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ABSTRACT 

The purpose of this study was to identify the 

executive skills employed by County Extension Directors 

(CEDs), Trade Association Directors (TADs) and Team 

Leaders/Chiefs-of-party (TL/COPs), to determine which 

frequently used executive skills were common to all three 

positions and to identify the major source of executive 

skill acquisition. 

Analysis of the executive skills employed by CEDs and 

TL/COPs (the TADs were excluded from this analysis for 

statistical reasons) revealed 34 frequently used execu

tive skills common to both groups. These were in the 

areas of problem-solving, group dynamics, decision

making, coordinating, communication and organization. 

Most respondents acquired their executive skills on the 

job, but 85% held Bachelor's degrees and over half of 

those were in agricultural disciplines. 

Study results indicated an opportunity for Colleges 

of Agriculture to develop executive skill curricula in 

addition to technical curricula at the undergraduate 

level. Internships and experiential classroom activities 

were recommended to facilitate executive skill develop

ment. 

ix 



CHAPTER ONE 

INTRODUCTION 

Based upon the volumes of texts, journals and 

research reports on business and management, organiza

tions are interested in efficiency: That is, they focus 

upon employing qualified staff to produce goods and 

services at the lowest cost for the highest profits or 

greatest benefits. When executive positions are occupied 

by qualified staff, the functions of planning, organizing 

and delegating, directing, controlling and staffing of 

subordinate personnel will more likely be executed effec

tively. The recruitment of qualified executive staff, 

and the consequent maximization of staff performance and 

effectiveness through training, will serve to ensure 

maximum desirable organizational efficiency. Therefore, 

a priority concern of organizations should be to engage 

qualified executive staff. Continued staff effectiveness 

will be assured by providing for training needs. 

An administrator, the "one who directs the activi

ties of other people and assumes responsibility for 

achieving objectives through those efforts," (Katz, 1966, 

p. 210), if effective, would be the most influential 
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element in the success of an organization, business or 

project. Katz identified the successful administrator as 

one who has a composite of technical, human and concep

tual skills. Technical skill is the ability to effec

tively use practical knowledge that is based upon 

scientific principles. The human skills reflect an 

administrator's ability to interact effectively as part 

of a group and, as its leader, to initiate a cooperative 

effort within the group. Finally, the conceptual skill, 

whether intuitive or learned, allows the administrator to 

orchestrate human and technical skills to the eventual 

benefit of employees and the organization. However, Katz 

believed that good administrators are not born but 

developed, and that selection, training and promotion of 

executives can be facilitated by identifying the skills 

needed at different levels of responsibility. 

Roman (1986, p. 439) stated that, "Too often...tech

nically proven professionals are thrown into the manager

ial arena with little or no applicable experience." It 

was his opinion that it is essential to educate techni

cally-skilled people for management and he suggested that 

this be accomplished through staff development; univer

sity education, employee self-development and in-service-

training sponsored by the organization. 



Bingham (as paraphrased by Renfrew, 1977) summarized 

the key to successful administration: 

Administrative ability seems to be a compilation of 

many talents, not just a single attribute. Adminis

trative ability such as knowledge, judgment, common 

sense and habits of thinking and of action, charac

teristic of capable administration, must be learned. 

These assets may be partially achieved during early 

childhood and adolescence, but to accelerate further 

acquisition, individuals must give careful thought 

to administration as a future, arrange their educa

tive experiences in that direction, and learn how to 

accept responsibility to to the limit of their 

abilities, (p. 6) 

The responsibility for the development of effective 

executives is divided three ways. Organizations must be 

able to identify their own administrative/managerial 

needs, recruit staff to meet those needs, and be respons

ible for the staff's continual professional development 

and maturation. Students and employees must be aware of 

their career needs and plan their educational programs 

accordingly. Universities can assist by identifying the 

needs of organizations and individuals and by providing 

educative experiences which will fulfill the needs and 

expectations of both organizations and individuals. 



Yet, as Roman (1986) pointed out, university 

learning opportunities in administrative/managerial 

skills, (together labelled 'executive skills* for the 

purposes of this study), rarely go beyond the theoretical 

course work which is offered almost uniquely in the 

schools of business, economics and government. Hahn 

(1985) stated that, "...attitudes on campus and opinions 

in business often do not coincide. Corporate in-house 

training programs are often seen as compensation for 

deficiencies in undergraduate education" (p. 3) . Hahn 

continues; "Because such training programs address 

affective rather than cognitive objectives, the educa

tional goals (of businesses) are quite different from 

those of colleges and universities" (p. 3). 

The questions arise: Are universities and other 

institutions providing educative experiences in executive 

skills which will fulfill organizational and individual 

needs? Are technically skilled graduates prepared for 

executive positions? 

Training in agricultural sciences produces a variety 

of technically skilled professionals who are employed 

with agricultural organizations, businesses and projects. 

A proportion of individuals from these agricultural 

professionals will aspire to executive positions. 

However, possessing technical skills alone is inadequate 



for the demands of an executive position. A large 

proportion of the skills necessary to perform effectively 

in an executive capacity are not technical, but rather 

those which, as discussed earlier, are more appropriately 

defined as executive skills. 

An examination of the executive skills utilized by 

professionals in varying agricultural executive positions 

will reveal which skills are essential for effective 

performance in those positions. It will also indicate if 

professionals acquire the majority of their executive 

skills in a formal education environment, an informal 

setting, or through in-service training. The three 

agricultural executive postions selected for study are 

County Extension Directors, Trade Association Directors 

and Team Leaders/Chiefs-of-party for agricultural 

development projects. These executive positions were 

chosen for several reasons. Firstly, they all require 

some level of executive skill use and they represent a 

melange technical disciplines, both agricultural and non-

agricultural. For instance, County Extension Directors 

often possess skills in a particular agricultural science 

and/or education. It can be surmised that Trade Associa

tion Directors possess skills in a particular agricul

tural science and/or business. Team Leaders/Chiefs-of-

party of agricultural development projects could possess 



a variety of skills in agricultural sciences, education, 

business, or other non-agricultural disciplines. 

Additionally, these three agricultural executive posi

tions each represented somewhat different structural 

arrangements; organizations, businesses and projects, 

each of which may require different executive skills. 

Finally, although it was probable that all three of the 

positions had some tie to agriculture and that the chosen 

positions involved some level of executive skills, no 

other commonalities between them had been explored. If 

the executive skill requirements were found to be similar 

enough, or if a •core' of skill requirements could be 

identified, it would be feasible to develop a singular 

curriculum to accomodate several agricultural profession

als in their preparation for executive level positions. 

Referring to executive skills, Buford (1980) felt 

that, "Within Extension, there is no more important—and 

no more neglected—area of activity" (p. 1) . Further

more, "It follows that staffing the management job must 

be done right if the Extension organization is to survive 

and prosper" (p. 58). Roman (1986) expressed the 

sentiment that university coursework fails to identify 

and structure the problems encountered in such endeavors 

as project management. Hahn and Mohrmann (1985) found 

that: 
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It was not about specific technical skills that 

business executives complained, but rather about 

unsatisfactory intellectual and conceptual abilities 

and general work competencies...The generic compe

tencies that industry seeks in its managers...are 

clearly distinguishable from the traditional general 

learning goals of collegiate education, (p. 4) 

Hahn and Mohrman's research results suggested "a 

significant dichotomy betwen the goals of colleges and 

universities and the needs of business" (p. 5) . Judging 

from the sentiments of these authors, it appears that 

technical professionals hired for or promoted to execu

tive status gain the majority of their professional 

executive expertise from either direct (on-the-job) 

experience, in-service-training or through mentor 

guidance, rather than from pre-professional institutional 

sources, such as universities. 

Need for the Study 

Agricultural organizations, businesses and interna

tional development projects are not exceptions to the 

premise that efficiency is highly desirable and attain

able by hiring qualified executive staff which can 

effectively perform both technical skills and executive 

skills as well. These executive skills include; 
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planning, organizing and delegating, directing, control

ling, staffing and maintaining professionalism. Respon

sibility for the development of effective executive staff 

lies with organizations, individuals and educational 

institutions. However, primary responsibility should 

rest with universities, since they train not only 

technical personnel, but have the additional responsi

bility of interpreting the needs of and bridging the gap 

between organizational and individual executive skills. 

However, concern is expressed that universities and 

other educational institutions are not providing educa

tive experiences which facilitate the acquisition of 

executive skills, and that technically skilled individ

uals are ill-prepared for the executive positions for 

which they strive or are appointed. 

Study, then, need not be focused upon technical 

skills, except to provide information as to their 

relative importance to total duties performed in each 

position and because technical skill enhances the use of 

executive skills (i.e., an effective planning decision 

cannot be made for an agricultural development project 

without the team leader/chief-of-party having some prior 

knowledge of the discipline involved). Thus, primary 

study must be focused on executive skills in order that 

educational institutions can begin to close the gap 



between organizational and individual executive skill 

needs. The questions have arisen; Are these executive 

skills being neglected in educational institutions? What 

executive skills are important to the effectiveness of an 

executive? Which executive skills are important enough 

to warrant treatment by universities? Furthermore, if no 

substantial differences exist between the different 

agricultural executive positions, could a singular 

"executive skill development program," expressly designed 

for agricultural professionals, adequately close the gap 

between organizational and individual needs? 

Although it would have been very difficult to 

examine all agricultural executive positions, it was 

anticipated that the examination of the three professions 

selected for this study would provide students, educators 

and employers with some guidelines to better provide 

executive skill training and to identify deficiencies 

which may exist in the preparation of effective agricul

tural executives. 

Statement of the Problem 

The purpose of this study was to identify the 

executive skills employed by County Extension Directors, 

Trade Association Directors and Team Leaders/Chiefs-of-

party, to determine which frequently used executive 
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skills were coimnon to all three positions and to identify 

the source from which these professionals acquired the 

majority of their executive skills. 

Research Questions 

The answers to the following research questions 

provided the information necessary to solve the problem 

stated above. 

1. Which executive skills are employed by County Exten

sion Directors, Trade Association Directors, and 

Team Leaders/Chiefs-of-party in the performance of 

their jobs and how frequently are they employed? 

2. Which of the frequently-employed executive skills 

are common to all three positions? 

3. From what source did County Extension Directors, 

Trade Association Directors, and Team Leaders/-

Chiefs-of-party acquire the majority of their 

training in executive skills? 

Assumptions 

The following assumptions were made for the investi

gation because they are generally accepted in the field 

and were not tested: 



11 

It was assumed that the nature of the executive 

functions were similar in the three organiza

tions selected for study, although; 

a. fundamental differences exist between 

public organizations and private business

es, with reference to objectives, values 

and contributions to society. 

b. the proportion of executive functions, 

relative to other functions performed, 

will vary at different levels of employ

ment within organizations, businesses and 

proj ects. 

It was assumed that in the three professions 

under investigation, executive functions and 

technical functions were not separated or 

delegated to two separate people. 

It was assumed that the executives who respond

ed to the survey were or had been active in 

their positions and not symbolic. 

It was assumed that respondents answered gues-

tions honestly, with no attempt to respond as a 

'good manager1 would. 
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Delimitations 

The delimitations to the study, those factors which 

determine to what extent the research findings can be 

inferred beyond the scope of the study, were as follows: 

1. Due to restrictions on time and resources, the 

populations of interest was circumscribed to a 

more accessible population: Arizona County 

Extension Directors, Team Leaders/Chiefs-of-

Party for international agricultural develop

ment projects sponsored by the University of 

Arizona, and Directors of Trade Associations 

which were members of the Arizona Agribusiness 

Council. Thus, no generalizations can be made 

beyond these three positons, with their 

prescribed restrictions, to any other agricul

tural executive position in the United States. 

2. Because of the possibility that some Team 

Leaders/Chiefs-of-party may have been Arizona 

Trade Association or Extension personnel 

serving as consultants, careful attention was 

given to purge mailing lists of duplications 

before proceeding with the study. 
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Limitations 

The limitations to this study, those factors which 

influence the internal validity of the study, were as 

follows: 

1. This study was limited by the number of 

respondents. All attempts were made to insure 

as high of a response rate as possible. 

2. The instrument's validity and reliability were 

verified before commencement of data collec

tion: 

a.) The questionnaire was reviewed by a panel 

of experts to insure the thoroughness of 

the instrument to include the executive 

skills relevant to the three agricultural 

executive positions under study. 

b.) Field testing contributed to the elimina

tion of factors which may have been 

threats to the reliability or face 

validity of the instrument. 

3. Because respondents' perceptions of a 'good 

manager' could have created a reactive arrange

ment, an objective response mode of the 

researchers design was used in place of the 

more subjective response modes commonly found 

in the literature. 
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4. The instrument1s reliability and validity were 

verified before beginning data collection, in 

order to eliminate the hazard that respondents' 

perceptions of a 'good manager' could have 

interfered with the reporting of actual execut

ive skills utilized. 

Definitions of Terms 

The following terms were defined for this study: 

1. Staff Development; a conglomerate of learning 

experiences/activities devised to benefit 

individuals and organizations with respect to 

the goals of both. Staff development is 

divided into four categories; 

a. Formal Education/Training; university or 

other formal education intended to prepare 

someone for employment, often within a 

technical discipline. 

b. In-service training; learning experiences 

available to employees of an organization, 

usually in the form of workshops or 

seminars, intended to further both 

personal career goals and the goals of the 

organization. 
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c. On-the-job training; an informal learning 

experience, either guided or unstructured, 

which facilitates development of an 

employee's occupational skills. 

d. Mentor guidance; a guided learning 

experience provided by an accomplished 

member or co-worker within an organi

zation. 

Function/task; the appropriate or assigned 

duties, responsibilities and missions of an 

individual, office or organization. 

Competency: an individual's demonstrated 

capacity to perform; possession of knowledge, 

skills and personal characteristics needed to 

satisfy the special demands of a particular 

situation. 

Duties; obligatory tasks, conduct, service or 

functions that arise from one's position. 

Skill; the abliity to use one's knowledge 

effectively and readily in the execution or 

performance of one's duties. 

Executive; one who holds a position of 

administrative or managerial responsibility; 

having the ability or aptitude for planning, 

organizing and delegating, directing, 
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controlling, staffing and maintaining 

professionalism. 

Executive Skill; for the purposes of this 

study, there was no attempt to separate 

"administrative" skills from "managerial" 

skills, the philosophy being fchat the term 

'executive skill* implies both are essential 

and complementary in an executive position; the 

competencies - knowledge, skills and attitudes 

- necessary for the execution of all activities 

essential to determining and accomplishing the 

objectives of an organization; planning, 

organizing, staffing, directing, controlling, 

accounting, financing, budgeting, purchasing, 

records management, and office and space 

management. 

Technical Skills; the ability to use one's 

practical knowledge which is based on scienti

fic principles. 

Manager/Director; one who assumes the respon

sibility of management and adminstration, and 

has the power to give orders and direct others. 

County Extension Director: an executive 

employed by the United States Cooperative 
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Extension Service at the county level in the 

State of Arizona. 

11. Trade Association Director: an executive 

employed by a trade organization or association 

in Arizona interested in promoting an agricul

tural commodity. 

12. Team Leader/Chief-of-Partv: the terminology 

used in the field of international agricultural 

development for the overseas, on-site manager-

/director of an agricultural development 

project, specifically sponsored either current

ly or in the past by the University of Arizona. 



CHAPTER TWO 

LITERATURE REVIEW 

Introduction 

A review of the literature indicated that the 

competency of executive personnel was considered to be 

vital to the success of organizations, businesses and 

projects. It was generally believed that executives must 

be trained and developed. Executive skills are not 

inherent. Additionally, proven expertise in a given 

technical field did not guarantee success in an executive 

role. However, the consensus was that executive skills 

can be learned and educative experiences can be provided 

which will evoke behavioral changes appropriate to the 

executive role (Buford, 1979; Hodgetts, 1975; Katz, 1966; 

Roman, 1986; Weber, 1979). 

The responsibility for the development of skills in 

executive professionals lies with the individuals 

themselves, learning/training institutions which prepare 

professionals for the job market and organizations which 

hire professionals and are expected to provide for their 

continued competence within the organization. However, 

for any one of these three entities to fulfill its 

responsibilities in the development of executive profes

18 
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sionals, the executive skill requirements must be identi

fied , especially those which are required for immediate 

performance on the job, and to determine how, when and 

where the executive skills are best acquired. 

A literature review revealed previous attempts to 

identify executive skill needs and some of the common 

weaknesses in executive skill preparation for the three 

professions under study. With the exception of the 

Cooperative Extension Service, little attempt has been 

made to identify the executive skills perceived to be 

important in agricultural professions. No studies 

identified executive skills actually employed. Profes

sionals in these positions were frequently hired based 

upon their technical skills rather than executive skills. 

Specific training in executive skills, in the form of in-

service-training, seminars and workshops, was usually 

provided after the professionals were hired, indicating a 

remedial or compensatory rather than preparatory func

tion. Numerous authors in the literature encouraged re-

evaluation of skills considered essential by universities 

versus those actually required in the position in order 

to better develop pre-service, experiential training for 

professionals serving in executive roles. Thus, the 

creation of well-prepared executive staff would contri
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bute to the overall efficiency and success of the 

organization, business or project. 

Skill Identification and Training Needs 

of County Extension Directors 

Interest in extension management and administration 

is not recent. Several studies conducted as early as the 

1950's and 1960's strove to identify the competencies 

(skills, knowledge and attitudes) essential for effective 

job performance. Frequently, the studies recommended how 

such competencies could or should be acquired. 

Early studies designed to identify competencies 

needed by entry-level extension agents included reference 

to management and administrative skills (hereafter, 

jointly referred to as executive skills). This indicated 

that the Cooperative Extension Service recognized that 

all positions require a proportion of executive skills, 

even if they are not explicitly stated in job descrip

tions. Buford (1979) recognized that: 

The mix of work that Extension managers perform 

varies according to the level of the manager. The 

director and other members of top management spend 

relatively large amounts of time in performing 

managerial [italics added] functions. A first level 

manager, for example a county chairman, would carry 
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out a much greater proportion of non-managerial 

activities, (p. 6) 

Itulya (1973) sought to identify professional 

competencies essential to beginning Agricultural and Home 

Economics Agents in Arizona. Four general areas were 

identified from the literature, of which two were 

directly related to executive skills. Within the general 

area of "Administration or Organization", he identified 

13 essential competencies and under "Facilitating, 

Program Planning and Evaluation," he identified 15 

essential competencies. Itulya recommended, based upon 

the findings of the study, that "a definite training 

program should be designed to provide professional 

competencies identified as essential in this study..." 

(p. 81). 

Gonzales (1982) identified and verified the profes

sional competencies needed by extension agents in 

Pennsylvania. He labeled 'professional competencies' as 

"...skills, knowledge and attitudes extension agents 

should possess to effectively perform roles as extension 

educators, exclusive of technical subject-matter compe

tence." He categorized those competencies into 8 areas; 

Administration, Program Planning, Program Execution, 

Teaching, Communication, Evaluation, Understanding Human 

Behavior, 4-H Youth and Maintenance of Professionalism. 
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The majority of these are executive skills which have 

be6n identified in traditional management literature 

(Webber, 1979; Hodgetts, 1975; Buford, 1979). Since he 

found no differences in competency needs as perceived by 

either extension agents or administrators, he concluded 

that is possible to satisfactorily prepare agents to meet 

both personal and organizational needs with pre-service 

training, graduate work and in-service training. He 

suggested use of competency lists to prepare agents and 

that Departments of Extension and Agricultural Education 

should assume leadership in developing these programs. 

Studies which refer directly to the competency needs 

and roles of County Extension Directors are numerous. 

Nanjundappa (1963) found that County Extension Directors, 

in an increasing majority of states, were assigned all or 

most of the 14 administrative-supervisory skills which 

were identified in his study. These 14 skills ranged 

from the more mundane, such as managing office space, 

equipment and supplies, to the more demanding responsi

bility of planning the overall county extension program. 

Fawzi (1964) analyzed the administrative role of County 

Extension Directors in California, based upon the 

California Extension staff's perceptions of the position. 

From his interpretation of the data, he recommended that 

the County Extension Director's role and responsibilities 
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be clearly defined and recognized by the Cooperative 

Extension Service by being outlined in job descriptions. 

Additionally, County Extension Directors should complete 

graduate training programs in human relations and 

extension administration and participate in in-service 

training sessions on Extension Administration in order to 

enhance their administrative effectiveness. Fawzi also 

asked respondents where they felt the competencies should 

be learned. Their responses, which contrasted with the 

recommendations of numerous researchers, indicated that 

they felt almost all administrative compentencies 

(planning, execution and evaluation of programs and 

maintainance of professionalism), excepting time manage

ment, should be learned on the job or through in-service 

training. Fawzi expressed the opinion that it is the 

extension organization's responsibility to assure that 

in-service training needs are met. 

Sanders (1981) enumerated a detailed list of 

supervisory and personnel management tasks and studied 

perceptions of their importance and who should be 

assigned such tasks in the Texas Agricultural Extension 

Service. Her break-down of executive skill areas into 

specific tasks performed revealed more precisely what 

Cooperative Extension Service staff actually does to 

carry out the executive functions. 
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An analysis of the County Extension Director's 

administrative role in Michigan (Harrison, 1984) ranked 

eight functions as the most important amongst all 

administrative processes: "business management and 

finance," "educational leadership," "organization and 

policy", "direction and coordination", "planning and 

programming," "administrative relations," "personnel 

management" and "supervision." He also found that 

persons assigned to the County Extension Director 

position generally possessed technical expertise versus 

administrative skill and at least 52% of the County 

Extension Directors spent more time on administrative 

duties than was actually assigned or recognized by the 

state administration which wrote the job descriptions. 

Harrison recommended graduate study programs and in-

service training to improve administrative skills, not 

only for present County Extension Directors who desire 

such training, but also for women and minorities who may 

seek such positions. 

In Management in Extension. Buford (1979) discussed 

the general principles of management which have long been 

espoused by the "management profession" as they are 

relevent to the Cooperative Extension Service. He states 

that, "How well managers do their jobs depends largely on 

whether or not extension objectives are met. It follows, 
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then, that staffing the management job is extremely 

important" (p. 55). 

Buford maintains that the important factors in 

selection of staff are those competencies which can be 

applied to immediate performance on the job. Yet, as 

positions increase in responsibility and importance, it 

accordingly becomes increasingly difficult to identify 

and measure selection criteria for the positions. 

Quantifying the executive skills of planning, organizing, 

staffing, controlling and directing is extremely elusive. 

Intuitively, the Cooperative Extension Service selects 

personnel on the basis of academic degree and technical 

expertise, a practice which is not totally unfounded 

since formal university education in any discipline is 

associated with success. However, Buford states that 

"Developing a manager is an educational process analogous 

to that of developing an agronomist or home economist. 

Yet in Extension, the need for management training is 

rarely recognized" (p. 54). But to establish and 

maintain a staff development program, it is necessary to 

determine training needs, motivate staff to increase 

their capabilities, choose appropriate training methods 

and evaluate the results of training. 

Black's purpose in his study (1969) was two-fold: 

Firstly, to examine a particular administrative behavior 
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in County Extension Directors which he terms "profes

sional leadership behavior" - a role which stresses a 

County Extension Director's "obligation to improve the 

quality of staff performance" (pg. 2) and secondly to 

identify such professional leadership behaviors to better 

select County Extension Directors and provide for their 

training needs. Black, recognizing that County Extension 

Directors are formal leaders and executives in a profes

sional organization, found that an administrator's 

effective performance of professional leadership behavior 

role contributed directly to both the staff's individual 

needs as professionals and to the accomplishment of 

organizational goals. His findings led him to state that 

research in County Extension Director's preparation, 

including academic education, job experience and in-

service training, "could provide clues for the develop

ment of more effective organizational leadership" (p. 

124) and that, "A special curriculum for administrators 

through training conferences or short academic sessions 

should be considered to enhance professional leadership 

behavior and organizational effectiveness" (p. 122). 

Boyle (1983) presented similar conclusions. In his 

paper entitled, "Extension Faculty Development Through 

Graduate Level Education," he saw a need to develop new 

patterns of behavior in the potential administrator. He 
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argues that: management and administration concepts such 

as decision-making, leadership, communications, authority 

and group structure, etc., can be learned through 

graduate education. While some would argue that such 

skills can only be developed through life experiences, he 

feels that graduate education would allow students to 

learn concepts, skills and values which would provide a 

framework which can be used in both old a;nd new job 

situations. The challenge, he declares, is to develop 

such a curriculum. 

Finally, the importance of such executive skills and 

leadership abilities have been recognized at the national 

level of the Cooperative Extension Service. In 1985, a 

study which employed the Delphi technique was conducted 

to determine the foremost concerns of Cooperative 

Extension Service administrators. The primary concerns 

of Cooperative Extension ^administrators evolved around 

staffing strategies, leadership and leadership develop

ment, training and skills needed to perform executive 

roles in Extension and the effectiveness of Extension 

managers. 

In summary, numerous researchers have identified 

executive skills required for effective performance as 

both extension agents and as County Extension Directors. 

These skills, although modified to fit the needs of the 
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Cooperative Extension Service, are similar to the generic 

skills identified in management literature. 

It is generally believed by researchers that 

extension organizations function best with quality staff 

who possess executive skills which permit them to 

effectively pursue both personal and organizational 

goals. Additionally, executive competencies and profes

sional leadership behavior can be learned. The nature of 

executive skills, however, makes them difficult to learn 

'affectively' versus 'cognitively.• The challenge is to 

develop experiential, competency-based graduate work and 

in-service training. The responsibility lies with the 

organization (the Cooperative Extension Service), the 

Departments of Agricultural Extension and Education 

(universities), and County Extension Directors (individ

uals) . 

Skill Identification and Training Needs 

of Team Leaders/Chiefs-of-Partv 

The practice of identifying essential competencies 

for Team Leaders/Chiefs-of-party is uncommon. Tradition

ally, such individuals are chosen for their technical 

expertise rather than executive competency, perhaps more 

frequently than occurs in selection of County Extension 

Directors. Therefore, training programs for Team 
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Leaders/Chiefs-of-party tend to be compensatory versus 

preparatory. However, the need for executive preparation 

is recognized and more organizations, programs and 

projects are addressing this need. 

Carter (1983) discussed the inadequacies present in 

the performance of those in agricultural/extension 

development work. He defined rural development workers 

(RDW) as, "professionals who function with the intent of 

enabling those with whom they work to achieve their own 

goals or aspirations more adequately" (p. 1). The 

purpose of his paper was to discuss the nature of rural 

development workers' jobs, the functions required in 

those jobs, the nature of the usual preparation of rural 

development workers, how the competencies required might 

be conceptualized and the most pressing needs with 

respect to the comeptency of rural development workers. 

Carter felt that RDWs need to function more as 

educators and problem-solvers than as technicians. 

Responding to technical requests was relatively easy, 

compared to developing and maintaining public relations. 

Yet, little attempt has been made to characterize such 

functions. Additionally, there is no guidance as to how 

to prepare for this role other than possibly through on-

the-job training or mentor guidance. He also points out 

that the functions envisioned by the organization are not 
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always synonymous with those performed by RDWs, indi

cating a dichotomy between perceived and actual training 

needs. 

Pre-service training of RDWs characteristically 

consists of developing technical area skills and variable 

research skills, with little or no "role model" exposure 

or experiential learning. In-service training tradition

ally promotes better transfer of technical knowledge. 

Carter sees the challenge, beyond identifying the 

competency requirements, "to organize and arrange 

concepts into the kinds of activities that will enable 

the extension worker to develop them and at the same 

time, perceive their possible connection to functioning 

as an extension educator" (p. 19) . He identifies five 

competency areas which, if mastered, will provide "...a 

framework for diagnosing the problematic situation, in 

formulating modes of response and in responding; Coping 

With the Work Environment, Systematic Inquiry, Program

ming and Planning, Human Behavior, and Focusing on the 

Professional" (p. 19). From Carter's standpoint, profes

sionalism is a competency area which allows the develop

ment worker to progress from an 1 individual1 status 

(student) to that of a productive practioner within an 

organization (employee). It requires the ability to 
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relate to the organization and its components, to 

colleagues and clientele. 

He concludes that although there are two components 

to the job of the rural development worker - technical 

and behavioral - rural development workers need to 

develop a method of systematic inquiry and to go beyond 

being technological information-givers to "the develop

ment of intentional, premeditated efforts to enable 

others to learn" (p. 32). 

Another study, Kang (1984), identified the need for 

"group skills," which promote involvement and interaction 

amongst agricultural development and extension agencies. 

He felt that in order to develop a broader vision of 

objectives, processes and tasks, it is wise to encourage 

knowledge of other agencies, mutual understanding among 

personnel across agricultural development agencies and 

interagency coordination. These would require long-term 

planning and effort. 

As mentioned, little literature was found in which 

competencies in project management were identified. 

However, much material is available on training for 

management of agricultural development projects. There 

are several approaches to preparation and training for 

agricultural development project management. 
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In the Oxfam Field Directors Handbook (1981), the 

editors point out that "despite being trained in develop

ment or technical matters, many field workers lack 

comparative experience..." (p. 110). The chapter on 

1 Field Methodologies' puts forth a smattering of guide

lines on certain aspects of project management. Yet, the 

underlying assumption is that whoever has been assigned 

the position of field director already possesses the 

talent to pursue the management of the project. This 

assumption of pre-existing executive expertise is typical 

of many agricultural development agencies, projects and 

programs. 

Another approach to the management of agricultural 

development projects is exemplified by Development 

Associates' 1982 'project orientation'. Intended to 

serve as a guideline for overseas technical assistance 

staff, primarily from universities, the orientation 

exposes the technical staff to cultural, social, politi

cal and economic conditions in the project country, 

anticipates problems, and verses staff on the United 

States Agency for International Development (USAID) 

methods of operation. In the orientation materials, 

Development Associates suggests that the technical team 

participate in Iowa State University's "Team Building for 

Development" workshop to familiarize itself with group 
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dynamics. The sole reference to actual management of the 

project is under the section for Team Leader preparation. 

In additon to the aforementioned five-day orientation 

session, Development Associates recognizes that the Team 

Leader "needs training in the administration and manage

ment of development projects and people, if background is 

insufficient" (p. 11) . An additional five and a half 

days are allowed for special training in •institution 

building', technical transfer, contracts administration, 

lines of authority, host country responsibilities, 

language and management. 

Smith (1984) stated that "Management technologies 

are vital to the development process, but are often 

overlooked or treated as exogenous to the development 

process. Nowhere has this management gap been more 

evident than in the planning and implementation of 

agricultural and rural deverlopment policies, programs 

and projects" (p. i). His response to this need was to 

encourage attendance at an Oregon State University 

workshop, developed in conjunction with the International 

Development Management Center in Maryland (IDMC) and the 

International Program Development Office in Washington, 

D.C. (IPDO) to improve the management of agricultural and 

rural development projects. 
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Thus far, all of these approaches to management 

training for development have been non-participatory and 

non-needs-based. They tend to primarily serve as 

orientation for technical staff to the project purposes 

and environment versus developing project management 

talent. 

New training programs are responding to these 

deficiencies. In 1986 and 1987, the Tennessee Valley 

Authority (TVA) presented its "Agricultural Development 

Management Course." It was designed to "complement the 

academic studies of foreign senior and graduate students 

who have not had practical management experience, but who 

will most likely be placed in an administrative position 

within a few years of returning home" (cover letter, 

1986). The course focuses on management of agricultural 

research, technology transfer and special agricultural 

resource development projects. The TVA espouses using 

practicums and field work in this ten-day course to 

encourage interagency cooperation, farmer involvement and 

multi-disciplinary team approach to project design. This 

is an example of an attempt to incorporate real experien

ces into management training. 

A new approach to management training for agricul

tural development projects is discussed by Hondale and 

Hannah (1982) . They surmise that one of the weaknesses 
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of traditional training is that it is usually based on 

'experts' ideas of what competencies make effective 

managers. It emphasizes teaching the skills that the 

trainer knows, rather than determining management needs 

or building upon knowledge already possessed by trainees. 

Also, trainees are left to infer their knowledge to their 

particular situations. Their actual performance and 

skills are not examined. Training for management 

traditionally is treated as a discrete event, involving 

only one management level and is not geared to any 

particular organization. This imposition of a 'standard 

skill package' assumes that these skills are easily 

transferable across projects, organizations, sections and 

cultures. To remedy these short-comings, Hondale and 

Hannah promote "Action-oriented Training," (more often 

referred to as Action Training). Action Training's 

origins were founded upon USAID'a experiences since 1978 

with organization and administration of integrated rural 

development on 23 projects in 18 countries. 

Action Training is executed, as often as possible, 

•on location', within the organization, involving all 

levels of management, and dealing with real problems and 

situations unique to that particular organization, group 

or project. There is a blend of activities utilizing 

work-groups designed to emphasize decisions, committ
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ments, and examination of incentives or discentives to 

behavioral change amongst the participants. It should be 

noted that such an organization or project-specific 

approach diminishes the need for working from generic 

competency lists. All activities focus upon real 

problems and situations within a particular organiztion. 

A major prerequisite to using this training approach 

is that the trainer must study the organization's goals, 

issues and priorities to put them into a training 

framework. It appears that this training strategy could 

eliminate several or all weaknesses of traditional 

training approaches. It also eliminates the frustration 

felt by trainees who return to their work environment, 

overflowing with new ideas, to confront uncaring col

leagues . 

Schmidt and Kettering (1984) supported the emerging 

concept of Action Training "because without effective 

management, projects will certainly fail; with sound 

management, they have a chance to succeed" (p. i). They 

recommended that Action Training is most effective when 

used with a team approach, especially when it is neces

sary to make the transition from project planning to 

project implementation, which often involves two separate 

teams. Such 'transitional' workshops usually have a 

duration of as few as three days. 
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Kettering (1985), in work for the Development 

Program Management Center (DPMC), grew stronger is his 

support of the concept of Action Training. DPMC states 

its objective as being to "expand the appropriate use of 

performance based and results-oriented management 

concepts, processes and techniques in the implementation 

and management of development policies, programs and 

projects" (p. 2). Kettering explains that the Action 

Trainer is a 'facilitator* who employs the experiential 

learning cycle. The approach is purported to lead to 

better defined purposes, processes, roles and responsi

bilities in a context unique to that particular organiza

tion, project, country or culture, etc. In actuality, it 

is the 'systems' approach to management training. 

Kettering finds Action Training to be "useful in any 

situation where multiple actors must reach and act on 

common understandings of purposes, context, assignment, 

roles, interdependence and time frames" (p. 3) . To 

pursue its goals, DPMC provides project training consul

tation and assistance and retains a document center. 

A World Bank paper (1985) referring to management 

training for public administration in developing coun

tries, presented comments which are applicable to 

agricultural development work. "The impact of project-

related training by donor agencies has been less than 
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optimal because in many cases a short-term view of 

training was adopted and adequate care was not taken to 

plan and monitor this activity" (p. 2) . The paper 

recommends that organizations and projects develop formal 

training policies. It specifically refers to the Action 

Training strategy in rural development as promising, but 

as yet untested as to its potential effectiveness and 

impact. 

In summary, literature on the identification of 

skills essential to the management of agricultural 

development projects is rare, although there are numerous 

citings on the lack of management skills and their value 

to the success of such projects. A single study was 

found that discussed the competencies needed by Rural 

Development Workers. Another study identified the need 

for "group skills" to promote the success of agricultural 

development projects. Most studies adhere to traditional 

management functions and apply them to agricultural 

development project management. Selection of Team 

Leaders/Chiefs-of-party is rarely based upon proven 

management expertise. However, a new training philo

sophy, "Action Training," could eliminate the need for 

skill identification, since it is specific to each 

organization's unique environment, staff resources and 

set of circumstances. The Action Training approach is 
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untested as to its effectiveness and most training for 

Team Leaders/Chiefs-of-party continues to consist of 

short workshops, seminars and orientation sessions. 

Skill Identification and Training Needs 

for Trade Association Directors 

An extensive search for literature on skills 

identification and training for trade association 

directors produced few studies, especially with regards 

to agricultural trade associations. A single study was 

found which refered to the management tasks performed in 

agribusinesses, one study on management training programs 

for corporations and two references were found which 

dealt with university training in association manage

ment. 

Burnett and McCracken (1983) examined the tasks and 

functions performed in four different occupations in 12 

agricultural businesses. They then attempted to charac

terize each of these tasks as either skilled, technical, 

or managerial and for each occupation, they identified 

which proportion of the tasks were skilled, technical or 

managerial. The results showed that in management-level 

positions, 60% of the tasks performed were managerial in 

nature, 17% technical and 13% skilled. Technical-level 

positions required at least 33% managerial tasks and at 
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the skilled level, only 6% of the tasks performed would 

be considered as managerial. These findings coincide 

with the observations of Buford (1979), Hodgetts (1975) 

and Webber (1979) that all positions require executive 

skills, but that the proportion of executive skills 

varies according to the level of importance and responsi

bility of the position. 

Burnett and McCracken also felt that training 

programs in agricultural industries are developed without 

systematic effort to identify and classify the tasks 

required and that educational preparation for agribusi

nesses needs to be based upon such lists. Thus, they 

encouraged more coordination between such businesses and 

educational institutions in determining and meeting these 

needs. 

The importance of Burnett and McCracken' study lies 

in the fact that common characteristics exist between the 

position of a trade association director and that of a 

manager of an agribusiness: both require adequate 

executive skills for the successful running of an 

agricultural business. Burnett and McCracken's recom

mendations could pertain to management positions in agri

cultural trade associations; It is necessary to assess 

present training programs regularly for their revelance 

and to use task analyses for curriculum development. 
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Hahn and Mohrmann (1985) discussed the needs of 

corporate managers, both from the managers' point of view 

and from the corporations' view. Their study, based upon 

the in-service programs provided by organizations and 

those chosen by participants, indicated that management 

competencies were in high demand. However, the priority 

goals of management training programs did not closely 

coincide with goals pursued by institutions of higher 

education, thus creating a 'gap' in the preparation of 

corporate executives. Management training programs 

focused upon affective skills versus the cognitive 

management skills 'taught' by educational institutions. 

There exists in the United States at the moment at 

least two university-level programs for trade association 

management. One is the Master of Business Administration 

program at DePaul University located in Chicago, Illi

nois, which offers a 'Concentration in Association 

Management'. Quoted from their brochure (1987); "Indivi

duals come to association work with a wide variety of 

backgrounds, but once they are an 'association execu

tive, ' their needs are virtually the same as their 

counterparts in other business arenas. They need to know 

about finance, decision-making, interpersonal relation

ships, law, negotiations and organizational structure." 
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The Master's Degree of Association Management at 

George Washington University in Washington, D.C. strives 

to "prepare students to take or advance careers in non

profit, trade, public interest, membership and other 

special interest associations..." (1987). 

Both these programs seem to offer very similar, 

generic skills packages which were designed to prepare 

executives for positions in a multitude of associations. 

Neither is specific for agricultural associations and 

neither offers opportunities for experiential learning 

nor incorporates the 'human skills' often cited as 

essential in any organization which requires team effort. 

Summary 

The review of the literature revealed the strengths 

and weaknesses in executive training for the three 

agricultural positions under study. 

The perceived critical executive skill requirements 

for Cooperative Extension Directors have been regularly 

identified in the literature. Despite repeated recommen

dations to the contrary, Extension Directors are still 

frequently chosen for their technical versus executive 

expertise, the former being more easily quantified. 

Training in executive skills, which according to the 

literature occurred most frequently during in-service 



43 

training, was characteristically theoretical and extrane

ous to an individual's position within the organization. 

Trainees lacked experiential learning opportunities and 

role models. Competencies acquired tended to be cogni

tive instead of affective. The challenge then, is to 

identify executive skills actually employed in the 

Cooperative Extension Director position, not just those 

perceived as important, and to develop a timely curricu

lum or training program to prepare employees for immedi

ate performance on the job. 

The executive skill needs of Team Leaders/Chiefs-of-

party are less reliably identified in the literature and 

tend to emulate generic skills identified in management 

literature. Several authors cited a need for management 

versus technical training, yet hiring continues to be 

based upon technical skills. An individual's executive 

talent is either assumed or developed ex post facto 

through in-service training. Thus, the greatest need in 

executive skill training for Team Leaders/Chiefs-of-party 

is to identify executive skill needs relevant to the 

position and to develop a more competency-based training 

program. A new approach to training, "Action Training" 

could compensate for current weaknesses in training 

programs. Action Training is organization and/or project 

specific, builds upon team skills, is totally affective 
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in the orientation of training techniques and it strives 

for immediate resolutions, problem solving and decision

making . 

Amongst the three groups under study, the least is 

known about the executive skill needs of Trade Associa

tion Directors. Managerial skill needs have been 

identified for some agribusiness positions. Corporations 

have noted that their management needs were not being met 

by traditional learning priorities of educational 

institutions. New curriculums in Trade Association 

Management are based upon generic management literature. 

Thus, there is an urgent need in this profession to 

identify executive skills, to determine how frequently 

they are used and which skills can be acquired pre-

service to facilitate immediate integration into an 

executive employment position. 

Therefore, in order to keep abreast of the executive 

skill needs of individuals and organizations, educational 

institutions need to identify the executive skills used 

in agricultural executive positions. Skills which are 

used frequently would be those best suited for pre-

service executive preparation, as they would prepare 

employees for immediate performance on the job. If a 

large proportion of these identified skills are common to 

a range of executive agricultural positions, then a 
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common curriculum would fulfill the needs of several 

individuals and organizations. The challenge is to 

develop curriculums which are affective versus cognitive 

in nature, involve experiential learning processes, 

provide exposure to role models and develop behavior 

modes which facilitate decision-making and the execution 

of all managerial and administrative functions. 



CHAPTER THREE 

METHODOLOGY 

This chapter addresses the procedures and methods 

used to identify the executive skills employed in 

selected agricultural professions, the frequently used 

executive skills which are common to those professions 

and to determine how the majority of these skills were 

acquired by the respondents. Survey research methods 

were employed to generate data required for the analysis 

of the three positions under study. 

The procedures are presented in four sub-sections: 

(a) population and sample; (b) instrumentation; (c) data 

collection; and (d) data analysis. 

Population and Sample 

The target population of this study was all County 

Extension Directors of the United States Cooperative 

Extension Service, Directors of Agricultural Trade 

Associations in the United States and Team Leaders/-

Chiefs-of-party for agricultural development projects 

sponsored by the United States in developing countries. 

Due to restrictions of time and expense, a more access

ible population was delineated to three agricultural 

46 
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executive positions within the State of Arizona. The 

survey instrument was sent to the 15 County Extension 

Directors of the Cooperative Extension Service of the 

State of Arizona, 18 Trade Association Directors who were 

members of the Arizona Agribusiness Council, and the 15 

Team Leaders/Chiefs-of-party who have served or were 

currently serving on overseas agricultural development 

projects sponsored by the University of Arizona at the 

time this study was conducted. 

An attempt was made to secure responses from all 48 

subjects, thus a 100% response rate would have reflected 

a census of the accessible population. However, due to a 

less than 100% response rate, the data were analyzed 

statistically as if the respondents were a sampling of 

the accessible population. This procedure was recom

mended by a consultant at the University of Arizona's 

Center for Computing and Information Technology. 

Instrumentation 

The survey instrument was designed to incorporate 

executive skills which were most likely to be applicable 

to the three professions under study. A review of the 

literature revealed numerous questionnaires designed to 

identify managerial and administrative competencies 

(executive skills) for agricultural extension agents and 
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County Extension Directors (Fawzi, 1964; Gonzales, 1982; 

Harrison, 1984; Itulya, 1973; Nanjundappa, 1963; Sanders, 

1981; VanMeter, 1969). No studies or survey instruments 

were found in a search of the literature which were 

designed to identify the executive skill needs of Team 

Leaders/Chiefs-of-party. A single study was found which 

attempted to identify competencies needed by rural 

development workers (Carter, 1983). However, the survey 

instrument was not presented by the author. Furthermore, 

no studies or survey instruments were found in the 

literature which are designed to identify executive 

skills needed by Directors of agricultural trade associa

tions. One study was located which identified manager

ial, technical and skilled tasks performed by selected 

agribusiness employees and what proportion of such tasks 

were included in each level of those positions. However, 

the survey instrument was not included with the report of 

study findings. A study by VanShelhamer and Bishop 

(1985) on "Personal Characteristics Which Make People 

More Employable In Agribusiness" contained an instrument 

which provided some insight on personal development and 

maintaining professionalism in agribusiness. 

Thus, it was the author's decision to compile and 

edit the available instruments on identifying competen

cies for extension agents and County Directors to develop 
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the questionnaire for this study. Obvious duplications 

or redundancies were eliminated. Questions were kept 

generic in nature so as to be as pertinent as possible to 

all three positions under study. Upon reviewing the 

studies on competency needs of rural development workers 

and agribusiness employees, the author interpreted the 

competency lists to attempt to derive the questions which 

were most probably asked in the original survey instru

ments. It was found that such competencies were similar 

not only to those identified in the studies on agricul

tural extension agents and Directors of County Extension 

offices, but also to those identified in general manage

ment literature (Buford, 1979; Hodgetts, 1975; Weber, 

1979). The resulting competency list of over 150 

executive skills was edited to 120 and again to 93 before 

being presented to panel of experts in positions similar 

to those under study for detection of unsuitable, unclear 

or redundant questions. The final version of the 

executive competency list, edited several times, consis

ted of 93 executive skills considered by the panel to be 

inclusive of the majority of executive skills pertinent 

to the professions under study. 

For clarity and legibility, the 93 executive skill 

items included in the questionnaire were grouped into six 

general executive competency areas representative of 
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those identified in the general management literature: 

Planning, Organizing and Delegating, Directing, Control

ling, Staffing and Personal Development/Maintaining 

Professionalism. Operational definitions of these 

general competencies were included in the instrument to 

guide participants in its completion. A second section 

of the instrument was included, "General Information," to 

obtain biographic and demographic data and to answer the 

third research question. 

It must be noted that the author employed a response 

mode in the survey instrument which is uncommon in the 

literature reviewed for this study, but mentioned in 

educational research texts. The majority of the survey 

instruments in the literature dealt with respondents* 

perceptions of the importance of various competencies. 

For example, a response scale labeled •unimportant', 

1 somewhat important•, 1 important1, and 1very important,* 

or 'critical' versus 'not critical,' were common in the 

literature. Due to the nature of this study, it was 

anticipated that respondents would respond to items as 

they perceived "good managers" would. The intention of 

the author was to determine which competencies were 

actually employed in the three positions under study, not 

those which respondents perceived a "good manager" would 

or should employ. In an attempt to overcome this 
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response bias, participants were asked only to indicate 

for each executive skill presented in the questionnaire 

whether they used a particular skill or not, and if so, 

how frequently. The responses provided were; 'never/not 

applicable', 'yearly', 'monthly', or 'daily/weekly'. It 

was the author's intention that the revised, unbiased 

response mode permitted a more accurate portrayal of 

executive skills which were actually employed in the 

selected professions versus those with which respondents 

were aware or familiar. If educators genuinely desire to 

meet the educational needs of future agricultural 

executives, such an unbiased list should provide the best 

guideline as to what students actually need to know and 

be able to perform immediately upon entry into their 

positions. 

The question arose as to whether it was necessary or 

desirable to relate frequency of skill use to importance. 

It was the author's contention that an executive skill 

identified as being employed significantly on a daily 

basis is important to that individual's functioning in 

his/her position on a daily basis and is one which should 

be included in training. Buford (1979) has stated that 

the skills most desirable in employees are those which 

"are required for immediate performance on the job" (p. 

47). Thus, while one may argue, for instance, that 
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'evaluating staff performance1 is an important skill with 

respect to its influence on the future of other staff 

members and the organization, it is not as immediate to 

the daily functioning of a manager as 1 coordinating staff 

activities.' Carter (1983) noted, also, that there is a 

high correlation between the frequency of skill use and 

its perceived importance. His study identified time 

spent on functional duty areas used by rural development 

workers and their perceptions of importance of those 

skills. The skills ranked as highest in importance as 

perceived by the rural development workers were those 

used most frequently; often, on a daily to weekly basis. 

How much time they spent performing certain functions, as 

judged by a trained observer, was approximately equal to 

the agents perception of the importance of that function. 

The final draft of the instrument was reviewed for 

face and content validity by individuals who have served 

in positions similar to those under study, but who were 

not included in the survey population. They were 

instructed to identify inappropriate or redundant 

questions, typing errors, etc. Their comments were noted 

and suggested modifications were made. 

On the advice of experienced printers and graphic 

artists, a professional-appearing survey instrument was 

designed in an attempt to secure as high a response rate 
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as possible. A packet consisting of the questionnaire, 

cover letter and a stamped, self-addressed return envelop 

were mailed to participants. 

Data Collection 

Forty-eight survey packets were sent to members of 

the accessible population. Each packet- contained an 

explanatory cover letter and survey instrument (see 

Appendices A and B) and a postage-paid return envelope. 

Packets were mailed June 19, 1987. Six weeks were 

allowed for responses due to the large number of overseas 

mailings. The author attempted to expedite all interna

tional mail through appropriate university departments 

whenever possible to avoid the sporadic quality of mail 

service in developing countries. 

All survey packets were completely anonymous. 

Therefore, a follow-up survey packet was sent to all 

members of the accessible population at the end of six 

weeks, except those who could be identified by unique 

postmarks. This second mailing, containing a new cover 

letter (Appendix C), took place August 4, 1987. All 

efforts to recoup survey instruments ceased 6 weeks after 

the follow-up procedure, on September 15, 1987. A 

sampling of non-respondents was interviewed by telephone 

to determine if their responses were different from the 
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those of the respondents who completed the mailed 

questionnaire. 

Data Analysis 

The data were coded, then analyzed using a computer

ized Statistical Package for the Social Sciences (SPSS-

X, 1986). The statistical procedures performed were 

frequencies, measures of central tendency, cross-tabula-

tion, chi-square and one-way analysis of variance 

(ANOVA), depending on the nature of the research ques

tions and other information requested. 



CHAPTER FOUR 

PRESENTATION AND INTERPRETATION OF DATA 

The purpose of this study was to identify the 

executive skills employed in the three agricultural 

professions under study, to determine which frequently 

used skills were common to all three position and to 

identify the source from which these professionals 

acquired the majority of their executive skills; through 

formal education, in-service training, on the job, or 

through mentor guidance. Demographic and general 

information was also solicited. The purpose of this 

chapter is to present and interpret the data collected in 

an attempt to answer the research questions and to 

describe some of the characteristics of the accessible 

populations under study. 

The beginning of this chapter is dedicated to 

logistical matters; the recoding of data, reporting of 

response rate and explaining the usefulness of the chi-

square statistic in analyzing executive skill use. The 

combining of categories of the response mode and the 

reasons for the eventual elimination of the Trade 

Association Director group from the analysis of executive 

skill use is explained. The remaining part of the 

55 
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chapter is devoted to the presentation and interpretion 

of the data. 

Recodina of the Response Mode 

The response mode employed to identify executive 

skills used and the frequency of their use was recoded, 

as shown in Table 1, to facilitate computer analysis and 

subsequent interpretation of study results. 

TABLE 1. Recoded Response Mode From Questionnaire. 

Frecruencv of Skill Use Original Code Recoded 

Never/Not Applicable 0 0 

Daily/Weekly 1 3 

Monthly 2 2 

Yearly 3 1 

Although the original code served its purpose in 

being a numerical representation for the frequencies of 

skill use, recoding of responses was suggested merely to 

facilitate the reader's interpretation of the data. The 

logic to the recoding was that since zero represented a 

never used skill, it was logical that the skill used most 

frequently, on a daily/weekly basis in this case, should 

be assigned the highest value of three. The recoded 
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response mode more clearly represented the increasing 

frequency of skill use. 

Response Rate 

The questionnaire was sent to the 48 members of the 

accessible population; 18 Trade Association Directors, 

15 Cooperative Extension Directors and 15 Team Leaders/-

Chiefs-of-party. However, one member of the Trade 

Association population declared his position to be 

defunct and eliminated himself from the study. Two Team 

Leaders/Chiefs-of-party wrote to state that they did not 

feel qualified to participate in the study. Another Team 

Leader/Chief-of-party could not be located after repeated 

efforts. Thus, the original accessible population of 48 

was reduced to 44. These response rates are presented in 

Table 2 below. For the remainder of the tables in the 

study, the Trade Association Director group will be 

referred to as TAD. The County Extension Director group 

and the Team Leader/Chief-of-party group will be referred 

to as CED and TL/COP, respectively. A sampling of non-

respondents (5 of 8) interviewed by telephone established 

that no differences existed between respondents and non-

respondents who were Directors of active trade 

associations. Two of the five interviewees indicated, 

however, that the reason they did not respond initially 
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was that their positions were honorary only and therefore 

they did not find the majority of the survey questions to 

be pertinent to their roles. 

TABLE 2. Response Rates. 

N of N of % 
Original Reduced Response 
Accessible Accessible Total Rate 
Population Population Responses Bv Group Group 

TAD 

CED 

TL/COP 

18 

15 

15 

17 

15 

12 

8 

15 

11 

47 

100 

92 

Responses were obtained from 8 of 17 Trade Association 

Directors (47%), 15 of 15 County Extension Directors 

(100%) and 11 of 12 Team Leaders/Chiefs-of-party (92%) . 

This resulted in an overall response rate of 34 out of 44 

(77%). In later analysis of the data, the Trade Associa

tion Directors were eliminated for reasons which will be 

explained under "Elimination of the Trade Association 

Director Group." When the Trade Association Director 

group was eliminated, the response rate was considered to 

be 96%; 26 out of 27 members of the combined groups of 

County Extension Directors and Team Leaders/Chiefs-of-

party. 
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The Chi-Sauare Statistic 

Using the Statistical Package for the Social 

Sciences (SPSS-X, 1986), crosstabulations were performed 

and chi-square statistics calculated for each of the 93 

executive skills by group in order to identify the 

frequency of executive skill use and to detect differ

ences in responses between groups. The chi-square 

statistic was chosen for analysis of the executive skills 

used by group because of the qualitative nature of the 

data. Parametric procedures were inadvisable due to the 

ordinal (versus interval or ratio) nature of the data. 

The distribution-free chi-square statistic was desirable 

because it was an inferential statistic, not merely 

descriptive. Thus, differences between responses of 

groups could be detected. One limitation to the useful

ness of the chi-square statistic is that a significant 

chi-square value, at a pre-determined alpha-level of .05, 

merely indicates that differences do exist between the 

responses of the groups, but does not describe how the 

groups differ from each other, especially when there are 

greater than two groups. 

However, because of a small number of cases (N=34), 

the first set of computed chi-square tables contained a 

large proportion of expected frequencies with values of 

less than 5. Statistician Dinham (1976) stated that: 
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When degrees of freedom is >1, the chi-square may-

only be used if fewer than 20% of the cells have 

expected frequencies of <5 and no cell has an 

expected frequency of <1.00. If these requirements 

are not met by the data in their original form, 

categories of the dependent variable should be 

combined until the data meet the requirements, (p. 

133) 

Ignoring these recommended criteria could result in 

a larger Type I error than indicated by the chi-square 

value. The data for this study, in their original form, 

met none of the minimum recommended criteria. With df=6, 

cells with expected frequencies of <5 occurred in 70-90% 

of the cells and an unacceptable proportion of those had 

values of <1.00. Combining groups or responses would 

result in some loss of information, but the new chi-

square calculations would be free from the error associ

ated with an overestimated chi-square value. With this 

in mind, the procedure of combining groups was explored 

by the researcher with a statistician. 

Combining Response Categories 

The first step in the analysis of the 93 skills by 

group was to conduct chi-square analyses by groups across 

the four possible responses. For 97% of the 93 skills, 
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the chi-square tables contained an average of 85% of the 

cells with expected frequencies of less than five, with 

several as low as .188. Thus, although 22 of the 93 chi-

square values were significant in the first analysis, 

(df=6, alpha=.05), the significance had to be discounted 

because the data did not meet the minimum criteria. 

Significance was most likely due to a small number of 

cases which were causing small expected frequencies and 

significantly high chi-square values. 

In an attempt to remedy the small number of cases 

problem, a further step was performed at the suggestion 

of a statistician at the Center for Computing and 

Information Technology at the University of Arizona. The 

original data for the 34 respondents was replicated by 

computer to create 68 cases, in effect doubling the 

number of cases to determine if true significance was 

present or if significant chi-square values had been 

obtained in the first analysis because of the suspected 

small number of cases. Although the newly calculated 

chi-squares values (N=68) verified the significance of 

the 22 original chi-square calculations (N=34), the 

results still could not be trusted because the problem of 

small expected frequencies remained. The largest 

contributor to this persistent problem was the Trade 

Association Director group; the expected cellular 
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frequencies would always be too low as a result of the 

small number of cases (n=8) in this group. 

In order to increase the expected frequencies in the 

cells, either groups, response categories or both had to 

be combined. Since the differences between the three 

groups were of interest to the author, there was no logic 

to combining the Trade Association Director group with 

either of the other two. Thus, the decision was made to 

combine categories of responses. Since the author was 

interested primarily in the executive skills used most 

frequently, two new response categories were created by 

grouping the original categories as follows; 

INFREQUENTLY = Never/Not Applicable + Yearly 

FREQUENTLY = Monthly + Daily/Weekly 

Elimination of the Trade Association Director Group 

Calculation of new chi-square values using combined 

response groups (2x3 chi-square, 2 df) did not succeed 

in eliminating the small expected frequency problem. The 

problem was exacerbated by the poor quality of responses 

within the Trade Association Directors group, such as a 

preponderance of unanswered questions, incorrectly 

answered questions and multiple responses. These 

aberrations often resulted in fewer than eight responses 
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available for analysis. Rather than sacrifice valuable 

information on the Cooperative Extension Director group 

or the Team Leader/Chief-of-party group for the sake of 

the Trade Association Director group by employing 

marginally valuable statistics, a decision was made to 

completely eliminate the Trade Association Directors from 

the chi-square analysis of the 93 executive skills by 

group. Their responses, however, were included in 

demographic and general information data. 

The decision to eliminate the Trade Association 

Directors group had several beneficial consequences. 

Firstly, a 2 x 2 chi-square analysis, using the Yate's 

correction for continuity, would meet all the recommended 

criteria for a valid chi-square analysis. Secondly, 

since only two groups would be involved in analysis, any 

significant differences would obviously be between those 

two groups and the differences would not be complicated 

by the presence of a third group. Thus, a 2 x 2 chi-

square would provide more information than was previously 

available. 

Statistical and Analytical Procedures 

The statistical procedures for identifying executive 

skills and the frequency of their use are discussed 

below. 
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The chi-square statistic was calculated for all 93 

executive skills by group (two groups and two response 

categories). The underlying hypothesis tested by each 

chi-square statistic was that there was no difference 

between the frequencies of responses of the two groups. 

The critical chi-square value was 3.841 (df=l, al

phas 05). Since the author was interested in all 

executive skills common to the two groups, any executive 

skill with a chi-square value > 3.841 was eliminated from 

the list of 93 executive skills. The seven statistically 

significant skills which were isolated from the original 

93 are shown in Table 3. 

It appeared that seven skills were significantly 

different due to inate characteristics of the two 

positions. For example, County Extension Directors were 

much more involved with mass media and volunteers than 

were Team Leaders/Chiefs-of-party. Team Leaders/Chiefs-

of-party more frequently established objectives and 

priorities for programs/projects than did Cooperative 

Extension Directors, which could be attributed to the 

nature of their position; The nature of their job 

requires that they move frequently from one program/-

project to another, usually on a contractual basis, and 

would be expected to employ such skills more frequently. 
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For the remaining 86 executive skills, the chi-

square values indicated no significant differences 

between the groups. Therefore, subsequent analytical 

procedures utilized for detection of frequently used 

skills treated the County Extension Directors and the 

Team Leaders/Chiefs-of-party as one group (N=26). 



TABLE 3. Executive Skills Hith Statistically Significant Differences In Frequency of Use Between 
County Extension Directors and Team Leaders/Chiefs-of-party. 

Chi-
Square 
value 

CEP 
Tnfrpg. Frea. 

TL/COP 
Infrea. Frea. 

Percent Use 
Bv Both Groups 

PXANNING 

8. Establish objectives of 
programs/proiects. *5.673 

9. Establish priorities for 
programs/project?. *6.422 

DIRECTING 

14. Establish channels of 
communication with 
local mass media. *6.027 

16. Prepare news releases. *6.084 

17. Prepare radio, television 
or video programs. *13.004 

18. Use audiovisual materials 
to facilitate information 
dissemination. *4.030 

STAFFING 

8. Recruit and train volunteers. *5.584 

11 

10 

l 

2 

4 

5 

14 

13 

11 

14 

6 

7 

10 

9 

10 

10 

50.0 

42.3 

28.0  

36.0 

52.2 

24.0 

68.0 

50.0 

57.7 

72.0 

64.0 

47.8 

76.0 

32.0 

* Significant at tba .05 l*v«l 

Ok 
01 
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Since frequently and infrequently used skills could 

not be differentiated statistically, a cut-off point was 

set at 60%. Of the remaining 86 skills, those which were 

used infrequently by 60% or more of the respondents were 

also eliminated from the list. The 31 skills eliminated 

by this procedure are presented in Table 4. The majority 

of the infrequently used skills were those in the 

categories of Planning, Staffing and Personal Develop

ment/Maintaining Profess ionalism. 

Another 21 skills were eliminated from the remaining 

55 when they could not be identified as being used either 

frequently or infrequently by the respondents according 

to the criteria outlined above. These indeterminately 

used skills are presented in Table 5. Again, many are in 

the categories of Planning and Staffing. 

Skills indicated as being used frequently by greater 

than 60% of the respondents were retained for a final 

list of executive skills used frequently by both County 

Extension Directors and Team Leaders/Chiefs-of-party. 

The final list, presented in Table 6, contains 34 execu

tive skills which were common two both groups and were 

used frequently by at least 60% of the respondents. The 

majority of those skills were in the categories of 

Organizing and Delegating, Directing and Controlling. 



TABLE 4. Executive Skills Used Infrequently By 60% or More of County Extension Directors and Team 
Leaders/Chiefs-of-party. 

Chi-
Square CEP TL/COP 

Percent Use 
Bv Both Groups 
Tnfrea. Frea. 

PLANNING 

5. Involve outside agencies in 
program/project planning. 

10. Establish objectives of the 
prqanlsqtjon. 

11. Establish organizational policy. 

18. Prepare programs of work for 
your area of responsibility. 

19. Conduct surveys to measure 
impact of programs/projects. 

20. Develop evaluation criteria of 
programs/proj ects. 

DIRECTING 

1. Provide recognition for staff 
achievement. 

CONTROLLING 

7. Prepare short-term and/or 
long-term budgets. 

8. Present budget requests to 
funding authorities. 

STAFFING 

1. Coordinate recruitment activities. 

2. Formulate or write job 
descriptions. 

3. Seek employee nominations/applica
tions through advertising. 

1.945 

0.821 

1.073 

3.310 

0.000 

0.000 

0.174 

1.050 

0.260 

0.000 

0.000 

0.393 

14 

13 

11 

13 

10 

11 

13 

9 

10 

7 

5 

5 

7 

8 

80.8 

76.9 

61.5 

69.2 

61.5 

69.2 

60.0 

66.7 

80.0 

65.2 

78.3 

68.2 

19.2 

23.1 

38.5 

30.8 

38.5 

30.8 

40.0 

33.3 

20.0 

34.8 

21.7 

31.8 

Ot 
03 



table 4. continued 

Skill Category and Individual skill 

Chi-
Square 
Value 

CEP TL/COP 
Ipfreq- EIS& Infreo. Frea. 

Percent Use 
Bv Both Groups 
Tnfrpn. Fron. 

6. Select and place professional 
employees. 0.054 

7. Select and place support staff 
(i.e.. clerical). 0.015 

11. Conduct orientation conferences 
with new employees. 0.004 

12. Explain organizational policies 
on promotion, benefits, retirement, 
etc. to employees. 0.000 

14. Determine salary levels or 
adjustments. 0.142 

15. Counsel employees on in-service 
educational needs and professional 
improvement plans. 0.012 

16. Inform employees of professional 
improvement opportunities. 2.593 

17. Arrange for in-service training 
for employees. 0.405 

18. Plan training of support staff 
on office organization, business 
and public relations. 0.069 

19. Confer with professional trainers 
on employee needs. 0.030 

20. Conduct performance reviews with 
employees. 2.343 

21. Score performance of employees 
on performance review forms. 2.667 

10 

7 

8 

11 

14 

12 

7 

12 

11 

14 

14 

15 

0 

1 

0 

9 

9 

6. 

6 

9 

6 

7 

77.3 

63.6 

61.9 

78.3 

88.0 

84.0 

66.7 

72.0 

68.0 

95.8 

80.0 

88.0 

22.7 

36.4 

38.1 

21.7 

12.0 

16.0 

33.3 

28.0 

32.0 

4.2 

20.0 

12.0 01 
<0 



TABU 4. continued 

Chi- Percent Use 
Square CEP TL/COP Bv Both Groups 

Skill Patpnorv and Individual Skill Value Infreg. EESOj  Itlfrfig. Frea. Tnfreti. Frpo. 

22. . Recommend employee action, 
termination, transfer, 

or promotion. 1.005 14 l 7 3 84.0 16.0 

23. Submit appropriate personnel 
action forms. 0.000 8 5 7 4 62.5 37.5 

24. Inform employees of termination. 0.000 10 2 9 2 82.6 17.4 

27. Maintain relationships with 
employee associations. 0.070 10 3 9 1 82.6 17.4 

PROFESSIONALISM 

1. Receive counsel on your 
performance through established 
channels in the organization. 0.000 11 4 8 3 73.1 26.9 

2. Develop a plan for professional 
self-development. 0.000 13 1 10 1 92.0 8.0 

3. Participate in professional 
organisations and activities. 0.000 9 5 7 4 64.0 36.0 



TABLE 5. Executive Skills Used With Indeterminate Frequency By County Extension Directors and Team 
Leaders/Chiefs-of-party. 

Chi- Percent Use 
Square CEP TL/COP Bv Both Groups 

Skill Category and Individual Skill Value InfgMi EISSj LL£Oj Itlfrfig. FrfiB. 

PLANNING 

1. Use economic, demographic or 
political data. 2.995 9 6  2 9  42. 3  57 .7  

3. Utilize computerized Management 
Information Systems. 0.000 7 8 6 5 50.0 

4. Involve clientele in program\ 
project planning. 1.284 10 5 4 7 53 .8  

6. Identify influential pressure 
groups within the community. 1 .284  10  5  4  

7. Utilize advisory groups to 
identify objectives. 0.000 9 6 6 5  57 .7  42.3 

14. Make the final decision in 
program/project planning. 2.995 9 6  2 9  42 .3  57 .7  

15. Approve new programs or events 
into the organization. 0.630 9  6 4  7  50 .0  50.0 

16. Approve termination of unsuc
cessful programs or events. 0.000 9  5  

21. Provide guidance to employees 
on program evaluation. 0 .000  s 7  

DIRECTING 

50.0 

46.2 

7 53.8 46.2 

« 5 57.7 42.3 

6 5 53.8 46.2 

3. Organize staff committees to 
pursue special activities. 0.548 8737 44 .0  56.0 

15. Prepare materials for publication 
journal articles). 1.129 9 6 3 7  48.0 52.0 



TABLE 5, continued 

Chi- Percent Use 
Square CEP TL/COP Bv Both Groups 

Skill Category and Individual fiVlll v*W Infrefl. Ffefl. InClTMt—Frea. Tnfron, Frpn. 

CONTROLLING 

3. Develop a system of records 
management. 0.000 8 6 6 4 58.3 41.7 

4. Identify problems requiring 
additional research. 0.314 7  7  3 7 41.7 58.3 

6. Analyze data using nini-computers. 0.314 7  7  3  7 41. 7  58.3 

9. .Solicit contributions for .. 0 
programs/projects. 0.000 8 7 6 4 56.0 44.0 

STAFFING 

4. Conduct employment interviews 
with prospective staff. 0.002 6 6 6 4 54.5 45.5 

5. Analyze personnel records 
and/or resumes. 0.365 8 5 4 6 52.2 47.8 

10. Establish standards of perform
ance for employees. 0.000 8 7 6 4 56.0 44.0 

13. Explain organizational philosophy/ 
objectives to employees. 1.254 10 4 4 6 58.3 41.7 

25. Arbitrate clientele complaints/ 
suggestions about employees. 0.518 6 7 7 3 56.5 43.S 

26. Arbitrate intra-organizational 
problems or complaints. 0.000 6 8 5 5 45.8 54.2 



TABLE 6. Executive Skills Used Frequently By 60% or More of County Extension Directors and Team 
Leaders/Chiefs-of-party. 

Chi- Percent Use 
Square CEP TL/COP By Both Groups 

Shill Catgaarv and Individual skill .Value infreq. Freq- lnfr«i Eessl Infreg. Ecsa*. 

PLANNING 

2. Analyze reports and research 
data in planning. 3.689 6 9 0 11 23.1 76.9 

12. Devise alternate strategies for 
progran/project plans. 0.066 6 9 3 8 34.6 65.4 

13. Identify possible conflicts 
with programs/projects. 0.066 6 9 3 8 34.6 65.4 

17. Schedule resource allocation 
(facilities, equipment and 
supplies) according to 
program/project needs. 0.066 6 9 3 8 34.6 65.4 

ORGANISING AND DELEGATING 

1. Utilize a calendar of activities. 0.025 0 15 1 10 3.8 96.2 

2. Coordinate prograns/projects 
within and between departments. 0.025 0 15 1 10 3.8 96.2 

3. Coordinate staff work schedules. 0.821 2 13 4 7 23.1 76.9 

4. Confer with staff regarding 
coordination and cooperation. 0.000 2 13 2 9 15.4 84.6 

5. Delegate responsibility and 
authority to other employees. 0.949 0 15 2 9 7.7 92.3 

6. Forecast and adjust changing 
staff workloads. 0.821 2 13 4 7 23.1 76.9 



TABLE 6, continued 

Chi- Percent Use 
Square CEP TL/COP BV Both Groups 

DIRECTING 

2. Inform employees of program/ 
project progress. 0.000 4 11 2 8 24.0 76.0 

4. Use a variety of techniques 
to influence people. 0.043 0 15 1 9 4.0 96.0 

5. Use techniques to build group 
cohesiveness. 0.110 0 15 2 8 8.0 92.0 

6. Accept responsibility for 
decisions Bade by subordinate 
employees in the organization. 0.142 l 14 2 8 12.0 88.0 

7. Plan agenda for meetings. 0.000 1 14 0 10 4.0 96.0 

8. Serve as chairman of group 
•eatings. ***** o 14 0 10 100.0 

9. Explain programs/projects to key 
leaders in the community. 0.000 5 10 3 7 32.0 68.0 

10. Interpret research data for 
clientele. 0.000 2 13 2 8 16.0 84.0 

11. Foster relationships with comple
mentary agencies, organizations 
and individuals. 1.110 0 15 2 8 8.0 92.0 

12. Share program/project ideas 
with organizations. 0.200 6 9 2 7 33.3 66.7 

13. Identify public relations or 
communications barriers. 0.421 2 13 3 6 20.8 79.2 

19. Answer correspondence personally. ***** o 15 0 10 *100.0 



TABLE 6, continued 

Skill Catpnnrv anrl Tnriividnal Skill 

Chi-
Square CEP 

mreet- nreti-
TL/COP 

Infrea. Fren. 

Percent Use 
Bv Both Groups 
Infrea. Frea. 

CONTROLLING 

1 Write periodic reports to 
superiors. 

2. Approve reports and other 
materials prepared by employees. 

5. Maintain contact with research 
facilities. 

10. Hake budget category transfers. 

11. Approve travel expenses, funding 
and reimbursements for employees. 

12. Approve purchases and/or purchase 
orders. 

13. Identify policies specific to your 
area(s) of responsibility. 

14. Monitor civil rights compliance 
in all program areas. 

15. Managa office logistics. 

STAFFING 

9. Assign job responsibilities 
to professional staff. 

2B. Approve annual, sick, and study 
leave requests for employees. 

PROFESSIONALISM 

4. Follow a time-management scheme. 

2.086 

0.914 

2.344 

0.586 

1.005 

0.142 

0.472 

1.563 

1.106 

0.000 

3.416 

0.000 

1 

2 

5 

4 

1 

1 

13 

12 

10 

11 

14 

14 

9 

11 

13 

9 

14 

11 

6 

6 

10 

5 

7 

8 

20.8 

25.0 

20.0 

36.0 

16.0 

12.0 

21.7 

40.0 

24.0 

79.2 

75.0 

80.0 

64.0 

84.0 

88.0 

78.3 

60.0 

76.0 

33.3 66.7 

23.1 76.9 

26.9 73.1 

^1 
Ul **** Chi—square analysis was not performed because respondents 

unanimously indicated that the skill was frequently used. 
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Source of Executive Skill Training 

Study participants were asked to indicate where they 

acquired the majority of their executive skill training. 

Their responses, presented in Table 7, indicated that 'on 

the job* training was the major source of executive 

training for 84.4% of the respondents. 

TABLE 7. Major Sources of Executive Skill Training. 

Group 
Source TAD CED TL/COP Total Percent 

Formal Education 1 0 1.5 2.5 7.6 

In-service Training 0 1 0.3 1.3 4.0 

On the Job 6 14 7.8 27.8 84.4 

Mentor Guidance 0 0 1.3 1.3 4.0 

Totals: 7 15 11.0 33.0 100.0 

NOTE: The inequities in the TL/COP group were caused 
by inappropriate response methods by two 
participants. Instead of indicating the 
singular major source of executive training as 
requested, they divided 'major source' evenly 
across two or three sources. 

On the job training was the singular most frequently 

cited source of executive skill training by the three 

groups. Formal education took a distant second position 

as the major source of executive skill training. In-

service training and mentor guidance only each served 4% 
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of the respondents as their major source of executive 

skill training. 

Percentages of 

Executive. Technical and Other Skills Used 

Participants in the study were asked to describe 

what percent of the total skills they employed in their 

positions were comprised of executive, technical or other 

skills. Analysis of variance (ANOVA) was the statistical 

procedure utilized to detect differences in responses 

between the three groups. In the event of a significant 

F value, Tukey's post-hoc test of honestly significant 

difference (HSD) was employed to determine which means of 

the groups were different from the others. A summary of 

the analysis of variance are presented in Table 8. 

TABLE 8. Summary of Significant Differences Between Mean 
Percentages of Executive, Technical and Other 
Skills Employed By Each Group. 

Mean % of Skill Use 
For Each Group Calculated Level of 

Skill TAD CEP TL/COP F-Value Significance 

Executive 79.4 44.3 45.0 6.736 .0037 

Technical 20.6 49.7 41.8 3.544 .0411 

Other 0.0 2.7 13.2 3.011 .0638 

Total: 100.0 96.7 100.0 
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The analysis of variance of mean percentages of 

skills used by group indicated that significant differen

ces existed between the groups with respect to the 

percent of executive skills employed and the percent of 

technical skills employed. No significant differences 

were detected between the percent of other skills used by 

the three groups. Tukey's post-hoc tests were performed 

to determine which groups were different. Significant 

differences are presented in Tables 9 and 10. 

TABLE 9. Significant Differences Between Mean Percent
ages of All Groups For Executive Skills Used. 

Group 
Mean % of Group TAD CEP TL/COP 

TAD 79.38 * * 

CED 44.33 

TL/COP 45.00 

* Denotes significance at the .05 level. 

The analysis reveals that the Trade Association 

Director group was significantly different from the 

County Extension Director group and the Team Leader/-

Chief-of-party group with respects to the percent of 

executive skills employed in their position. It appears 

that the Trade Association Director group used propor 
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tionally more executive skills (79.4%) in their positions 

than either of the other two groups. 

TABLE 10. Significant Differences Between Mean Percent
ages of All Groups For Technical Skills Used. 

Group 
Mean % of Group TAD CEP TL/COP 

TAD 20.63 * 

CED 49.67 

TL/COP 41.82 

* Denotes significance at the .05 level. 

The Trade Association Director group was signifi

cantly different from the County Extension Director group 

with respect to the technical skills employed in their 

position. Technical skills were employed relatively 

infrequently in the Trade Association Director position 

(20.6%) compared to frequency of use in the other two 

groups. 

There were no significant differences between the 

mean percentages of the three groups in use of skills 

other than executive or technical skills. 

Opinions On Need For Technical Skills 

When asked for their opinions on the essentiality of 

technical skills in their positions, 29 of 34 or 85% of 



80 

all respondents replied that they felt technical skills 

were essential to their positions, as shown in Table 12. 

TABLE 11. Summary of Respondents Opinions on Essentiality 
of Technical Skills For Satisfactory Perform
ance In Their Positions. 

Group 
Opinion TAD CEP TL/COP N Percent 

Yes 4 14 11 29 85.3 

No 2 1 0 3 8.8 

No Opinion 2 0 0 2 5.9 

Total; 8 15 11 34 100.0 

Again, the Trade Association Director group deviated 

from the other two groups in that only 50% of the 

respondents in the group felt that technical skills were 

essential to satisfactory performance in their positions, 

compared to 93% and 100% in the County Extension Director 

and Team Leader/Chief-of-party groups, respectively. 

Bachelor's. Master's and Doctoral Degrees 

And Fields of Study 

Information requested with respect to educational 

level attained and the areas of studies of professional 

degrees at the Bachelor's, Master's and doctoral levels 

is presented in Tables 12, 13, and 14. Specific fields 

of study identified by respondents in the questionnaire 
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were placed into general fields of study according to the 

classification in Appendix D. The general fields of 

study were then divided into two broad categories; 

Agricultural and non-agricultural fields of study. 

TABLE 12. Summary of Bachelor's Degrees Held By Respond
ents in All Groups. 

Bachelor's No Degree/ Ag Non-Ag 
Degree Unspecified Degree Degree 

Group % N N % N % N % 

TAD 6 75 2 25 1 17 5 83 
(n=8) 

CED 14 93 1 7 10 71 4 29 
(n=15) 

TL/COP 9 82 2 18 5 56 4 54 
(n=ll) 

In the Trade Association Director group, 75% of the 

respondents held Bachelor's degrees; One of those was in 

an agriculture field and five were non-agricultural. 

Ninety-three percent of the County Extension Directors 

held Bachelor's degrees (14 of 15). Of those 14 degrees, 

10 were held in agricultural fields and four in non-

agricultural fields. Eighty-two percent of Team Leaders-

/Chiefs-of-party (9 of 11) held Bachelor's degrees; five 

agricultural and four non-agricultural. 
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TABLE 13. Summary of Master's Degrees Held By Respondents 
in All Groups. 

Master's No Degree/ Ag Non-Ag 
Degree Unspecified Degree Degree 

Group N % N % N % N % 

00 
O
 II 

<
 c
 

E-t 
w
 

2 25 6 75 1 50 1 50 

CED 
(n=15) 

9 60 6 40 3 33 6 67 

TL/COP 
(n=ll) 

9 82 2 18 3 33 5 56 

While only 25% of the Trade Association Directors 

held Master's degrees, 60% and 82% of the County Exten

sion Directors and the Team Leaders/Chiefs-of-party held 

Master's degrees, respectively. One of the two Master's 

degrees held by the Trade Association Directors was non-

agricultural. 67% of the degrees held fcy County Exten

sion Directors and Team Leaders/Chiefs-of-party were non-

agricultural in nature. 

TABLE 14. Summary of Doctoral Degrees Held By Respondents 
in All Groups. 

Doctoral No Degree/ Ag Non-Ag 
Degree Unspecified Degree Degree 

Group N % N | N % N % 

TAD 0-8 100 -
(n=8) 

CED 1 7 14 93 1 100 
(n=15) 

TL/COP 9 82 2 18 3 33 6 67 
fn=ll) 
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None of the Trade Association Directors held 

doctoral degrees, only one of 15 of the County Extension 

Directors held a doctoral degree, which was in an 

agricultural field of study, and 82% of the Team Lea

ders/Chief s-of-party held doctoral degrees, with two-

thirds of them being non-agricultural in nature. 

Study participants were asked what they considered 

to be their area(s) of expertise, which did not necessar

ily correspond with their educational degree disciplines. 

Specific areas of expertise identified by respondents 

were included in the degree and skill categories, 

according to the classification in Appendix D, and then 

categorized as either agricultural or non-agricultural. 

Responses are summarized in Table 15. 

TABLE 15. Summary of Areas of Expertise 

Area(s) of Expertise 

Group 
Area of Expertise TAD CEP TL/COP 

Agricultural 

Non-Agricultural 

Areas of Expertise 
Identified By Group 13 

92% 

8% 

31 

42% 

58% 

19 

68% 

32% 
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It can be seen that The Trade Association Directors 

named 13 areas of expertise, only one of which was 

agricultural in nature. County Extension Directors 

listed 31 separate areas of expertise, of which 58% were 

agricultural in nature and 42% which were not. Team 

Leaders/Chiefs-of-party named 19 areas of expertise; 32% 

were agricultural in nature and the remaining 68% were 

non-agricultural. 



CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

The purpose of this chapter is to summarize the 

research findings with respect to the problem statement 

and research questions, to draw conclusions from the 

findings and to present recommendations based upon the 

findings and conclusions. 

Statement of the Problem 

The purpose of this study was to identify the 

executive skills employed by Trade Association Directors, 

County Extension Directors and Team Leaders/Chiefs-of-

party, to determine which frequently used executive 

skills were common to all three positions and to identify 

the source from which these professionals in these 

positions acquired the majority of their executive 

skills. 

Research Questions 

The answers to the following research questions 

provided the information necessary to resolve the problem 

stated above. 

85 
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1. Which executive skills are employed by Trade 

Association Directors, County Extension Directors 

and Team Leaders/Chiefs-of-party in the performance 

of their jobs and how frequently are the employed? 

2. Which of the frequently employed executive skills 

are common to all three positions under study? 

3. From what source did Trade Association Directors, 

County Extension Directors and Team Leaders/Chiefs-

of-party acquire the majority of their training in 

executive skills. 

Summary of Findings 

The findings of this study will be presented in the 

following sub-sections: (a) elimination of the Trade 

Association Directors Group; (b) frequently used execu

tive skills common to selected professions; (c) major 

source of executive skill training; (d) characteristics 

of the selected professions; (e) and characteristics of 

the respondents in the selected professions. 

Elimination of the Trade Association Directors Group 

Preliminary chi-square analysis of the executive 

skills by group revealed the problem of numerous and 

unacceptably low expected frequencies in the chi-square 

tables. Further manipulation of the data, including 
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collapsing of the original four response modes into only 

two, did not resolve the low expected frequency problem. 

It was judged that the Trade Association group was the 

cause of this persistent problem because of a low initial 

response rate (8 of 17), compounded with inappropriately 

answered questions, which resulted in few valid responses 

available for analysis. Not wanting to sacrifice 

information on the County Extension Directors group or 

the Team Leader/Chief-of-party group, a decision was made 

to eliminate the Trade Association Directors group from 

further analysis. Hence, all discussion of executive 

skill analysis by group refers exclusively to County 

Extension Directors and Team Leaders/Chiefs-of-party. 

The Trade Association Directors were, however, included 

in the other analyses in the study. 

Frequently Used Executive Skills Common to Selected 
Professions 

The chi-square analysis of frequency of executive 

skill use by group showed that seven of the 93 executive 

skills were not common to the County Extension Extension 

Directors group and the Team Leaders/Chiefs-of-party 

group. The remaining 86 skills were common to both 

groups under study, so all further analytical procedures 

dealt with the two groups as one, with N=26. 
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Thirty-one of the executive skills common to both 

groups were determined to be used infrequently by 60% or 

more of the respondents and were consequently eliminated 

from the list, leaving 55 skills. Twenty-one skills, not 

clearly identifiable as being used either frequently or 

infrequently by the group, were also eliminated. 

The remaining 34 executive skills were common to 

both professions and used frequently by 60% or more of 

the respondents. All "Organizing and Delegating" skills 

were used frequently, as were 12 of 19 "Directing" skills 

and 9 of 15 "Controlling" skill. Only four of 21 

"Planning" skills and two of 28 "Staffing" skills were 

used frequently. One "Personal Development/Maintaining 

Professionalism" skill was used frequently. The list of 

frequently used executive skills common to both selected 

professions answers research questions one and two. 

Major Source of Executive Skills 

Of 33 respondents, 84.4% indicated that the source 

of the majority of the their executive skill training was 

•on the job1 and not formal education, in-service 

training or mentor guidance. There were no significant 

differences between the groups. Only 7.6% of the 

respondents indicated formal education as the major 

source of executive skill training. In-service-training 
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and mentor guidance each were responsible for 4% of the 

respondents' major source of training for executive 

skills. Thus, for all three groups, on the job training 

was the major source of acquisition of executive skills. 

This finding answers the third research question. 

Characteristics of the Selected Professions 

The mean percent of executive skills used by Trade 

Association Directors in their positions, 70.4%, was 

significantly higher than the mean percents of executive 

skills used in the other two positions. The mean percent 

of technical skill use for the Trade Association Direc

tors group was also significantly different. Only 20.6% 

of the skills used were technical, which was signifi

cantly lower than the County Extension group with a mean 

percent of 49.7%, although not from the Team Leader/-

Chief-of-party group with a mean percent of 41.8%. 

Over 85% of all respondents indicated that they felt 

technical skills were essential to satisfactory perform

ance of their jobs. However, only 50% of the Trade 

Association Directors group felt that tecnhical skills 

were essential to satisfactory performance of their jobs, 

as compared to 96% of all other respondents. 
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Characteristics of the Respondents 

In the three groups, Trade Association Directors, 

County Extension Directors and Team Leaders/Chiefs-of-

party, respondents holding bachelor's degrees comprised 

75%, 93% and 82% of the group, respectively. Most of the 

degrees held by Trade Association Directors were in non-

agricultural fields of study, whereas the degrees held by 

the other two groups were evenly distributed between 

agricultural and non-agricultural fields of study. 

Holding Master's degrees were 25%, 60% and 82% for 

Trade Association Directors, County Extension Directors 

and Team Leaders/Chiefs-of-party, respectively. Of the 

two Trade Association Directors holding Master's degrees, 

one was agricultural and one non-agricultural in nature. 

In the other two groups, the majority of the degrees were 

non-agricultural in nature; 67% for the County Extension 

Directors and 56% for the Team Leaders/Chiefs-of-party. 

No Trade Association Directors held doctoral 

degrees, 7% of the County Extension Directors and 82% of 

the Team Leaders/Chiefs-of-party held doctoral degrees. 

The one County Extension Director with a doctoral degree 

had one in an agricultural field of study. Sixty-seven 

percent of the Team Leaders/Chiefs-of-party held degrees 

in non-agricultural fields of study. 
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When asked to name their fields of expertise, which 

did not have to necessarily be of the same genre as the 

educational degrees held, the Trade Association Directors 

named 13 areas of expertise, of which 92% were non-

agricultural in nature. In the County Extension Direc

tors group, 58% of the 31 named areas of expertise were 

agricultural in nature and 42% were non-agricultural. 

The Team Leaders/Chiefs-of-party named 19 areas of 

expertise; only 32% were of an agricultural nature and 

the remaining 68% were non-agricultural. 

Conclusions 

1. Possession of technical skills alone did not 

encompass the range of skills essential to satisfac

tory performance in the selected agricultural 

positions. The predominance of executive skills 

employed illustrates that they, too, are an impor

tant component of each position. Therefore, strict 

technical preparation is negligent of individual and 

organizational needs for efficient performance. 

2. Tremendous potential exists to develop executive 

skills through formal education, in-service-training 

and mentor guidance as they are currently under

utilized as sources of executive skill training. 
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Since the majority of the selected agricultural 

professionals hold at least a Bachelor's degree, 

formal education warrants special consideration as a 

source of executive skill training: A curriculum 

for executive skill development should be made 

available at the undergraduate level in order to 

reach as large a number of agricultural professions 

as possible. 

In order to prepare agricultural professionals for 

immediate performance on the job, educational 

curricula designed to develop executive skills would 

focus initially on developing those skills identi

fied as being common to a wide variety agricultural 

professions and used on a frequent basis, thus 

building a solid foundation upon which to develop 

other less frequently used executive skills. 

Because some executive skills are not common to all 

agricultural professions or are used infrequently 

does not necessarily imply they are less important 

to an individual1s total performance in his/her 

position, but that such skills are not those which 

are most vital to immediate performance on the job. 

The fact that the 'areas of expertise' most often 

identified by study respondents fell into the 

categories of "Management and Administration" and 
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"Human Relations" further illustrates that the 

frequently used executive skills are in the nature 

of problem-solving, group dynamics, decision

making, coordinating, communication and organizing. 

The possession of relatively few Bachelor's degrees 

in agricultural disciplines in the Trade Association 

Director group indicates that they are currently 

acquiring executive and technical skills outside of 

Colleges of Agriculture. 

Recommendations 

As the only pre-service source of executive skill 

training, formal education institutions and particu

larly Colleges of Agriculture, have the responsibil

ity of reassessing the experiences and learning 

opportunities provided for their students in order 

to better develop curricula which will prepare them 

for both the technical and executive aspects of 

their professions. 

Curricula for developing executive skills should 

initially be focused upon those skills which are 

common to many agricultural professions and are 

employed on a frequent basis - especially skills in 

the categories of Organizing and Delegating, 

Directing and Controlling - in order to best prepare 
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students for immediate performance in their profes

sions and develop a strong foundation for further 

executive skill development. 

Once a strong foundation of executive skills has 

been established, common sense and the experience of 

educators can be used to determine which infrequent

ly used executive skills must be developed in order 

to insure thorough and continued executive excel

lence in potential agricultural professionals. 

Opportunities for acquiring executive skills should 

be incorporated into agricultural curricula at least 

at the undergraduate level in order to expose as 

many potential agricultural professionals to 

executive skill development as possible, especially 

in order to reach those individuals who may not 

return to seek Master's or doctoral degrees. 

Curricula for executive skill development must be of 

an experiential nature in order for students to 

better grasp the concepts involved: The term 

"executive skills" implies abilities which come with 

practice and experience, not merely through 

knowledge of them. Such practice and experience 

could be incorporated into both classroom activities 

and internship opportunities. 



6. Further study of agricultural professions will 

determine if the core executive skills identified in 

this study would be applicable to a wide spectrum of 

agricultural professions. Additionally, skills 

which bordered upon significance or frequent/infre

quent use would be more clearly defined. 

7. Re-examination of the Trade Association Director 

group is recommended. If the agricultural colleges 

of universities could identify the executive skill 

needs of this group and provide them with relevant, 

competency-based coursework, they will have succeed

ed in providing educational opportunities which are 

not currently widely available in the United States. 

However, investigators conducting such a study 

should be aware of the possibly dualistic roles of 

Trade Association Directors: active and honorary. 

8. In-service training opportunities for the develop

ment of executive skills should be revamped. A new 

approach to training, "Action Training," could be 

useful in developing or ameliorating the executive 

skills of current members of organizations, associa

tions and projects whose skills are not adequate to 

meet either their personal needs or the needs of 

their employers. 
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The University of Arizona 

Coil*g« ol Agriculture 
D*partmtnt of Agricultural Education 
Tucson. Arizona 85721 

June 19, 1987 

Dr. Roger Fox 
6765 E. Nasumpta Dr. 
Tucson, AZ 85715 

Dear Dr. Fox: 

The Department of Agricultural Education at the University of 
Arizona strives to provide its students with pertinent, compe
tency-based coursework to facilitate their entry into agricul
tural professions and/or to enhance skills already possessed. 

Recent research has indicated a gap between the goals of univer
sities and the needs of the organizations which hire college 
graduates. It appears that, although agricultural professionals 
possess adequate technical skills to perform their jobs, they are 
often lacking in the executive skills of planning, organizing and 
delegating, controlling, staffing and maintaining profession
alism. This is evidenced by the increased use of in-service 
training, workshops and seminars intended to develop such skills. 

Therefore, in order to uphold its tradition of excellence, the 
Department of Agricultural Education has selected professionals 
with executive responsibilities, such as yourself, to participate 
in a study. This study will identify the executive skills used 
in your position and determine where these skills were learned. 
Our results will guide us in the creation of a course for the 
development of executive skills in students pursuing agricultural 
positions. 

Your participation moves us a step closer to our aspirations. 
Kindly complete the enclosed questionnaire and return it to our 
department by July 31, 1987 in the envelop provided. Your input 
is crucial to our study, as the accessible population with which 
we are working is moderately small. Thank you for your time and 
cooperation. 

Sincerely, Sincerely, 

yt cy 

•riarea L. Edmundson David Cox 
Research Assistant Assistant Professor 

Enclosures (2) 
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Executive Skills 
in 

Selected Agricultural Professions 

A Questionnaire 
to Identify Executive Skills Employed 

Department of Agricultural Education University of Arizona 
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aemon i. 

»XECUTTVF AMTU SURVEY 

The quaatlona In this aactlon ara daalgnad to Identify tha 
axacutiva akilla that you uaa In your poaltlon, and how 
frequently you uaa thaa. 

Plaaea baar In alnd that tha quaatlona ara concamad with which 
axacutiva akilla you ACTUALLY USB In your poaltlon, HOT what 
anyona thlnlea you ahould uaa. 

DIRECTIONS1 

Raad and raapond to aach quaatlon by circling tha appropriate 
number, aa shown In tha example balow: 

TH YOUR POSITIOH. DO YOU. . . 

* ^ ^ Counsal aaployaas on professional davalopnant? 0 12© 

prapara satarials for publication? o 1 © 3 

THE CHOICES OF RESPONSES GIVEN AREt 

0 • Navsr/NAs 

1 - Daily/ 
Waakly: 

2 « Honthlyi 

3 - Yaarly: 

Kavar or not applicabla indicates that this skill 
is ona which you navar uaa in your position, for 
whatever raaaon* 

You usa this ekill fraquantly anough in your 
position to considar it routine. 

You usa this skill in your position on an average 
of onca a month. 

You usa this skill in your position aa 
infraquantly as onca a year. 
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PLANNING! aalaction aaong altarnativa futura coursaa of 
action Cor tha organization aa a whola and for 
aach part ot tha organization. 

IM VOUB POSTTIOM- DO YO0... 

1. Uaa aeonaaic, daaographia or political data? 

2. Analyza raporta and raaaarch data in planning? 

J. Utillza coaputarizad Hanagaaant Information Syatana? 

4. Involva cliantala in progran/projact planning? 

5. Involva outalda aganciaa in progran/projact planning? 

/ / / /  

6. Identify influential prassur* groups within tha connunity? 0 

7. Utilize advisory groups to idantify objactivas? 0 

9a Establish objactivas of proqratns/pro-taefca? 0 

9a Establish priorities for progran/projact? 0 

10. Establish objectives of the organization? 0 

11a Establish organisational policy? 0 12 

12a Devise alternate strategies for program/project plans? 0 12 

13* Identify possible conflicts with programs/projects? 0 12 

14a Make the final decision in progran/projact planning? 0 12 

15. Approve new progress or events into the organization? 0 12 

16. Approve termination of unsuceassful prograns or events? 0 

17a Schedule resource allocation (facilities, equipment and 0 
supplies) according to progran/projact needs? 

19. Prepare prograns of work for your area of responsibility? o 

19a Conduct surveys to neesure inpact of prograns/projects? 0 

20. Develop eveluation criteria of prograns/projects? o 

21* Provide guidance to enployees on progran evaluation? o 

ORGANIZING AND DELEGATING* the grouping of activities 
neceesery to ettein objectives, and the assigning 
oC subordinates to supervise those activitiesa 

TM VOTTB POSTTIOHT DO YOU... 

1. Utilise s cslsndar of activities? 

2. Coordinate prograns/projects within and between depertnents? 

3. Coordinate work schedules of staff? 

4* Confer with eteff regarding coordination and cooperation? 

5. Delegate responsibility and authority to other enployees? 

•• Forecast and adjust changing staff workloads? 

/ s 

0 
/// 
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Cm DXRECTXNG: encouraging subordinates to work afficientXy and 
produce results, according to objectivea. 

TH VetTB POflTTTOM. do YOV... 

X* Provide recognition for staff achieveaent? 

2. Xnfors eapXoyeea of prograa/project progress? 

3« Organize staff coaaittees to pursue special activities? 

4* Use a variety of tachniquas to influanca paopXa? 

5. Use tachniquas to buiXd group cohaaivanaaa? 

// f// 

4. Accept responsibility for deciaions udi by subordinate 0 
aaployeea in the organization? 

7. Plan agenda for maetinga? o 

t. Sarva as chairman of group maetinga? o 

9. Explain prograaa/projacta to key laadara in tha coaaunity? 0 

10. Xntarprat raaaarch data for eliantala? o 

11. Foatar relationships with coaplaaantary agenciea, 
organizationa and individuals? 

12. shara program/project idaaa with organizations? 

13. Identify publio relatione or communicatione barriers? 

14. Eatablieh channels of communication with local maaa madia? 

15. Prepere aateriela for publication (i.e., journal article*)? 

1*. Prepare nawa raleaeea? 

17. Prepare radio, television or video programs? 

It. Use audiovleual aatariala to facilitate information 
dissemination? 

19. Answer correepondence personally? 

0. CONTROLLING! Meaeuring accomplishments against plana, 
uaing budgata, statistics, reports, analyzaa, 
audits, HIS, and obeervatlon. 

TN YOUR POBITIOHL 00 *00... 

1. Write periodic reporta to auperiora? 

2. Approva reports and other materials prepared by employeea? 

3. Develop e syataa of recorda management? 

4. Identify problems requiring additional research? 

5. Kaintain contact with raaaarch facilitiea? 

/ /* / / / 1 

«. Analyze data uaing mlnl-coaputara? o 

7. Prepare ehort-term and/or long-tar* budgata? o 

•. Present budget regueata to funding authorities? o 

t. Solicit contributions for programs/projects? o 

10. Hake budget category tranafara? o 

11. Approva travel expense*, funding, and raimburseaente for • 
employeee? 
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12. Approve purchases and/or purchase ordsrs? 0 12 3 

13* Identify policlas specific to your araa(a) of o 1 72 3 
responsibility? 

14. Monitor civil rights compliance in all program areas? 0 12 3 

15. Kanaga office logistics? 0-1 2 3 

STAFFING* the recruitment, selection* appraisal, 
compensation, training and development of people 
for an organisation or a particular task. 

TH votm POSTTTOMt 00 YOU... 

1. Coordinate recruitaent activitiea? 

2. Formulate or write job descriptions? 

3.- Seek employee nominations/applications through advertising? 

4. Conduct employment interviews with prospective staff? 

5. Analyze personnel records and/or resumes? 

6. Select and place professional employees? 

/ / / /  
0 
0 
0 
0 
0 
0 

7. Select and place support staff (la., clerical)? 0 

8. Recruit and train volunteers? 0 

9. Assign job responsibilities to professional staff? 0 

10. Establish standards of performance for employees? 0 

11. Conduct orientation conferences with new employees? 0 

12. Explain organizational policies on promotion, benefits, 0 
retirement, etc. to employees? 

13* Explain organizational philosophy/objectives to employees? 0 12 

14. Determine salary levels or adjustments? 0 12 

15. Counsel employees on in-service educational needs and 0 12 
professional improvement plans? 

16. Inform employees of professional improvement opportunities? 0 12 

17. Arrange for in-service training for employees? 0 12 

ia. Plan training of support staff on office organization, 0 12 
business and public relations? 

If. Confer with professional trainers on employee needs? 

20. Conduct performance reviews with employees? 

21* Score performance of employees on performance review forma? 

Recommend employee action* le., termination, transfer, or 
promotion? 
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23. Subait appropriate paraonnal aetlon foraa? o 

24. Infont aaployaaa of tarainatlon? 0 

23. Arbitrate cllantala coaplainta/suggaationa about aaployaaa? 0 

28. Arbitrate intra-organizatlonal problaaa or complalnta? 0 

27. Haintain ralationahlpa with aaployaa aaaoclationa? o 

25. Approva annual, aick, and atudy laava raquasta for 0 
aaployaaa? 

P. PERSONAL DEVELOPMENT/MAINTAINING PROFESSIONALISM 

IK VOtTP POSTTIQHt DO YOU . . . 

1* Racaiva counaal on your parformanca through astabliahad 
channala In tha organization? 

2. Oavalop a plan for profaaaidnal salf-davalopmant? 

3. Partieipata in profaaaional organizationa and activitiaa? 

4. Follow a tina-aanagaoant achana? 

/ / / /  
0 12 3 

0 12 3 

0 12 3 
0 12 3 

END Of SECTION Z. PLEASE CONTINUE. 



SECTTOH II. 

fiEMBHAI. INFORMATION 

DIRECTIONS: For each of the statements below, circle an® 
appropriate response, or fill in the blank, as 
necessary. 

1. Employed by; a.  Agricultural Trada Association 

b. Agricultural Extension Organization 

c. Agricultural Development Agency or 
Project 

2. What was your aajor for each degree held: 

Bachelor 
MnatT 

Doctorate 
3. What do you currently consider to be your area(s) of 

professional expertise? (Hay or may not be same as those 
listed above). 

4. What percent of the total skills which you employ in your 
position are comprised of; 

__ Executive skills. 
__ Technical skills. 

Other. 
100% 

5. Zs the possession of technical skills essential to the 
satisfactory performance of an executive in your position? 

YES NO NO OPINION 

6. Where did you acquire the majority of your training in the 
executive skills which you employ in your position? (Please 
rank them in order, I 1 being the largest contributor.) 

a. Formal Education! Through undergraduate and/or 
graduate studies* or any other formally recognized 
education/training program. 

b. Tn-Sarvlea Trainlnai Through training provided by 
the organization for which you work. 

c. On the Job! Through an informal learning 
experience*, either within your present position or 
any other. 

d. Mentor Guidancet Through the guidance of a more 
experienced or successful person in the 
organization who holds a personal interest in your 
success. 

6. What recommendations or comments on the subject of executive 
skill development for agricultural professions would you 
care to make? 

END OP SICTXOM ZZ. THANK YOU. 
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August 4, 1987 

A short tine ago, you were Invited to participate in a study 
concerning the executive skills required in agricultural professions. 
We feel this study Is very Important since It will help us in the 
Department of Agricultural Education to prepare students for executive 
positions In agriculture. Ue want to assure students that we are pro
viding them with the best possible education for their careers. Our 
goal Is to link student aspirations to the needs of agricultural 
organizations. 

Thus far, we have received responses from 44Z of the surveyed 
population. Many have expressed strong opinions on the value of this 
study. However, without full support, It will be Incomplete. 

Please take five minutes of your time to complete the questionnaire, 
"Executive Skills In Agricultural Professions". If you have already done 
so, we thank you for your participation and please disregard this re
minder. Because participants are completely anonymous, we cannot deter
mine who has already responded. 

One final comment: Some of our study participants no longer hold 
any of the three agricultural positions being studied. If this 1s 
your situation, please respond anyway as if you were still in such a 
position. The Importance of your input is not lessened by the fact 
that you have moved on to other things. 

We would appreciate a reply by August 31, 1987. Thank you. 

Sincerely, 

Andrea L. Edmundson David E. Cox 
Research Assistant Assistant Professor 

Enclosure 
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DEGREE AND SKILL CATEGORIES 

AGRICULTURAL: 

1. Agricultural Sciences: 

General Agriculture 
Agricultural Production 
Home/Family Economics 
Entomology 

2. Animal Sciences: 

Animal Sciences 
Animal Industry 
Hog Production 
Livestock Production 

3. Natural Resources: 

Natural Resources 
Forestry Management 
Range Management 

4. Plant Sciences: 

Agronomy 
Crop Production 
Horticulture 
Landscaping 
Plant Breeding 
Plant Pathology 
Plant Protection 
Plant Physiology 
Plant Science 
Soil Science 
Weed Science 



NON-AGRICULTURAL: 

5. Communciations: 

Agricultural Journalism 
Communications 
Speech and Communications 

6. Economics: 

Economics 
Agricultural Economics 
Economic Development 
Development Policy 
International Trade 

7. Education: 

Agricultural Education 
Vocational Education 
Teaching 
General Education 
Consumer Education 
Environmental Education 

8. Government and Politics: 

Government Relations 
Government Regulations 
Political Science 
History 

9. Management: 

Management 
Administration 
Business Management 
Project Management 
Hotel/Restaurant Management 
Faculty/Staff Supervision 

10. Health Sciences: 

Nutrition 
Medicine 
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11. General Sciences: 

Biology 
Chemistry 

12. Miscellaneous: 

Geography 
Remote Sensing 
Civil Engineering 
Hydrology 

13. Community Development 

14. Human Relations: 

Human Relations 
Public Relations 
People Skills 
Youth Work 
4-H Development 
Group Dynamics 

15. Communication Skills: 

Language Skills 
Lobbying/Writing/Speaking 

NOTE: The categories of degrees and skills listed 
above represent only those which were identi
fied by the respondents in this study. No 
deliberate exclusion of any degree or skill 
area was intended. 
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