
ural University, Trichur,

5\lbhalaklhmi. No and singh. R-?. 197‘. Job '.ti.fﬂction

of Gramsevikas. Kugukshetra. 22 (11) s
12“1‘.

Sundararajan, R, 1985, Distortion of message - A system

approach, Fh.,D, Thesig. Tamil Nadu
Agricultural University, Coimbatore.



x

|
Uma, G.8, 1982, A critical anglysia of the impact of the
training on Mahila Mandel Members with
reference to nutrition and homegardening
aspects in Dharward District of Karnataka
State. Mysore J. agric. Sci. 16 (3-8} 3
54-57,

Venugopal, M.K, and Jalihal, K,A, 1979. Influence of
training of Indo-Japanese Centre on the
knowledge and performance of Agricultural
Cfficers regarding rice cultivation,

Mygore J. agric. Sci. 13 (9) & 102-109,

Verma, R.,F, 1984, Training as a means to increasing
subject matter competence of extension
personnel., In Changing Ferspectives in
Extension. MNational Institute of Rural
Development, Rajendra Nagar, llyderabad,
(Mimeo) .

Williams, T. 1971. Inservice training needs of Agricultural
Extension Cfficers in Nigeria. Indian

J. Bxgn. Edp. 4 (1 & 2) : 43-47,

* Originals not seen



APPENDICES



APFENDIX - I

aynledlaod_wsxddeisrdcodaisudslaide wokdanuos)

wl_suselok® gad

nlea)

™

3.

ARlemanluislaws eaid o
uoldemaodolaes aud
adimlea) snd alenme
wee (ududaled) :
018RN & AN BOD :

A A A W s G WS WP G WP WS R AR AR WS NP W AR AR W WS WS WP R AP AR YD P AP G WS AR A D R MR TN G O S e B e W AR R G W A W U R

a 362NN 06 )5S Boundalado e e
%&m @al » eud by SHood mm?ms?«b

kYA A W A E 4R G WD R G EE A W G U AW AR DL Wh Wh R R G N R N WS W G T Gk A S VD G G R W O W

Y A A UGB AP EE A D AR o D AR N W s W TR R Gh W A T W W G OB G TS R WD Y A Yk T AR G WD W TR W WS e S WP YR G W R AR AR W

W AU WD R A A WD A AR WA D G U G RN D W GRS W G Ak e G WA T GGk G A R AR S AR O Y AR AR WS W W W

ads) anl
( 5‘&«1 ) e

(4) *68a3d9 ayhecewOlaiae 3

(& )s1 amid ) npade il'lmg@
a0laike

() m'kbé’el'ﬁs o sarlelende
al®laie :

ayhaly 08538815358 anlelen welrsled

d. 1983 & cuse s¢oHneluy g noddalt eselnWold aolns)
&3 ufeesiiinisyfesr

wl. pifosdeld ealod0 nkecnluodeds

WD Y WP AD D AN W W WS TS W A WE s W MR OGS AN WD D W WS A W AR G AR SR U G A WS e T W ae W R AR A W AR A S IR W e W

~ Meald aud | Mioes #2010 201} oloaddd

WS NN DD Eh G G G S YR AR Gk W YR YD R W AR WA GRS W U T WS VYR WD R AR AR WD TR AR Y D AR WSS W g W A W



t 21

eumesufd (donadalaye avirdlad aelshlsyesy
'S / edu

pfesdale aslado aksamluodad:

WD A A MG O A W NS W WD A A AP AN WG G TR D AR D AN A UMD R A A WS e WA A A W WO AR

U A W W W W T N AR AS AN W W D D AR AR W N R W A G SR W SRR A R s e YR A WD N U U R W A s W WD

W SO WS AP AR M GRS ke W EE GR AN NS RS S WS AN W R AR R A A W AL G R W TR AR A W G AR AN W SR ER de WA AN W

ey 6sIsinlol i Wliexmessnd sxlad LN @aIRI0NMY,
nlgadsluyny dnd wsn) caeldald () bd odd asaRsdsiyd

G AL e W W N R A ) A G W ey AR GV GBS W AR N R A S D AP TR EE AR W AR A G A AR W AR A W e A e

@ Mal«oﬂ e6:om)

Mealtd (et monm camlaymy &y} % T :i%‘
] R P
el TS mlam

Y e s « s & "

" AR A A D A A YDA A D W W WA A A WA T WD B A DN WA S W W P aD W s A WA YR A W

1. Uoogecwdetle eaw)
oadlate mifommantd
RN o0 smeles o
Oy,

2, adale aldmem cywo cmel
Jdenane s symel ale
AdenisiomPs moedy Mdey
olda,

3. asbale nldeon mpunesesl
S0, 50 MAewoIMEEe eek
oadainucifsynd sufs|a
nw0da Yoyme,

4, nmy swleddand nemyt®
ASsd srdsle alenme ms

Taulensyralmy moseluyr @48
Qe ~iacnse Saiterdalex”

ceeeesd)



5. aldxom qumareleld My
o lolegmudd cmyialedo )
sandel® euefs) asew 8yl
M6 Gio@ NG HENLSIMETEY
6. adxdalenlamndslmel - &J
m@mm

mqwn'!m«m a czw*mﬁsp
enlte ThENUMAD MDHIN Now sl

r aa ?ﬂ& MW A el DEDBM,
£ remyale m«:&g;;ub.w

8. mm 603 ladalaiod ®e
R mmwl ing §of @faddn
moel e nd kuyra

o, e £ ~oxlt @R
m am\mwmm “a.
sdm e,

0. w\mbu od e saes
m« &9lued @gm
mm;s. N URTHETY

10, ais, maw)ml&m Mﬂmim u g2 )
mm%ﬁ P oD 'm??m “f;‘b eq:igf”?‘h ”"‘F
gﬁrb TadEie mﬁg& ) wﬁ? eab% ;ggg

dad g; me_eex #nide
R s s s e 1

" ";;l;,};:;;;;;;i'; """"""""""""""""""

Mh mﬁm "\

D e amam

2, gdmwﬁaa a;‘wh'ta:
sammw

Skl mﬁs*
ma:wm
nﬁnmm mcmm\&

0*-‘“
& '9 a m%
ana ﬁﬁv

‘O‘..O‘)



CER D AW E A A B WO D U IO U S G U IR AN AT WA TS Y A W NS A

J@W’I& rule od 4@ O m m«»

7.

ehawnm

m"edd olsyp susodsld exfed @emyd

sapesry

s pan e Soppiotonle. ®led

uﬂ*’a@ms M«Jm m@ohﬁ .gg

% ax"6d mqﬁnmm

@amkkm e q«b mbm

mna m m@‘lmn& e
%ﬂ@ cm'lmcm

ayfsoeloyn

eS8

Toye

‘o:ﬁm gamm a “m lé:

&b (BN De MeBiald

m\mm\ma,ﬁﬁ amhﬂgymﬁsl nded

‘PE’&&B W‘a 0 iﬂ ums

e e, o

wmasala’tmkam umﬁ?m
cloyny (nf ss0) cipde

6iokin) @S

aoa)
@038l 2l

.8

macm lw?m (oY Be 362 gﬁw&lmua

salSyfas,

LK K 0 A K B I R R R N R ] -‘0- WD UD VWD G AP S W W A AP G SR GE A G D WS W PR UE s an

:fl

s AR AW G A M N GG PGB ERED WGTR A EWA Y A BB A DD AR N O W O

Y i mno
um
aymy
! 2 p

mh&o wdal:
Bl o c&n
fmd

6 7

G AU W AN SN EE YW A AR AN U T W DA U QAN AR S A N GE A U AN Sh W AW AD NS WD AR WD e as W e O

éﬁmam a.g%:m wmladk

3. %ﬁ«% @F{\
Juhzem 1 mnbd' o

iGee M08 1aymy.

0.00.0’)



8.

12,

WD AR A e N D WD SN TS A S N R Y WS ED WD W TGS WA D WS ED AR A TR WD GRS A G A TR WS G W GRS U e W

sgbme nadnon apmm cadd S wad 7T
% m a0} a?mh szmé LT
m& all®nyms.,

sl mdd ) cwdeld &a10008 a
a1 mz,% m%%mwm M -

sl waad \ 26e Msallpvalaald al
g?mcg y f .mlem«b ST ms‘?]u
s )

1 amond mgaoaimma’l ®EWDO e
u'lwuoawwrms 8)ee SIVYAVE:  Lal0 o masﬁ
dea3me MS i,

oidald s) m:m’i ol m 08 50msd
.3‘” sandandMmSe aloyrome mﬁ;mgﬁ

HOCMeMIM m)ﬁmm ay«u L' mdnme?‘mbéslsdl@ sol'e Ol umnmd‘ﬂuqﬁ
ARRISHO S0) cs mm ©lsd. 4910 2léde) & mm'l Y
M ognte MSTMMOIN, wAlE @MISIEMNOENEle, @ERIABIDIGL
M) 2 DYDY DhaYOals WD )e,

X" eLIS MMBIRE O mm. msAmeImEe edRule BM¥HL
nroe:y o nak, Rl Melion a6 BRei e nmﬂ'cua.
%wg,(q Nalla bﬁ sﬁj@m@ﬂ& W

cemel ( sodl o

6P msaﬂ’n’lwmﬂ; s thas 1o cw]ﬂsm B M0 37

SRk BMSHUCNE MO 1

NV e MO wD

S H0ide (AIBIBLRIZ8 MANMIOM

.



APPENDIX -~ II

ewleddaiod sextdssabets sndslad® acldum uolas)

alanl
aoldlamodnlews sud 3

2. 0369 oeIsyfinlolnm cweoydd wolase ofoce () ™dd eudd

.

4.

3.

r:SadB8nasSy IS .
Ealdbe &ySle oodrds sisnxelnl dew cdfecd pagsanl-m
puidora? ..., RN

1. 0ond dewead
2., Mdwd deaied
3. 80Md weged
4, actud WYewesd

ondielonc snRanld pifsieym 8lse® ... ... .. ... coe
1. ople

2, MBada

3. apel

4, a¥sy Mmeaud alje}

WPAIOS HI0MMealy ety uodewmE ... ........ 4% alisow,
1. O06Tal}od

2. &oil@laiey

3, Q¢ Sakid

4, aybelealywy

cetctanernceas .o .00 cfrld alsmwlnlex’,

1. elinsed

2. ooedneaxt

3. ol.¢2da, wl,

4, olonl.sl,

uldnldays] veowm ey o32ld emmex® .......... ... .o
1. E8leydnyamine

2, g8 acldauld

3. GBS0

4, pladn

cevasse?)



9.

0.

1.

s 2

{eless oladiplaod paeswlyr amp 20008 Yoo, . . ee e e e

1. ka0l
¢, SYdeadl
3., ¢oiipe carloeed
4, STWESM

@mﬁ‘m% €M GOV eocesovonsoe 'm 22‘6'9968“6.

1. el

¢. saensaxioxia
3, dlresed

4, wisiclha

oty wylolecsiald pusenlcyr oy &l ®RINEM . ....e...

1o ©IGMEWDG
2, &lpamlkd
3, &%Jsak
4, oondedan

G*DMOR_% ‘Wm mb occco'ooooccoowo

1. 62k mwinl
¢. &lsnuelnl
3. opmuwin
4, mloxlonxeln)

csssssssscsessaesss B09BNID SOMNVID 60§ LaNOMTonIs RO,
1. aleiceds)

2. §0C8l soane

3. N SO

4, ol e

M loas.8 MIGMOYENR oo veeensoos oos s DUSHIHNNED,
1. eidneax

2. owised

3. @), ¢d, 0,

4. OWON D

0.0-.00,)



81 3

12, 606829810 o) onuddl aSIHItIdITE . .0eeeeseeees 3INTHY
o0 adyeroof,

1. siosld

T, GOSER s
3. DpEUM

4. Ynokirds

13 . uthio0leSHs ¢ aeas ) etandalako mladinerdsll pusewnldayn
P YV ORI 7] (1] T A RN
| I DV mnRb
2. c00leedrsvamli
3. owadesd
4, mold

14, 40) 208f% 21 pyoleccrdald gussinleyr oy armPayun® .......
1. conulee acdnerd
2. mepnimlee csbrered
3. @e0s
4, anclee sodmard

19,6a¥s630S suopsld oSy ..o o.. .0,
1. 65010
c. adsiole
3. ook

- 4, eerdagdoyn

16. 8281600 302 (pwdD D) 1S .. vrnennnns
1. cwade il
o, Muldeldadd
3. &3ededied
4, gaidimyoys ey

17.0180)¢ upsd passan)=yr ooy 320 mxelmex” L......0e0.
1. oodse
2, eonldinld
3. oleonadd
4, owfmlad

18.60as o ayeolom mle MWz pueanlair 5oy 6352 L ovva..
1. SDBOKY
2. deungunIslo
3. eosasrld
4, mdeswond®



1 4

19. wsdoy ity ondts anlan! mladiore ns¥muye acyelsoss . ...
e aJsIEaIdPd
2. & a3k ey
3. afsymyvadad wpw)
4, &ypd 3Py
C0¢ cevsecssnacnssnessesai Taudne alsmwelnlant,
1, SOME|HHY
2. GuAOS
3. 0NNt
4., 660 De

21, 1B IED SYSTUNE, v covvsnecanses
1. @wdddalaym,
2. 6wieleyms
3. @WAERENY,
4, 08y

22, noloyfolyds ooy slsmuelolew? ,............
1o ml, oi, ®l,
2. oMl
3, couldngext
4, SHSOS

£3, ua0led0 giad a0ty L. eeen .wm'@mﬁmm" .
1. opekd
2. edsicle
3. aenol
4, OnasenIotn

4, oo ewiudaipylon nladiolza slsmwln) askl:r,.......ck
feday cuye 2ldairrilens alenmant,
1. 11
£, 19
3. 21
4, 25
23, W9D conOpd HDE SIS L ...l .. B0 SiSIaNO oL,
1. affsla
8, wy:ld
3, teogld
4, anldey.egit



$ 53

T6c  seecencnce.s OUIDTEN] rpaaandy donol0a) @ e an)auyy
) ®d0l0ee sy axt,

1. Asdesinandsld
¢ . caibaulelad
3. 6585 d 8
4 , DAY
27, oadolono speyun scondsld s ....... .. .m0,
1. &0
2. odsicla
3. 66neadtorin
4, ool

28, amaairleciy aeaurimetiag sisoxeln) (weedNewmd, . eeee..
sdokiio addond sy acleluen nsed 006 )i,

1. oasadeudion
2. Sedmisaiy)
3. oy

4, 50a7er Xatapsy

29, avald SMINMSKT D) WD SINIDEOMNNIT 4.t ieven oo
1o GaRGITNN
¢ . 6edleenndnd
3. uUOenlde
4, éeuldnlolacone

30, Oleuswa)ns S1ép ¢INfDIN) S8 ceeeece.. &N,

1. 6ol

7. wfsiols

3. aeodeindcrlo
4, S



APPENDIX - III

asyrladdund sscoddeigrozdd safslads
aoldlun aclns]

aualy ouselol’ swdd

sldan)
1. wmokeiun aclusleies sud
¢ aoklemodiolaps eud o

3. nfed ufoesidn wdldlem aolwsleies alnle nwsae
a0lda mxladale cddahd aydocoays 1

LA K L R 2 B R NI I R R B R R X A R W W R R R R R A R R W W IRy Y

an
ne6n nsann
onshie SaS)
&’@¢ §Me %ﬂ’ﬂb & @2ty S0 Re
1 ¢ 3 4 - (] 7

¢ acklendalny 230aiER poe

1. uckelum achknsine &30
a e }e aluce ciclad

2 . uoletn wohnslsy suffs)
a)le ge2ée Blodowsiad

3, uokelam aclanslaisudslnfe
alaes oloeomsiad |

4, Wosee acklumded
olodrelad

5, ad)kslem uclsles s
esd

6. uallum aclnsl osfaxd
slodons)fs dioes

ceses?)



7. a0NSme sdarned
8. 3selnl emypd aderodad

). uelAen s

1. uekluad Wweres maaoldalaym
oln)

¢, acklieo¥aledo olal

3. ackslemodtuldd Jeesyey
XA Mdeym antide

4, omeld oeuctice enmsomde
SRy

5. &polews adlodan
6. mewenlnots Folmae wuimde
7. aA0kdus s (gt

8. akelume WMoy 0E1OR
g Oldalls o8

9, e} mfancfalmy¥e oot
10, oeencypal eddNeordnd
11, aloMmuela S 2ryd

12, atkiecd 6w -wonpmon
n406 B¢ pasenluyna)

o0 saod
13, Cyup~uiny paserds SRS
YT (DILUIDe

. auckdendelnseaside e

1. aoldeondisledo a8y “oe
66 2lage oo sfaym
alew Yryda

vesee?)



2. acklandalono aleeloydoed
6666658 ®ial

3. aokdemodidadd nlmoem,
oadayn ouseInlde’ amis ey
OS Em MR

ndad uffnesifa wifaie uokdlein uolirslnesinlds soifadalede
aclaote Wdomap., () 0d eudd esargdousiinge.

1. MEad e;dlak

2, 6naloe

3. aoeasly
4, CONB

5. Qa0 Gl

ey aolkden uolisleld mee aesidelolay wlaedEos 66680
oo oinlsaal @S (Heenn dunoaaal 4301l madayle
83PalaiaoS ceny cad’d andncoswe

D Ay e W v D G WD A AR D WS WS S Oh G u At U UD YR G WR TN G G G R AR R s de e s s YR Gk G WGP W N Wk G W A S W W e W

658890 Sl e ym iearsm Suan
olal
Y. TEm——— afie 1 818 ap LICe) & M” cgm ?’
Meatd  laee :'Jl?b w0 oape Do) 81340 5O

0 00 3"“"’?& oo ‘»ﬁ’mi“é. =

W Ay W s AR D TR e D WE WS WP AR AP WS IR WS AR T YR W AR W R AR A AR WL MR WD W AR AN NS GE R W am W G W AR WS AR G R WD AP WS R e

W M N A W EE e W NN W AR W N e WP N W TR WS Bh AP W Ws M D R NN G WD AN YR AR GP WP B U OGP TP D G GE W W N R s M AR W wE Em WS

1. 0l8eidannndal
@ alsmediger
da10pde (I IDie

2. &ls mladipe
nox ey als
oled e 20080
Faoy

3. omdelodo &)
sdlead

4, andalndo o1

an



5. aatuddnds s alsdfard

6. clsfesyms o mladine,

7. ®fas1S alsmwelnlad

8. Mmeeinla aslsmladipm,

9., aaopucdiode (ncele udal
08 wsel ssded

10. sar:nlaspsey wunde
aloeswmsar 8isded

11, ¢ 20 Eaxpdinles) ~mue)
os mladiar b &

12, omymeadue gusorde sl
YR YIS £ NNS W B

13, Tpeadnds BS (gxdMye

14, mpecxn madise sspdfed

19, QUpSCHNEE LS Monmie
M nere

16. oyld mxenlad adarad
aE IS LUSKING Ml

17. % volile 218y wed
ale &Y SR

18, GawoBoleow oy OO
STE Sle UGS a0

70 e
6. uwokdleim angald 2fad® emENdeus)syTs WdO T D /aeinlialed
a8 82946
WD M R WD A MR A W WD W WS R AN D AR G N G W T AR W AR T A A AR A W AR W WD D W W W A D 5 &)‘ggrb.{'}. ..... : -
B 20 Je ”"‘a’m
cmyen; SEn?
Med uinlal Jeme
i} - |
1 ¢ s 6
1. um‘laﬁmmmlﬁasm 8301229
¢ Ourse e@laveloled



t 51t

| ¢ 3 4 3 6
¢, wohdamuclhisleys 400
&6 Ba¥

3. @ufekIBo0s OAUNB LDEHMY
ded

Lo @I0MIE DBIOTNL DO DY

9, BWRME M RS U ™o
&8 b

6. udkdlum 202l enIRCe
¢ olJuls wmacyrd

Te Gg LM T00 lBspeS
a0yl g

8. uehkileam mredon < loualey
faclodo ~uipadion

9., wurlolemdalmye 10 09
ma alee lop¥ad

10, uacluleoxvdiole s §Mr
S0

11, 2h-deasy¥nods uopse

12, e alwosus

13, moalesudiext adclasles: )
S M Nie

14, eenedhcgucldeandalny®e
mona e o

19, Seianinaoreinds auno
m‘éﬁn@:’m

16, oprlals - DeieneLEHS wENi

17. Wiesxnle aclsh e es
i CprTIn0

18, n~dduoerw ucleeod

19, ]m“fe. X b ‘ Qe
- SN Re s

0., @ND2E KO FBWD

T1. a8 (aheaanls Fopnd

22, achnslews nsislhiult ayra
EATNal OIS mENie

23, um\w% mmbﬂm\am: cms’smcmam
wlayuok S _RE Ve
24, ! <Ton's mf:z"crcb w%’am

EA TR f VLV IV N



PENDIX-.IV

s LE R EV. ATING THE TRAINING PROGRAMME FOR
AGRICULTURAL OFFICERS/ASSISTANT DIRECTORE
PR P! E
Date

1, Name of the training prograsmet

2, Name of the trainee s
3. Dasignation and asddress s
4. Age (Years) ]

5. Educational qualifications

81, Name of the Name of the Year of Class or Distinction
No. qualification institution passing division if any

6. Experience in years
(1) Total experience
(14) Experience in T & V System
(141) Experience in present jodb
7. Previous trainings undergone -

(1) Have you participated in any inservice training
programme since 19817

Yes/No
(11) If yes, please 7ive the details:

8}, Name of the Duration ;bnuc Remarks
No, training with dates

S N S O W S - 2 - -



8. Any distinction in professional service:—

81, Name of distinction/ Nature of
No, award distinction/ Year
svard

- -

9. Please give r opinion on the following statements by
marking (~” ) in the appropriate column

81, Statament Strongly Agree Unde- Dig- Strongly
No. agree cided agree disagree
1 2 3 4 5 6 7

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

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

3 Extension profession
offers sufficient
opprortunity for
development of
leadership abilicy.

4 An Assiatant Director/
Agricultural Cfficer
is an eminently
effective force in
bringing about
Agricultural
Development .

%S Extension professionals
have very little to
contributs towvards
Rational Development.

D S > U S P YA U G U N A D S - - -t -



1

2 3 4 L3 6 7

6

10.

An Agsistant Director/
Agricultural Officer can
contribute a lot for
Agricultural Development.

Extension profession is
satisfying for me.

Honestly I wish I had not
become an Assistant
Director/Agricultural Officer.

Professional standards of
Extension work is far
inferior to other
professions.

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

10.

Below are given a few questions regarding your job., Please
answer the questions as t how much you are satisfied/
dissatisfied with your job,

81.
No.

Question Very Satis~ Unde- Dissa Very
much fied cided tisf- much
satis-~ ied dili}~
fied isfied

2 3 4 5 6 7

Are you satisfied that
you are given enough
authority tc do your job?

Are you satisfied with
the progress you are
making towards the goals
which you had set for
yourself in your present
position?




10

liow satisfied are you with
your present position when
you compare it with similer
positions elsewhere?

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

How satisfied are you with
your supervisors?

How satisfied are you with
your salary?

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

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

How satisfied are you with
your present position whsn
you consider the expectations
at the time you took the
pesition?

How satisfied are you with
the amount of time and

‘energy you are dsvoting to

your present position and
the satisfaction you
derive from your position?




11, Below are given socwe statements regarding the T & V sgstem
in Kerala. Pleass indicats your extent of Agreement/

Disagreement with these statements,

8],
No,

Statement Stron- Agree Unde-
gly clded
agree

Disg~- Stron-

agree gly
dis-
agree

Farmers will not be
adversely affected if
T & V system is closed.

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

T & V gystem help to
improve farmer's know-
ledge adbout scientific
methods of farming.

T & V system has
brought out s new
outlook in the field of
agricultural sxtension
work .

Thers is nothing new to
be offered in the T & V
system .

After the start of the
T & V system thera has
been significant
improvement in the
economic condition of
the farmers.

People talk much of the
T & V system_ but
actually no work is done.

The decision to continue
the T & V gystem in
Kerala 1s wise.

12,

In your day toc 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 situtations



in which you will find it most difficult to perform the
job of communication of information,

Kindly mention these two situations,

1. Best msnagesdle jodb situation.
2, Worst manageable job situation.

Given below is a ladder, the top and the bottom of
which indicate the best manageable job situation and the
worst manageable job situation as indicated by you, Wwhere

on the ladder would you say, you are at present with
regard tc the job situation in relation to your job of
compunication of information.

Your best manageable job situation N 10
) 9
8
L B
7
6
I S
- ]
4
e .
B ) 2
Your worst manageable job situation '




APPENDIX-V

TRAINING ON PULSES AND OIL SEEDS FOR AGRICULTURAL OXFICRRS

Date 3
1. Name of the trainee ]

2. Please indicate the correct answers tc the following
questions, (Tiek (.~ ) the appropriets)

1. The moat important pulse crop of Kerale 18 ccvesceee

(a) Greengram
(r) Black gram

(¢) Cowpes
(4) Pield bean

2. The most important root feeding insects of groundnut
80 occeessnescsoee
(a) Thrips
(b) Mierotermes
(e) Aphids
(3) Jassids

3. esescrescscs i85 a green gram variety suited tc summer
season

(a) ACV = 1
(b) ACV - 12
(c) NP - 40
(4) Pusabaisakhi
4. One of the important charecteristics of cowpea
variety "Krishnamani” 18 ..ccceccescee
(a) Pest tolerance
(b) Frost tolerance
(c) Synchronized flowering
(@) Bushy nature



5. The availability of rainfall after the seed set in
sesamum is Gisadvantageous DeCause ..c.ccccosve
(a) 1t will decay the pods
(b) 1t will sffect the pollination
(c) it will induce further flower initiation
(4) 1t will induce the germination of seeds

6. vescseccnsees 18 a season bound pulse crop

(a) Green gram
(b) Horse gram
(c) Black gram
(d) Cowpea

Te sccescescess i8 a fodder cowpea variety

(a) Manjeri local
(b) C - 152
(e) CO - 1
(4) Karnataka local
8. A free living micro organism related to Nitrogen
fixation 18 .csvecccsnve
(a) Nitrobactor
() Nitrosomonas
(e¢) Rhisobium
(d) Azatcbactor
9. The most important nutrient element which promotes
root development in pulses 18 ceesvcevescne
(a) Nitrogen
(b) Phosphorus
(¢) Potassium
(8) Calcium

10, seevececnce i3 a traditional pulse crop which is a
twining perennial with edible pods and tubers.

(a) Soya bean
(b) Frenchbean
(¢) Wingedbean
(d) Bengalgram



11.

12,

13,

14,

13,

18,

The recommended seed rate of a pulse Cror 18 cececcoe

(a) 5-10 xg/ha
(b) 20-2% xg/ha
(c) 30-40 kg/ha
(a) 10-1% kg/ha

evscesscese i3 A mum‘d saesamum variety

(a) Kayamkulam - 1

(b) ACV = II

(c) 58 - 488

(4) Kayamkulam - 2

After innoculstion with rhisobium culture pulse
seeds should not be stored b‘yond esscscesss hOUrs,
(a) 2 hours

(b) 12 hours

{c) 24 hours

{d) 48 hours

esesssseess i8 the crop named as the wonder crop of
twventieth centry.

(a) 041 palm

(b) Sun flowver

(¢) Wingedbean

(d) Soyasbean

The attack O0f cccccocese diseanes 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

cssssecsscee i3 a spreading type of groundnut variety

{a) CC - 1
(b) MV « 1}

(e) CC - 2
(4) ™Mv - 2



17.

is.

19,

20,

21,

22.

Amongst the following pulse Crops cecesceses COntains
the highest protein ccntent.

(a) Frenchbean

(b) Greengram

(¢) Soyabean

(4) Cowpea

The application of fertiliser nitrogen for pulses
can be skipped if the organic matter content of the
8011 18 ccecsvoces

(s) N1}

(b) Between 1% and 2%

(c) Between 0% and 1%

(4) More than 2%

The peat and diseass attack is minimur for puises
Auring cescesvecse in Kerala.

(a) Virippu

(b) Mundakan

(e) Punja

(@) All seasons

The initial growth rate of pulses can be boosted by
the foliar spray of cceesesee after 15 days of sowing,
(a) Cycocel

(b) RAA

(c) Urea + Dimecron

(@ 1 AA

esssensssces 18 the element which promotes Nitrogen -

fixation in pulses,

(a) Magnesium

(b) Sodium

(¢) Molyddenum

(4) Manganese

The best method of rhimobium innoculation 18 DY cevecee
(a) coating seeds with 20% Jaggery



(b) direct application of culture to soil
(¢) Mixing the culture as such with the seeds
(@) S0il application of the nodule extract

23. Amonget pulses .ccs.....ss has the highest consumption

in Kerala

(a) Redgram
(r) Greengram
(c) Bengalgram
{(da) Cowpea

24, The sesamum phyllody is caused by the attack of .ceeee

25,

(a) Virus

(b) Nematode
(¢) Mycoplasma
(a) Fungus

seecssesaces 18 2 Nnon edible o1l

(a) Safflower o1l
(b) Rape Seed soil
(c) Niger oil

(3) Linseed o041l



1,
2.

3.

APPERDIX-VI

SCHEDULE FOR FEVAILUATING THE TRAINING PROGRAMME IJCUR
AGRICULTURAL OFFICERS
POST TRAINING PHASE

Date 3
Name of the training (]
Name of the trainee '
Flease indicate your perception about the various aspects

of the training methodology followed in this training
prograrme.

81. Item Exce~ Good Fair Bad Very

No. llent bad
1 2 3 4 S [ 7
I. PRETRAINING PHASE

1.

2.

3.

4.

5.

6.

8.

Timely informetion about the
training

The selaction of subject
matter for training

The selection of topics
for training

The selection of practicals
for training

The selection of duration of
training

The selection of venue for
training

Preraration of schedule of
Cclasses

Preparation of training notes




Lo |

IX.ITRAINING PHASE

1,

2,

3.

4.

6.

7.

9.

10,

11,
12,

13,

Treatment of subject matter
by trainers

Training method followed by
trainers

Opportunities for trainees
participation

Opportunities for skill
practice

Opportunitiea for field
visits

Opportunities for clarifi-
cation of doubts

The competency of trainers
in general

Seating arrangement in the
training hall

Ventillation provided in
the training hall

Lighting arrangements in
the training hall

Availability of teaching aids

Use of Audio-visual aids by
trainars

Quality of Audio-~visual
aids used by trainers

IIX, PUST TRAIRING PHASE

1.

2,

3.

Monitoring and evaluation
of training

Methodology of evaluation of
training

Quality of training notes
supplied




4, Please indicate ycur overall perception about the training

methodology followed in this training,

appropriate)

(Ticx () the

Excellent
Good

Fair

Bad

Very bad

1.
2,
3.
4.
S.

S. Please indicate your perception about the treatment and

utilie
(Tick

of the following to?ica covered in the training.
v’ ) the appropriate

81,
No,.

Topic

Treatment Utiliey

Ehozo— alle- less Yot

ughly
ade-~

Very Use- Less Not
quate ade~ ade~ use~ ful use- use-
quate gquate ful ful ful

quats

3 4 S é 7 a8 9 10

FPulses and
oll seeds -
production
possibilities
and const~
raints in
Kerala

Sesamum
varieties and
management
practices

Cowpea
varieties and
management
practices

Varieties and
management

practices of
pulses other

than cowpea

Diseases of
pulse crops
and thelir
control




1 2 10

6 Bio-fertilisers for
‘pulses

7 Nitrogen economy of
croprping systems with
pulses

8 Varieties and management
practices of sun flower
and groundnut

9 Plant protection in
011 seed crops

10 Pulse production in
command area

11 Fests 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 Fertilizer management
of 0il seed crops

17 Extsnsion strategies

for increasing pulses
and 0il seeds
production




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

sl. Constraints Perception

ﬂo. - - -
Most Felt Less Un-
felt felt felt

1 Lack of timely information about
training

2 Inadequate duration of training

3 Insufficient transportation
facilities

4 Poor lodging facilities
8 Poor boarding facilities

é¢ Poor seating arrangements in the
training hall

7 Poor audio-visual facilities
8 Improper monitoring

9 Poor evaluation

10 Too many trainees per batch

11 Ja@?ng of training schedule

12 RNo leisue

13 DNo recreation facilities

14 Noy¢ Opportunities for skill
practice

15 No opportunities for clarifi-
cation of doubts

16 No field visits

17 Inadequate practicals
18 Incompetent trainers

19 ;!'is*gat‘ateratura not




20
21
22

23
24

Irrelevant practical classes
Irrelevant theory cClasses

No body to care about the
training

Ro body to care about trainees
Any others (Flease specify)




APPENDIX-V1I

TRAINING ON AUDIC.VISUAL AIDS FOR SISTANT DIRECTCRS

Date

1. Name of the trainee s

2. Please indicate the correct answers to the following
questions. (Please tick ( ) the appropriate)

1.

2.

3.

4.

Audico-visual aids provide a situstion which 18 .cceeee

(a) Real

(b) Nearer to reality
(e) Imaqin;ty

() None of the abowe

The percentage of message perceived through eyes
18 ceavscnsae

(a) 75%

(b) 15%

{e) sox

(a) 30%

escccscsses i8 an Audico-visual method which provides
symbolic experience to the asudience.

(a) Model

(b) Demonstration

(e¢) Dramas

(4) None of the above

esccescsces i8 a universely used audio-visual aid

(a) Flannel board
(b) Bulletin board
(c) Poster

(d) Chalk board



Se ccvsscesses i a visual aid which can be used to d‘pict
a physically inaccessible object,
(a) Specimen
(b) Object
(c) Model
(d) None of the above
€. Active learning leads to retention of .cecceces® Of the
original message.
(a) 70%
(b) 90%
(e) 8%%
(4) 25%

7. Pbﬂter i8 & ¢scccccce visual aid.,

(a) Three dimensional non-projected
(b) Two dimensional projected
(¢) Two dimensional non-projected
(d) Three Adimensional projected
8. The special type of exhibition technicue which provides
a three dimensional effect 48 .ccevcecsces
(a) Cinerams
(b) Diorama
(¢) Visiophone
(4d) None of the above

9, Public addresa squipment 18 & svececsene ald.

(a) Audio

(b) Visual

(¢) Audio-visual

(4) None of the above

10, Method demonstration provides ..cvccccone

(a) Direct purposeful experience
(b) Contrived experience

(c) Pramatised experience

(8) None of the above



11,

12,

13,

14,

15,

16,

esesssscnses 18 NOt a primary colour

(a) Red

(b) Yellow

(¢) Blue

(d4) Green

sssscenssacs COlOured chalk is the best to be used
with a green chalk board.

(a) Red

(b) Yellow

(c) White

(d8) Orange

The size of the posteyr must - JP

(a) 20" x 20"
(b) 20" x 30"
(e) 30" x 10"
(4) 30" x 30"

essecsesnssses has the prineciple of direct projection

(a) Opaque projector

(b) Slide projector

(e) Epidia scope

(d) Movie projector

The picture of a distant object can be taken by using
a camera With ..eeccscccee

(a) Wide angle lens

(b) Normal lens

(c) Fish-eye lens

(d) Tale lens

The sense of mobility makes sseees... MOre attractive,

(a) Poster

(p) Flannel graph
(@) Flash card
(a) Chart



17,

18.

19,

20.

21,

22,

csesvasanssse 18 A three Adimensional visual ald,

(a) Model

(b) Foster

(e) Chart

() Flash card

A three dimensional film is taken by using @ ssecesee
carera

(2) Aerioflex

(b) Pentax

(¢) Polaroid

() None of the above

sessssssses 18 the best pmj‘ct@d method to teach
farmers about the cultivation practices of the crops,
(a) Film strip projection

(b) S1ide story projection

(¢) Over head transparency projection

(d) None of the above

The working principle of opague projector 18 scececeee

(a) Direct projection
(b) Indirect rrojection
(¢) Reflectesd projection
(d) None of the above

Diapositive f£ilm can be used for Mmaking wsececcscee

(a) Transparencies
(b) X rays

(¢) Movies

(4a) None of the above

Opaque projector is otherwise kXnown as cec.cveseese

(a) Kaleidioscope
(t) Epidiascope

(¢) Episcope
(38) Perisccpe



23, For & viewer distance of 32 feat, the minimum letter
sige 18 ,ccceesssnvse

(a) 4
(£) 4% "
() 1"
(¢) 2

24, The normal sise of video cassette tape used in
Television programme 18 ...ccccocsee

(a) % "
(L) %5 °
(e} % *
(@) 1 °

256 cevcecsese i8s an example for interactive video

(a) Cable TV
(b) Videotex
(c) Instructional TV
(34) None of the above

26, Flannel board can be pmpat‘d With ceiescscancns

(a) Felt cloth
(k) Khader eloth
(¢} Gunny bag
(d) A1l of the above
(<) None of the above
27. Distance from the screen and the movie projector should
D8 cnscessncess times of the width of the screen.
(a) 4 times
(b) 8 times
(e} 6 times
{a) 10 times



APPENDIX-VIII

SCHEDULE FOR EVALUATING THE TRAINING PROGRAMME FOUR ASOISTANT

1.
2.
3.

D;RECTCRg
FST TRAEB;BG 9§£§E
Date 1
Nare Of the training :
Name of the trainee 3

Please indicate your perception about the various aspects
of the training methodology followed in this training
Progranme.

- o an o - - VA B0 VO SR W S WO WS A D WD G - G WP

81.

Exce- Good Fair Bad Very
No. Item llent bad
1 2 i &4 8 6 7

I, ERETRAINING THLSE

1.

3.

4.

Se

6.

7.

8.

Timely information about the
training

The selection of subject
matter for training

The selection of topics for
training

Tha selection of duration of
training

The selection of venue for
training

The selection of practicals
of training

Freparation of schedule of
classes

Freparation of training notes




11,
1.

2.

3.

4.

S.

6.

7.

9.

10,

11.

12.

13,

TRAINING PHLSE

Treatment of subject matter
by trainers

Training method followed by
trainers

Opportunities for trainees
participation

Opportunities for skill
practice

Opportunities for field
visite

Opportunities for clarifi-
cation of doubts

The Competency of the
trainers in general

Seating arrangements in
the training hall

Lighting arrangements in
the training hall

Ventillation provided in
the training hall

Availability of teaching
aids

Use of Audio-visual aids by
trainers

Quality of Audio-~visual
aids used by trainers

IXX, FOST TRAINING PHASE

1.

2.

3.

Monitoring and evaluation
of training

Methodology and evaluation
of training

uality of training notes
supplied

W v -




4. Please indicate your overall rerception about the training
methodology followed in this training. (Tick () the
appropriatse) |

i, Excellent
2. Geood

3, Fair

4, Bad

5. Very bad

5. Please indicate your perception about the treatment and
utility of the following topics covered in the training.

(Mark () 4in the appropriate column)
:;: Topic Treatment "ﬂgfility
Thoro- Ade- Less HNotg Very Use- Less Notp
ughly gquate ade- ade- use- ful use- use-
ade~ quate guate ful ful ful
quate
1 2 | 3 4 ] 6 7 8 9 10

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

2 Clasaification
and study of
Audio~visual
a2ids (Theory)

3 Role of mass media
in dessiminat-
ion of Agri-
cultural
information -
tyres of
information
meterials
(Theory)

4 Role of mass
media in
dessinination
of Agricultural
information -
types of infor-
mation meterials
(Practicals)




10

11

12

13

14

15

16

17

18

Writing serdpt for
information materials
(Theory)

Writing script for
information materials
(Practicals)

ed
Hon projectavisual
aids (Theory)

Nom projected visual
sids (Fracticals)

Basic principles in
rhotography {(Theory)

Practical hints in

photography
(Practicals)

Preparation of slides
and slide story
(Theory)

Freparation of slides
and slide story
(Practicals)

Projected visual
aids (Theory)

Handling and ~peration
of projected visual
aids (Practicals)

How to give a radio
talk (Theory)

How to prepare visual
aids (Theory)

Three dimensional
visual aids (Theory)

Cral communication and
Public address system
(Theory)




1¢ Oral communication and
public address system
(Practicals)

20 Advances in Audio visual
communication (Theory)

21 Audio Visual Aids in
extension work (Theory)

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

51 Perception
* Constraints

- o

Most PFelt Less Un-
felt felt felt

No.

1 Lack of timely information about
the training

2 Inadeguate duration of training

3 Insufficient transporation
facilities

4 Poor lodging facilities
S Poor bocarding facilities

6 FPoor seating arrangements in the
training hall

7 Poor avdio-visual facilities
8 Improper monitoring

9 Foor evaluation

10 Too many trainees/batch

11 Jamming of training schedule
12 RNo leisure




13
14
b 8

16
17
ie
19

20
21
22
23
24

No recreation facilities
No opportunities for skill practice

No oppertunities for clarification
of doubts

No field visits
Inadeguate practicals
Incompetent trainers

Training literature noty¢g
distributed

Irrelevant theory classes
Irrelevant practical classes

No body to care about the training
No body to care about the trainees
Any others (Flease specify)




APPENDIX-IX

SCHEDULE FOR EVALUATING THE CONSTRAINTS EXPERIENCED BY THE

TRAINERS DURING THE CORDUCT OF A TRAINING FROGRAMME

Please indicate the constraints experienced by while you are
engaged in conducting a training programme for the inservice

trainees,
51, Constraint Most Felt Less Un-
No. felt felt felt

10
11
12

Lack of timely information about
the training programmwe.

Lack of timely information about
the topics to be covered,

Lack of timely information about
the schedule of the programme.

Inadequaty of the training hall
provided.

Inadequecy of the teaching aids
provided.,

Inedequacy of the Auvdio-visual
aids prrovided,

Lack of co-operation form the tra-
inees

Inadequacy of the transportation
facilities for field visits.,

Lack of laboratory facilities.
Too many trainses/batch
Too many training in a year

Lack of facilities for arranging
practical classes.




1

13

14
1§

16

17
18

19

a0

a1

22
23

24

Insufficiency of the incentives
provided

Hetarogenity among the trainees

Lack of support from the Course
directors

Lack of opportunities and facilities
for rreparing Audio-visual aids

No time for adeqQuate preparation

No recognition for taking training
classes

Remuneration given for training
is less

The trainees are not serious asbout
the training

Lack of opportunities for assessing
the impact of training

Misbehaviour of trainees

Lack of facilities for duplicating
lecture notes

Any others (Please specify)




APPENDIX--X

SCHEDULE ¥OR _EVALUATING THE CONSTRAINTS EXFERIENCED BY THE
CCURSE DIRBCTORS DURING THE CONDUCT OF A TRAINING FROGRAMME

Flease indicate the constraints experienced by you when you
are assigned with the duty of a c¢ourse director of an inserivce
training programme,

s1. Constraint Most Felt less Un-
Ko, felt felt felt
1 Lack of timely information sbout
the training
2 Inadeguacy of the training hall
provided
3 Lack of timely availability of the
resource personnel
4 Lack of competent subject matter
specialists in certain subjects
S Lack of boarding and lodging
facilities for the trainees
6 Lack of transportation facilities
for field trips
7 Non receirt cf lecture notes
from the rescurce persons in time
8 Lack of separate resource
personnel fcor 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




1 2

12 Hon availability of Audio-visual
aids

13 lNon avsilability of financial
advance for the conduct of the
training

14 Lack of assistance from the
supporting staff for the cenduct
0f the training programme

15 Insufficiency of the incentives
provided to the resource personnel

16 Lack of recognition given to
the course directors

17 Lack of punctuality among the
trainees

18 lLack of interest for the trainees
in the subjects for which they
have deruted

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.

2.

3.

4.

the impact of selected inservice training programves

on the professional knowledge of the trainees

the perception of the trainees about the treatment and

utility of the saelectad inservice training programmes

the perceived effectiveness of training methodology
followed in the inservice training programres and factors

related to it

the constraints experienced by the trainees, trainers
and Course Directors of inservice training programmes

conducted by the Kersla Agricultural University.

Three selected training programmes namely ‘Training

in plant crotection 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 zll the three categories of
trainee~respondents namely, Agricultursl Demonstrators,
Agricultural Cfficers and Assistant Directeors showed
significant gain in knowledge due to the training programmes.
The gain in knowledge due to training was the hithest for
Assistant Directors of Agriculture, followed by the

Agricultural Cfficers 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
hishest treatment-utility index (58.43), follcwed by the
‘training in pulses and oilgeeds production technology for
Agricultural Officers' and ‘training in auvdio~visual aids
an? techniques for Assistant Directors' for which the

treatment-utility indices were 58,27 and 51.42 respectively.

Both the Agricultural Dugonstratoru and Assistant
Directors had the highest perception about the trzining



methodology aspect namely ‘Timeliness of information about
the training' where as the Agricultural Cfficers had highest
perception about the ‘'Selection of subject matter for
training' in the pre-training stage. ‘The competency of the
trainers in gonerai' was the training methodology aspect
which was highly appreciated by the Agricultural Demonstrators
in the in-trainin: stage. ‘Cpportunities for clarification
of dcubts' and ‘Cpportunities for trainees participation’

vere given highest perception scores respectively by the
Agricultural Cfficers and Assistant Directors in the
in~training stage. In the post-training stage all the three
categories of respondents namely the Agricultural Demonstrators,
Agricultural Cfficers and Assistant Directors iad the highest

perception about the ‘Monitoring and evaluation of training’,

The Agricultural Demonstrators were constrained with
the 'Foor lodging facilities and poor boarding facilities'
provided for them, The 'Lack of skill rractice', ‘'Inadequate
practicals' and 'lLack of field visits® were the serious
constraints experienced by the Agricultural CGfficers. 7The
Assistant Directors perceived the 'Insufficient transportation
facilities' and 'Non-suprly of training literature' as serious
constraints, Both the trainers and Course Directors felt
the 'inadequacy of trarnsrortation facilities' as serious

constraint,



