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ABSTRACT

South Africa is in the process of rectifying thecigbinjustices of the past and
building a new future towards “equitable access apdrticipation” in the
agricultural sector (DoA, 2001) through the transfiece of farmland to emerging-
black farmers and communities. This new class omdées needs an effective
extension service to help them become commeraialefs. However, agricultural
extension is generally viewed to be ineffectiveisTthere is also a need for a revised
extension model for, in this case, the Eastern Gaymeince of South Africa. Eight
factors were identified and were included in thigdy. The eight factors, viz.

* Personal characteristics of extension workers;
« Community cooperation and networks;

* Training of extension workers;

» Leadership and mentoring ability;

* Financial support;

» Institutional support (technical and skills);

» Communication; and

» Staffing.

This paper is aimed at discussing the identifieddes, related to organizational and
human capital development, that are essential fi@ctéve extension and will propose
the basis and design framework of an extension hdideussed in a later paper.
Researchers who are currently undergoing an acadgogramme/training at the

University of the Free State and extension officevere interviewed via

questionnaires in order to determine their percdivemportance of the identified
factors.

The results revealed their perceptions regardingsth eight identified factors and
also their misconceptions relating to these factetsech as communication being the
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seventh most important factor. By developing treaght factors that require either
human capital development or organizational dewvelept, the extension
organization and its officers will begin in rectifg the identified problem. This study
will ultimately lead to the subsequent developmainan extension model for the
Eastern Cape.

1. DEFINITION OF PROBLEM

Within the agricultural environment, the criticaakeholders are the farmers together
with agribusinesses, extension officers, reseascliiners and educators. Generally,
problems flow from farmers and agribusinesses te #éxtension officers and
researchers, who thereafter help in solving thélpra and relay solutions back to the
aforementioned stakeholders.

In South Africa, there are dual economies in thecajural sector (DoA, 2001). This
is comprised of mainly white-owned commercial farsn@nd black-smallholder
farmers. The country has land-reform policies @& committed to transferring at
least 30% of white-owned commercial farms to enmaydilack commercial farmers
by 2014 (Xingwana, 2008). However, this cannot odcthese transferred farms lose
productivity and place the country at risk of faodecurity. The challenge is for the
extension and advisory service, and mentors toriboiée towards ensuring that these
transferred farms remain productive and even irser@a productivity.

The agricultural extension and advisory service South Africa is generally
challenged to help farmers to help themselves affidcilitate optimal and sustainable
resource utilisation, which would have a directtabntion in solving the problems of
rural poverty, food insecurity, and income and esygplient losses. The Eastern Cape
Province of South Africa is comprised of large-sedalrmers and smallholder farmers.
Extension activities, from the public sector, amed mostly at the latter group, but
these efforts have been largely ineffective in sgvthe aforementioned problem
(DoA, 2001). In the Eastern Cape, this argumentakyapplies to high-potential
underdeveloped “former homeland” areas.

According to Bese (2007), there is not one singlerssion model that is suited to

every situation in South Africa. Approaches needédcadapted to local situations. It

is further suggested by Bese (2007) that a forunedtablished to help support the
extension service. This led the authors of thisepap believe that there is a need for
an extension model specifically designed for thet&a Cape. The purpose of this
model is to help extension officers to mobilizenfi@rs in becoming sustainable and
commercially viable. By commercially viable it issant that farmers can generate an
income from agricultural activities that can bedisar consumption and investment,

and by sustainable it is meant that practices aogally acceptable, economically

viable and environmentally friendly (Dumanski, 1997

In order to formulate a model for agricultural exd®n, one first needs to determine
what factors are critical for effective extensidnnumber of questions were compiled
in a questionnaire and common questions were gobtgeether to form the critical
factors. Quantitative data was received from thestjannaires that were completed
by extension officers and selected researcherp@®0graduate students). The data
received from the research population was usedeterihine what factors they
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perceive to be of greater and lesser importanceedigblishing these factors and their
perceived relative importance, the Eastern Capejgatiment of Agriculture can use
this information to build upon the extension sesc and extension officers’
capabilities — within these critical factors — &dfective extension.

According to Rivera & Qamara (2003), extension &y need, among others, both
organizational and human capital development (HCDyanizational development is
defined as a planned process of solving an orgaoi?a problems and improving its
effectiveness. It includes changing organizatios@lctures and processes and is
aimed at, among others, enhancing human capitah(@ngs & Glassman, 1991).
HCD has been defined as the expansion of humarbitiéipa and functions in order
to improve their effectiveness (Budlender, 2003)cdrding to Jordaan (2008), HCD
also includes improvements in personal knowledgéudes and behaviour, but it is
often ignored in favour of improving institutionsdinfrastructure.

2. PROCEDURE

To determine the factors critical to effective exdi®n and their perceived importance,
a sample population of 180 participants was selec these participants, 80 were
researchers and 100 were extension officers whilsidns according to gender of the
participants included 73% males and 27% femalegs@&ldivisions between status
and gender were considered so that a comparatiny stould be performed. The
participants were requested to complete a struttupgestionnaire consisting of
individual items or questions and common questisase grouped together to reflect
eight factors that affect extension. Researcher fuart of the extension team as they
supply extension officers with information who iarn supply the information to
farmers, a process known as technology transfemfiBielge, 1991). Of the critical
stakeholders mentioned above in section one, ofiBnsion officers and researchers
were used in the research. This is due to thetfattthe problem has already been
established and is now under research by theselsiklers.

Literature that concerns these eight factors wagwed and the data was analysed by
a combination of descriptive and inferential statss Descriptive statistics were used
to describe and compare the responses for eactaitdrgroups of items of the overall
sample, as well as by the variables status (relseaos extension officer) and gender
(male or female). The descriptive statistics tharevincluded are the mean and
standard deviation. The mean is the average sootbd group on each of the factors
and the standard deviation represents the degnresriability between scores, in other
words the average deviation of the individual ssdrem the mean. The mean scores
of the factors that are determined by the desegpsitatistics are ranked and listed
according to perceived importance. The level of angnce that respondents
attributed to these factors is compared to revieliterhture to compare the accuracy
of these perceptions. Inferential statistics ardus test the differences in responses
to the eight factors for the variables of statuesséarcher or extension officer) and
gender (male or female). This was performed by mexdma t-test for the different
groups. According to Pallant (2005), this is thestappropriate test to use when
comparing the mean scores for two independent group

3. FINDINGS
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Eight factors inherently part of the extension egsthat promote effective extension
were identified from the questions; these factoeslisted and described below. The
type of development intervention that is neededls® statedThe identified factors
are:

* The personal characteristics of the extension ffic
e Community cooperation and networks;

» Leadership and mentoring ability;

e Communication;

» Training of extension workers;

e Financial support;

* Institutional support (Technical and skills); and

» Staffing.

3.1 Literature review

The personal characteristics of the extension effincludes their availability to the
farmer, listening skills, preparedness to dirtyitth@nds, timeliness, honesty, ability
to get on with people, enthusiasm, common senseirthdtive, ability to work
unsupervised and have a good work ethic. Jibowd§Ridlentified various challenges
for effective extension. These challenges have aritg on the personal
characteristics of extension officers and how theyform their duties. Terblanche
(2005) agreed with this sentiment by stating th#ecéive extension requires
extension officers becoming a part of the commuaity gaining credibility. This is
achieved through personal characteristics thatcarelucive to effective extension
and by being a technical expert in a specific fa@fldtudy. This factor needs HCD.

Training of extension officers involves the traiginn principles of effective

extension, a formal qualification, HCD, technicapertise in at least one field that is
relevant to the area of responsibility/extensiorrdyaa strong knowledge-support
system, recruitment of qualified people, linkagaghwtertiary institutions, adequate
flow of research and in-service training. In aduitito these, it is of extreme
importance for the extension officers to also haveound knowledge of the client
base, environment, potential, resources, prioriteds. Jibowo, Dube & Akeredolu
(2008) defined training as the acquisition of speakills, knowledge or attitudes that
can be used in specific situations. This can beeseld by having inexperienced
extension officers working under experienced extensfficers and by having the
required attitude.

Jordaan (2008) stated that research conductedshASaan countries revealed that
countries that placed strong emphasis and invessh@am HCD experienced faster
economic development, although it is a long-termegtment that requires continuous
support. Training is not only about HCD, but alémat organizational development
as a knowledge-support system is required withvagile training material that

extension officers can be trained in. This requiptnerships with various

institutions such as universities, government, gowmernmental organizations,
extension officers and communities concerned. baffepartners have different skills
that can contribute to extension work and in theasywhere is a flow of knowledge
from various institutions to the extension officevhich will ultimately help the
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farmers (Jibowoet al, 2008). This factor requires HCD for training inmuiples of
effective extension, formal qualifications and teiclal expertise in one field of study.
Organizational development is required for a stramgpwledge-support system,
recruitment of qualified people, linkages with i@y institutions, adequate flow of
research and in-service training.

Leadership and mentoring ability entails a cleasion that is future focused,
recognition that the farmer’s situation is uniqreglize people's potential to improve,
help farmer conceptualize and prioritize, guidemfars to sustainability, give
recognition to farmers’ plans, understand behawalbcinange, encourage self-help and
recognise experience-based knowledge systems. dingorto Lansdale (2008),
leadership and mentoring ability can be definec asurturing process whereby the
knowledgeable extension officer befriends, encoesagnd teaches farmers. This is
performed for the purpose of promoting the develepimof farmer and farm.
Terblanché (2007) found that mentors can be cotdtbrwith various obstacles.
These obstacles come from both sides and incluos, the extension workers’ side,
frustration occurring from the extension officem&ntoring style which does not meet
the farmers’ needs and the extension officer mgyeeixtoo much of the farmers
within an unrealistic time period. Obstacles frome farmers’ side include farmers
having hidden agendas, they might demand more tiive necessary and they may
have an inappropriate attitude to be mentored. fHgi®r will require HCD.

Institutional support (technical and skills) conteithe need for technical support,
logistical support and relevant technologies. Supsogiven in the form of training
of extension officers. This should be suppliedtlirby the extension organization as
well as by universities, colleges, the AgricultuRdsearch Council, cooperatives and
by national and regional government agriculturgpatements. There are varieties of
proposed agricultural development programs in S@ditita, but there is insufficient
support to facilitate such programs. Support andvemt research is needed and
should flow to extension workers so that they imtaan help farmers (Lategan &
Raats, 2006). Van Rooyen & Bembridge (1998) arpae commercial, emerging and
subsistence farmers have different needs and odssaneeded for the different types
of farmers so that extension officers can be bettgripped. This factor requires
organizational development so that human capitabeadeveloped.

Financial support entails understanding farming asbusiness, provision of
incentives/remuneration and the availability of kog capital. According to
Ortmann & Lyne (1995), who performed an economial@ation on a farmer support
program, found that the costs of implementing sudgrammes — or for that matter,
any such programme — is high. Bembridge (1991)emgtieat financial support and a
strong commitment from the government are importanteffective extension. The
present extension organization inherited the omgditn from the previous
government whose agricultural system was basedroteqted markets, but this is
being changed to an open market. Research is pesseded that will allow
farmers to compete competitively on the open mai®eupled with this problem is
the fact that the present extension organizatiosm ddimited operational budget,
which has further incapacitated the organizatioatédgan & Raats, 2006). This is
further evidence that a revised extension mode¢exed. Understanding farming as a
business requires HCD, while the remaining aspeuftsthis factor require
organizational development.
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Community cooperation and networks involves theniifieation and recognition of
local structures, and earning the respect of tmenconity. According to Terblanché
& Divel (2000), it should be remembered that eshbd groups exist within
communities and these groups have leaders that &asignificant influence over
other members. Groups also have reasons for thblesshment and these need to be
understood. Bembridge (1991) further adds that simeuld make a list of formal
leaders, local farmer organizations, influentiatsp@s, opinion leaders and potential
leaders. In a study of opinion leadership in LespiVilliams & Duvel (2005) found
that opinion leaders were not always the best fesmieut had status within the
community. They recommended that extension offisbimuld exploit opinion leaders
by providing them with competencies and knowledgettsat they can disseminate
information. These facts give evidence that idesdtfon and recognition of local
structures is a factor that facilitates successhds been found that successful
cooperatives have strong links with the extensigawization, which has led to better
functioning cooperatives and ultimately better farsm(Dagada, Nesamvuni, Stroebel
& Van Schalkwyk, 2007). This factor requires HCD.

Communication concerns good communication skilld #me ability to speak the
language of the people in the area. Well-developmamunication skills form an
integral part of the professional behaviour thatergion officers are expected to
exhibit and it is one of many competencies thaemsibn officers need to develop in
order to be effective (Stevens, 2007). Accordindpagadacgt al. (2007), all aspects
of agriculture require communication with peoptaslestimated that 75% of 150 000
extension officers in sub-Saharan Africa do notehamiversity degrees and although
they have undergone training in technical agriceltihey have not been trained in
the human aspects of extension, such as commuwmnc@rdaan & Jooste, 2003). It
has been recommended that communication channeledre extension officers and
farmers be enhanced so that farmers can get kmtteiss to skills and knowledge
(Tsheole & Lepule, 2008). It should be noted thammunication is a two-way
process and both farmers and extension workers toeld trained and equipped for
effective communication and this forms part of @D that is needed.

Staffing involves ensuring an adequate numberadf and restricting personnel from
being overloaded by work. The extension organipat® comprised of training,
research and extension, and the staff of the argaon need to do these tasks. In the
Eastern Cape Province, and also in South Africagtttension organization is unable
and inefficient in their response to fulfilling tmeeds of rural communities (Lategan
& Raats, 2006). Farmers interviewed in Qwa QwagFs¢ate Province, responded
that good extension support is needed for long-®uetainability (Jordaan & Jooste,
2003). This means that for effective extensionreahreeeds to be a sufficient number
of extension officers available to support all faemers in the country. This would
however require extensive financial support. Imprgvthis factor will require
organizational development.

3.2  Descriptive statistics
Table 1, below, ranks these factors according tatwsperceived most important to

what is perceived least important by the overadlugr It should be noted however,
that none of the scores for any of the eight factoe low (when considered out of a
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maximum of 100). The lowest rated factor, staffiati] had a mean score of higher
than 80. It can also be seen that the two factaits thve lowest scores also had the
largest amount of variation between responsesndisated in the relatively high
standard deviations. From this, it can be conclutiedl within these two factors, the
responses of the participants differed more tharréisponses of the participants with
regard to the other factors. The lower standardatiens for the factors personal
characteristics, training and leadership indichi within these factors, participant
responses were more uniform.

Table 1: Descriptive statistics for the identifiedfactors: Overall sample

N |Minimum | Maximum | Mean | Std. Deviation
Personal characteristics of extension offi 177 36.00 100.00 | 92.64 9.46
Community cooperation and networks 179 40.00 100.00 | 90.39 12.82
Training of extension officer 180 40.00 100.00 | 89.54 9.23
Leadership and mentoring ability 177 28.89 100.00 | 87.80 9.72
Financial support 178 33.33 100.00 | 86.63 15.31
Support (technical and skills) 180 33.33 100.00 | 86.59 14.56
Communication 179 30.00 100.00 | 84.02 16.98
Staffing 178 20.00 100.00 | 82.13 20.083

Perceptions are not always accurate, as testifiethé fact that in the Extension
Recovery Plan, the need for more staff is recoghigeD. Bese, 2010, Senior
Manager: Extension & Advisory Service, Pers. Commubhile the overall group
ranked this factor eighth. Communication was rankedeventh most important, but
well-developed communication skills are recognissdan integral part of effective
extension (Stevens, 2007) and communication isiredjat all levels of agricultural
activities (Dagadaet al, 2007). Although, within the five highest-rankingdiwidual
items, the overall group ranked good communicasisrthe most important item and
this had a low standard deviation too. This is ldigpd below in Table 2.

Table 2: Five highest-ranking individual items forthe overall group

ltem Mean Standard
Deviation
Good Communication between the extension officertam farmer 96.56 9.65
The extension officer must be honest with the fasnad all times 95.11 11.89
The extension officer must be on time, rather elauynever late 94.89 11.79
Technical support from the extension officers ® fdwrmers 93.89 12.16
The extension officer must listen carefully to wita farmers say 93.78 14.23

Table 3, below, displays the descriptive statistarsthe identified factors according
to status and gender. As can be seen from Tabhel Bathe three top-rated factors —
with relatively low standard deviations — acros$ @toups are the personal
characteristics of the extension officer, commurabpperation and networks, and
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training of extension officers. There were, howewarious differences in how the
different groups rated other factors.

Table 3: Descriptive statistics for the identifiedfactors: status (researchers and extension

officers) and gender (male and female)

Status Gender

Researchers Extension officers  Male Female

Mean SD Mean SD Mean|  SD Mean SD
Personal characteristics 93.53 | 7.04 91.92 11.05 92.8 8.83 92.%4 1109
of extension officers
Community 91.01| 10.93] 89.90 14.18 91.06 12.66 88.51 13/51

cooperation and

networks

Training of extension | 90.03 | 7.69 89.16 10.32 89.46 8.88 89.77 1023
officers

Leadership and 87.00| 8.21 88.44 10.79 88.04 8.83 87.13 11,87
Mentoring ability
Financial support 89.79 11.19 84.11 17.58 87,43 434. 84.40 17.49

Institutional support 87.50| 12.20| 85.87 16.23 87.07 13.65 85.28 17)12
(technical and skills)
Communication 85.44 1592 82.90 17.77  85J45 16.410.08 | 18.05
Staffing 81.13| 19.42 82.96 20.67 81.44 19/81 84/130.93

3.3 Inferential statistics

Inferential statistics, with the use of a t-teserav used to test the differences in
responses to the eight factors for the variablestafus (researcher or extension
officer) and gender (male or female). It was foutidht there are significant
differences between extension officers (Mean=89St@ndard deviation=11.9) and
researchers (Mean=84.11, Standard deviation=17r58rms of financial factors
(t=2.619, p<0.05, two-tailed). In this case, theearchers indicated that finances
played a more important role than the extensioncef$ did. There were no
significant differences between these two groupamnof the remaining factors. This
could be the result of the locality and living erpes of the different groups, with
researchers living in urban environments while esien officers generally live in
rural areas. Presented in Table 4 below, is tksttfor the identified factors according
to status.
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Table 4: t-test for the identified factors: status(researchers and extension workers)

Status (researchers and extension officers)
t df Sig. (2-tailed)
Institutional support ]
) ) Equal variances not assume( 0.770  177.369 0.442
(technical and skills)
Communication Equal variances assumed 0.995 177 210.3
Training of extension officer§  Equal variances assdi 0.629 178 0.530
Leadership and mentoring )
N Equal variances assumed -0.973 175 0.332
ability
Community cooperation and )
Equal variances not assumeg 0.593 176.908 0.554
networks
Financial support Equal variances not assumed 2.611968.266 0.010
Personal characteristics of )
] . Equal variances assumed 1.126 175 0.262
extension officers
Staffing Equal variances assumed -0.605 176 0.546

Concerning the results from the t-test between gexdt was found that there were
no significant differences between males and fes@derms of how important they
ranked any of the factors to be. The results fertitest to test the differences between
mean scores for gender is presented below in Fable

Table 5: t-test for the identified factors: gender(male and female)

Gender (male and female)
t df Sig. (2-tailed)
Institutional support (technical ] | |
) Equal variances not assumeg 0.655 69.574 0.515
and skills)
Communication Equal variances assumed 1.905 177 580.0
Training of extension officers Equal variances assa -0.197 178 0.844
Leadership and mentoring abilityy  Equal variancesiased 0.556 175 0.579
Community cooperation and )
Equal variances assumed 1.172 177 0.243
Networks
Financial support Equal variances assumed 1.167 176 0.245
Personal characteristics of )
. ] Equal variances assumed 0.088 1756 0.930
extension officers
Staffing Equal variances assumed -0.782 176 0.435
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4, CONCLUSIONS AND RECOMMENDATIONS

As can be seen from the data, there is a consabsug what factors are perceived to
be more important for effective extension. Theretaiely are more factors that
contribute to effective extension. It is recommeahtieat a future study, with the same
eight factors or additional factors, be conducteat includes clients (farmers), NGO’s
and private service providers. It should be noteat all of the identified factors are
important and should be incorporated into the esttan organization in a holistic
manner. It should be further noted that a divis®omade between these eight internal
factors into those that need HCD and factors thatiire organizational development.
Measuring the effectiveness of extension once tlfes®rs have been addressed is
required. Indicators for these factors should beetiged, but this was not addressed
and will require further research.

Factors that require HCD include the personal atarstics of the extension officers,
leadership and mentoring ability, community coofiera and networks,
communication and training of extension officerstipdly requires HCD. The training
of extension officers, institutional support (teiah and skills), financial support and
staffing fall in the category of organizational é&pment, although all factors need
organizational development as HCD is under theroegdion’s control.

The extension organization needs to take cognisantteese eight factors and should
develop the organization within staffing, financialipport, institutional support

(technical and skills), training of extension offis and other HCD. It also needs to
ensure that the organization develops its humantatagspecially in areas that

respondents paid less attention, such as commiaricat

As identified earlier, an agricultural extensiondabis needed for the Eastern Cape.
The factors that were identified form the basisrfrehich the proposed model will be
based. The proposed model will need to identifyioter stakeholders that are
involved in the broader agricultural environmenattiwill be able to help in the

development of the extension organization and ie thevelopment of the

organization’s human capital. This, however, wikhve to be dealt with in a

subsequent study.
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