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CHAPTER I 

INTRODUCTION 

The Texas Agricultural Extension Service maintains 

an in-service training program planned specifically to help 

new Extension agents understand the purposes, objectives, 

and philosophy of the organization as well as their role in 

achievement of the overall purposes of the Extension Ser-
. ./ 

~ . 
vice .. ' Due to the increasing scope of educational goals in 

Extension programs, continual obsolescence of bodies of 

knowledge, the increasing size of staffs, and the rising 

costs of training required to maintain and implement an ef-

fective educational program, Extension leaders must continu-

ally seek ways to maintain a capable and adequately trained 

staff (33) . 

Most new employees enter the Extension Service pro-

gram as assistant county Extension agents. They usually 

remain in this staff level for at least two years, during 

which time they are under the direct supervision of an 

experienced agent. Following the two year training period, 

they may be promoted to the county Extension agent level. 

They become eligible for consideration for positions for 

which they are qualified at the program leader level as 

vacancies occur. 

The number of home economics assistant agent posi-

tions are insufficient for supplying personnel with two 
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years of training to fill vacancies that occur at the home 

economics program leader level. Therefore, the Extension 

assistant position is utilized as a training position for 

many new home economics Extension agents. This position 

provides on-the-job learning experiences to prepare the new 

agent for assuming the full responsibility for a county 

Extension program in the area of home economics following 

supervised work experience of three months or less in an 

assigned county. 

2 

All new personnel must meet certain defined criteria. 

All enter employment bringing some similarities in back

ground and potential. To be considered for employment a 

person must have earned a bachelor's degree in agriculture 

or home economics from a college or university. A 2.5 grade 

point average on a 4.0 system is the minimum required. In

dividuals should be able to show evidence of ability to work 

with people. They need to be able to communicate effectively 

with people from various backgrounds. A willingness to work 

irregular hours is necessary. Prospective employees are 

asked to make a commitment of at least two years to the 

Extension Service when they accept positions. However, the 

length of service as well as the level of performance varies 

with each individual. 

The Extension Service invests approximately $20,000 

in salary, travel, in-service training, and secretarial help 

for the new agent during the first year of employment. As 
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reported by Richardson, 11 
••• the process of recruitment, 

selection, employment, and training of new agents represents 

an economically important item for Extension" (28:4). 

The attrition of county Extension agents is a seri

ous concern of the Texas Agricultural Extension Service. 

If attrition could be reduced, expenditures would be lowered 

and continuity of county educational programs maintained. 

Richardson reported that agents who had resigned with less 

than two years of service indicated some dissatisfaction 

with the guidance and training received from their trainer 

agents. 

The responsibility for training new agents is divided 

among administrators, supervisors, and trainer agents. Al

though the supervising district agent has the primary respon

sibility for the informal on-the-job training, the trainer 

agent has a major responsibility for the day-to-day super

vision of the new agent. 

The training given immediately to introduce new staff 

members to a position should acquaint them with the organi

zation and its personnel, while helping them feel a part of 

the organization and providing them with opportunities to 

learn to perform the job for which they were employed. It 

is generally agreed that a high quality interpersonal rela

tionship between the trainer and a new employee is a vital 

link in the process of developing a competent and productive 

professional. According to a national task force which 



established guidelines for in-service training programs for 

the Cooperative Extension Service, the basic forces that 

make for good in-service training are inherent in the 

trainer, the trainee, and the relationship between the two 

( 27) • 

This investigator corresponded with Dr. Gordon L. 
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Dowell, Director of Staff Development, Extension Service, 

United States Department of Agriculture, requesting assis

tance in locating studies that were concerned with the iden

tification of factors that contribute to the establishment 

of rapport between the trainer agent and the new agent. 

Dr. Dowell's response was, "In searching the literature of 

our Staff Development Center, we find a real pausity of 

studies done in this area; in fact, not a single study . 

I agree that a study of the nature you are contemplating 

would be a very useful one and one that would strengthen 

Cooperative Extension Service personnel development and 

training programs" (10). 

Statement of the Problem 

The trainer agent provides the immediate day-to-day 

guidance and supervision that is essential to the growth of 

the new agent in the Extension Service program. The degree 

of satisfaction derived by the new agent during the training 

experience may be dependent to a large degree on the actions 

of the trainer agent as well as the relationship established 

between the trainer agent and the new agent. 
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There have been studies reported concerning the 

specific factors associated with rapport establishment 

between supervisors and their subordinates in related areas. 

No studies were found that investigated factors associated 

with the establishment of rapport between the trainer agent 

and the new Extension agent. 

The problem of the study was to ascertain the rela

tionship between (1) new agent's rapport scores and selected 

personal and situational background factors, (2) rapport 

scores and the number of responsibilities assumed and cour

tesies extended by the trainer agent, (3) rapport scores and 

each of the responsibilities assumed and courtesies extended 

by the trainer agent, (4) rapport scores of agents who have 

terminated their employment and those still employed, (5) 

responsibilities assumed and courtesies extended by the 

trainer agent to those Extension agents still employed and 

those who have terminated their employment, (6) rapport 

scores of home economics Extension agents and agricultural 

Extension agents, and (7) responsibilities assumed and cour

tesies extended by the trainer agent to the home economics 

Extension agents and to the agricultural Extension agents. 

Purpose of the Study 

The purposes of the study were: (1) to modify an 

instrument for measurement of rapport between a trainer and 

a trainee to make it appropriate for use with Extension 



Service personnel, (2) to determine the factors that are 

associated with the establishment of rapport between the 

trainer agent and the new agent, and (3) to develop from 

the findings of the study suggestions for trainer agents 

to use in the guidance of new agents. 

Hypotheses 

The following null hypotheses were tested in the 

study: 

6 

1. There is no statistically significant difference 

between rapport scores of new agents and the selected back

ground factors. 

2. There is no statistically significant relation

ship between rapport scores of new agents and the number 

of responsibilities assumed and courtesies extended by the 

trainer agent. 

3. There is no statistically significant difference 

between rapport scores of new agents and each of the forty

one responsibilities assumed and courtesies extended. 

4. There is no statistically significant difference 

between rapport scores of new agents who have terminated 

their employment and those still employed. 

5. There is no statistically significant difference 

in the number of responsibilities assumed and courtesies ex

tended by the trainer agent to those persons who are still 

employed compared with those who have terminated their em

ployment. 
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6. There is no statistically significant difference 

between rapport scores of new home economics Extension agents 

and new agricultural Extension agents. 

7. There is no statistically significant difference 

between each of the forty-one responsibilities assumed and 

courtesies extended by the trainer agent to the new home 

economics Extension agents and the new agricultural Exten

sion agents. 

Scope and Limitations of the Study 

The subjects in the study were 183 individuals who 

were employed by the Texas Agricultural Extension Service 

as either assistant county Extension agents or as Extension 

assistants during a period beginning July 1, 1972, and end

ing June 30, 1975. Each had completed a training period 

under the direct guidance of a county Extension agent who 

had been designated as a trainer agent. 

The population for the study was a total universe 

rather than a sample. Permission to collect data was 

secured from Dr. Daniel C. Pfannstiel, Associate Director 

of the Texas Agricultural Extension Service, The Texas A&M 

University System. The findings of the study are not in

tended to be interpreted as those of cause and effect, but 

may be used to indicate which background factors and respon

sibilities assumed and courtesies extended by the trainer 

agent may be related to trainer agent-new agent rapport. 



Definition of Terms 

The following terms have·been defined according to 

their use in the study: 
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1. A Coordinated Training Program for New Agents -

a publication of the Texas Agricultural Extension Service 

which provides a basis for planning a sequence of learning 

situations during the first year of employment of new agents. 

2. Cooperating Teacher - a public school instructor 

chosen to direct and supervise the student teacher's obser

vation, participation and independent teaching. The term 

cooperating teacher corresponds to supervising, directing, 

training--terms which are often used synonymously in the 

literature (5). 

3. Cooperative Extension Service - that organiza

tional entity of the United States Department of Agriculture 

and the land-grant system created under provisions of the 

Smith-Lever Act and subsequently related legislation which 

conducts educational programs in agriculture and home eco

nomics of an informal, non-resident, problem oriented nature 

(39). 11he educational activities of the service are to "aid 

in diffusing among the people of the United States useful 

and practical information on subjects relating to agricul

ture and home economics and to encourage application of the 

same " ( 2 0 : 4 7 7) . 

4. County Extension Agent - an agent responsible 

for planning, implementing, and evaluating Extension 



education programs in the county in accord with policies 

and procedures of the Texas Agricultural Extension Service 

and under existing agreements with Texas A&M University, 

the United States Department of Agriculture, and the county 

conunissioner's court (34). 
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5. Extension or Extension Service - when either 

term is used it refers to the Cooperative Extension Service. 

6. New Agent - when used in this study designates 

an assistant county Extension agent or an Extension assis

tant. The new agent has been employed two years or less. 

7. Rapport - a harmonious and satisfying personal 

relationship (5). 

8. Student Teacher - a person enrolled in a school 

of education who has been assigned to assist a regular 

teacher in a real school situation (13). 

9. Trainer Agent - a county Extension agent who, 

working with the supervising district agent, has a major 

responsibility for arranging on-the-job learning situations 

which will prepare the new agent for greater responsibility. 



CHAPTER II 

REVIEW OF LITERATURE 

Introduction 

During the period of the industrial revolution, man 

was looked upon primarily as an economic animal who worked 

only to supply his economic needs. Writers of early manage

ment theory concerned themselves with principles of work 

management including topics as establishing work standards 

and wage systems and conducting studies regarding job ana

lysis, time and motion, work simplification, and job spe

cialization. The basis for this philosophy was the thought 

that if workers and managers knew what was to be done, the 

best way to do it, and workers were rewarded for their ac

complishments, harmony would result. 

Donnelly, Gibson, and Ivancevich (9) reported that 

even though Taylor, the Gilbreths, Gantt, Emerson, and 

others provided a substantial amount of knowledge regarding 

the management of work, strife continued between management 

and the employee. The early day management theorists and 

researchers were able to identify the most efficient way to 

do a job in the least amount of time and at the smallest 

cost, but they failed to consider the psychological and 

sociological factors of work and their resulting influence 

on man. 

10 
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Hersey and Blanchard (14) identified the Hawthorne 

studies, conducted in the Chicago Hawthorne Plant of West

ern Electric, as the landmark that resulted in the human 

relations approach to management. A group of researchers 

from Harvard led by Elton Mayo initiated the studies to 

determine the effects of illumination on productivity. Two 

groups of employees were chosen for this particular study. 

Both were told they were participating in an experiment. 

The experimental group was exposed to varying intensities 

of illumination. The control group continued to work under 

normal intensities of light. In conducting the research an 

interesting phenomena was observed: as the light intensity 

was increased for the experimental group productivity rose; 

however, the productivity of the control group also in

creased, but without a change in the illumination intensity. 

When the researchers decreased the illumination productivity 

continued to rise with both groups. Researchers concluded 

that physical conditions had little to do with job perfor

mance. 

A second phase of the experiment dealt with the ef

fects of changes of certain job conditions for the experi

mental group. The changes included providing refreshments 

and making alterations in the work-place temperature. 

Again, the productivity rose for each group. It was con

cluded that altering work conditions had little or no ef

fect on the productivity of the two groups. 
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The Hawthorne studies revealed, among other things, 

that people respond well to attention and interest in their 

welfare. The studies supported the theory that managers 

need to study people. In these studies the most signifi

cant factor affecting productivity was determined to be the 

interpersonal relationships that developed on the job. The 

Hawthorne studies are credited with beginning a movement in 

which the human element of management was brought to the 

forefront. 

Much of the early writing regarding the value of 

establishing strong interpersonal relationships in the world 

of work was theoretical in nature. There is a growing body 

of research based data addressed to the area of human rela

tionships in the organization. Among those theorists and 

researchers frequently mentioned in the literature are 

Maslow, Herzberg, Vroom, Drucker, McGregor, Myers, Fiedler, 

and Likert (14) . 

This investigator's study was designed to deal spe

cifically with one aspect of interpersonal relationships. 

That aspect is an identification of factors associated with 

establishment of rapport between the trainer agent and the 

new Extension agent of the Texas Agricultural Extension 

Service. 

A limited number of studies dealing with the rela-

tionships established between trainer agents and new agents 

in the EXtension Service were found to exist. A number of 



studies were found in related areas. For instance, there 

is an abundance of studies concerned with the student 

teacher-cooperating teacher relationship in teacher train

ing institutions. There are many similarities between the 

trainer agent and the new agent relationship and the co

operating teacher and student teacher relationship. The 

area of business also provides studies that can be related 

to the trainer agent and new agent situation. Therefore, 

studies have been cited from research in the three areas 

and included under each of the following major topics: 

supervision, anxiety, attrition, rapport, concern, and 

interpersonal relationships. These topics were selected 

because they represent important factors affecting the 

trainer agent-new agent relationship. 

Supervision 
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Ideally, personnel in a leadership position of an 

organization can obtain behavior from employees that will 

lead to accomplishment of organizational goals. At the 

same time, hopefully the employee can receive personally 

desirable consequences. Many new Extension employees are 

accepting their first professional positions when they join 

this organization. It is assumed that the new agents in 

their first positions want to do well. 

A study was undertaken by Dunnette, Arvey, and Banas 

(11) to determine responses of college graduates to their 
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first jobs following graduation. They surveyed more than 

1,000 college graduates who either were currently or had 

been recently employed by a large company. A random sample 

was selected from those who had left the firm with tenure 

of four years or less. Information was requested relating 

to work motivation, job expectancy, and job experiences 

encountered during the employees' time with the company. 

At the same time, recent college graduates who were still 

with the company and who had the same tenure as the termi

nees were requested to respond to the questionnaire. 

The responses revealed that the first job assign

ment in the company brought disenchantment to both the 

college graduates still with the firm and to those who had 

left. The first job was viewed as one in which they were 

frustrated because their expectations of opportunities to 

use their abilities were not realized. 

The results of the survey indicated practices com-

man in the firms represented. These were: (1) "Break the 

new man in" by assigning trivial tasks that indicated to 

the new people that they were not capable of doing important 

things, or, (2) in contrast, the assignment required such 

specific and specialized knowledge that failure was inevi

table. Both strategies resulted in threatening the self

esteem of the new employees. The investigators concluded 

that college graduates placed in job situations under man

agers who successfully utilized their abilities, tend to 



be more effective performers than those graduates who are 

merely tolerated or whose contributions are minimized in 

early jobs. 
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Robertson (29) surveyed the reactions of student 

teachers to techniques and procedures of cooperating 

teachers and derived implications for the teacher educator 

program at Whittier College in California. A reactionnaire, 

a listing of techniques used by cooperating teachers to 

which student teachers were to react, was submitted to stu

dent teachers at the end of their student teaching experi

ence. 

The reactionnaire included five classes of data, 

one of which involved conferences. The findings indicated 

that: (1) although scheduling is difficult, student teachers 

believe that conferences are important, and (2) the most 

common type of conference is the 11between class 11 or "be

tween activities 11 type. Robertson recommended that student 

teachers would benefit from definite conference periods. 

These would eliminate many of the "between class" and "be

tween activities" rush conferences. 

Thompson (36) indicated that there is evidence 

within the work situation that the management style of the 

supervisor plays an important role in providing the oppor

tunity for the individual to express satisfaction in meeting 

personal needs. According to Jordan (19), quality super

vision is an important factor in providing a constructive 



student teaching experience. The degree of satisfaction 

derived by the student teacher during the student teaching 

experience is dependent to a large degree on the actions 

of and the relationship with the cooperating teacher. 

In a study conducted by Wernimont (40) the respon

dents indicated that they desired over-all direction or 

goal setting from their supervisor, but they also wanted a 

great deal of freedom or latitude within the framework. 

Many expected a supervisor to have a sincere interest in 

them, to set a good example, and to provide support in 

dealing with the rest of the organization. 
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Results of a study reported by Jones (18) indicated 

that those experiences which had the greatest amount of 

carry-over value from pre-student teaching experiences to 

success in student teaching situations had one or more of 

the following characteristics: (1) opportunity to assume 

responsibility; (2) opportunity to assume leadership in 

group situations; (3) opportunities to participate in ac

tivities included in the role of the teacher; (4) adequate 

guidance, preparation, and follow up; and (5) opportunity 

to integrate theory and practice. 

The trainer agent in providing leadership for the 

day-to-day supervision of the new agent performs a critical 

function. The performance of the trainer agent in this 

leadership role may be the single most important influence 

in the process of inducting and training the new employee. 
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AnXiety 

It is not unusual for an individual to feel anxious 

and uncertain about a new situation. Most new agents are 

assuming a role which is new to them and it is expected 

that they will have some feelings of apprehension about 

the experience. 

Gomersall and Myers (12) conducted orientation 

research at Texas Instruments, Incorporated, to identify 

ways to reduce anxieties of new employees during the early 

portion of their employment. Interviews with employees 

disclosed that: 

1. Their first days on the job were anxious and 

disturbing ones. 

2. "New employee initiation 11 practices by peers 

intensified anxiety. 

3. Anxiety interfered with the training processes. 

4. Turnover of newly hired employees was caused 

in part by anxiety. 

5. New employees were reluctant to discuss 

problems with their superiors. 

6. Anxiety dropped as competence was achieved. 

A ninety-two item questionnaire was developed to 

measure possible causes of tension or anxiety. The ques

tionnaire was administered to short term and experienced 

employees with these three types of tension in the job 

situation being identified: 



1. The new employee experienced anxiety stemming 

from the unpredictable and sometimes threaten

ing new world of work. 
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2. Both groups of employees experienced anxiety 

resulting from non-job factors such as personal 

finances and domestic problems. 

3. The third type of tension was identified as a 

positive, inner-directed desire for construc

tive self-expression. 

An orientation program was designed with the intent 

that it would reduce anxieties of new employees in the ex

perimental groups. A control group underwent conventional 

first-day orientation which included a two-hour briefing 

on hours of work, insurance, and other traditional informa

tion for the new worker. Included were warnings of conse

quences of failure to conform to organizational expectations. 

Following the orientation, each employee was intro

duced to a friendly, but too busy supervisor, who gave 

rather extensive instructions regarding responsibilities 

and then left the new employee to perform the assigned task. 

These new employees were observed trying to learn their jobs 

by watching peers on either side. It was assumed by the 

researchers that anxieties were rising. 

The experimental groups participated in a one-day 

program designed to overcome anxieties. Following a two

hour introduction period, group members were placed in a 



19 

conference room to relax and get acquainted with the orga

nization and each other. During the orientation these four 

points were emphasized: 

1. The opportunity to succeed is very good. 

2. Disregard hall talk. 

3. Take the initiative in conununication. 

4. Get to know your supervisor. 

Results of the study showed that by the end of four 

weeks the experimental group took less time to learn the 

job, production was higher, tardiness and absenteeism were 

lower, and rejects and wastes were lower. In a graphic 

exhibit of the experimental and control groups, it was noted 

that when anxiety is minimized, learning appears to be al

most a straight line function of time, suggesting that the 

area between the experimental curves represents time lag 

caused by anxiety. 

Thompson (37) concluded that more anxieties origi

nate in what has been heard or imagined than by any other 

source. In his study, 125 student teachers responded to a 

checklist containing thirty-five questions, each defining 

a particular type of anxiety. The first-named anxiety, per

taining to the cooperating teacher's expectations, was 

checked by 91.4 percent of the female elementary teachers, 

72 percent of the female secondary school teachers, and 66 

percent of the male secondary school student teachers. Most 

of the expressed anxieties had been heard from others. 



Klinert (22) identified anxieties student teachers 

experience. The sample was composed of ninety home eco

nomics students who had completed their student teaching. 

A control group was made up of teachers with one or two 
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years experience. The subjects completed a questionnaire 

and gave free responses to six sketches. Twenty-eight items 

which were possible anxiety producing situations composed 

the questionnaire. 

The findings substantiated that students do have 

anxieties about their new student teaching period. The 

most frequently mentioned anxieties included what the co-

operating teachers would expect of them and what they would 

be like. The study verified that student teachers often 

have feelings of nervousness, insecurity, uncertainty, and 

confusion preceding the student teaching period. It 
. 
is 

reasonable to suggest that many new Extension agents are 

sensitive to the importance of establishing rapport with 

the trainer agent and, therefore, some of the new agent's 

anxieties would be associated with the new agent-trainer 

agent relationship. 

Gomersall and Myers (12) indicated that new super-

visors also experience anxiety when they first assume the 

responsibilities of their new roles. A conclusion drawn 

from Broadbent's (3) study of induction training for super-

visors was that special training for new supervisors would 

be found highly valuable. Rho values were used to show the 



degree of relationship between the areas of responsibili

ties identified as difficult for new supervisors and the 

areas where special training was believed to be valuable. 

There was a correlation of 0.89 which was statistically 

significant indicating the advisability of special train

ing for new supervisors. 

Individuals who are experiencing anxiety in regard 

to assuming supervisory responsibilities may be placed in 

a situation to train new employees who are also experienc

ing anxiety regarding their positions. Supervisors need 

appropriate learning experiences to prepare them to under

take the responsibility of training new employees. 

Collings' (7) research findings indicated that 

whether a well conceived induction training program for 

Extension supervisors fulfills its purpose depends on the 

extent to which administrators and supervisors exert their 

efforts to make it' do so. She reported that Extension ad

ministrators generally believe that effective supervisors 

are the key to the development of strong, competent county 

staffs. 

Attrition 
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As indicated earlier, attrition is a costly factor 

for the Texas Agricultural Extension Service. Finding ways 

to reduce attrition should be considered carefully. 

In a study of ninety-nine Kansas Extension agents, 

Kemp (21) found a correlation between job satisfaction and 
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personnel commitment. Form E of the Measure of Professional 

Commitment (MOPC) was administered to each of the ninety

nine agents. The MOPC is composed of one hundred attitude 

questions in seven categories: self-understanding, social 

relations, autonomy, creativity, ambition, rationality, and 

non-fanaticism. Data from the original study were retained 

and additional key punches were made on the data deck for 

agents still working in 1969 and again in 1973. Various 

MOPC scales and reasons for resigning were analyzed for 

three commitment groups--high, some, and low conunitment. 

The data were analyzed by commitment groups. When 

the MOPC scales were compared to tenure, thirteen of the 

twenty-five high commitment agents in the original study 

were still working in 1973. This represented fifty-two 

percent of the high commitment agents. In comparison, seven 

of the original twenty-four low commited agents, or twenty

nine percent were still employed in 1973. As findings from 

the 1965 study predicted, a higher percentage of the high 

commitment agents have remained with the Kansas Extension 

Service four years and eight years after the data were col

lected. Job satisfaction scores were obtained by adminis

tering Hoppock's Job Satisfaction Blank Number 5. The data 

showed that agents who had average or low job satisfaction 

scores were below the mean scores on the MOPC scales for 

ambition, self-understanding, autonomy, and social rela-

tions. 



lows: 

Implications of the study were identified as fol

(1) administration must be concerned with profes-

sional commitment as well as personal attitudes, and (2) 

additional supervision and personal counseling are needed 

to help home economists and others in Extension become 

more "self-actualized" people. People comfortable with 

themselves are more likely to be comfortable and effective 

on the job. 

According to Worden, "Induction and training new 

Extension professionals involves a lot of time, effort, 

and money. It would certainly help administrators if they 

had some objective methods of keeping professional turn-

over at a minimum 11 
( 41: 3) • 
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Richardson (28) developed an instrument which he 

used to determine factors associated with the resignation 

of male county Extension agents from the Texas Agricultural 

Extension Service. One hundred and seventy-one male agents 

who were first employed in a five year period between 1962 

and 1966 were divided into groups called persisters and 

non-persisters. Data were obtained from permanent records 

of the Texas Agricultural Extension Service and from a 

questionnaire sent to each former county Extension agent 

in the sample. Findings of the study included the follow-

ing: 

1. Non-persisters were employed for an average 

of 23.8 months. 



2. Those characteristics of the job with which 

non-persisters were less than satisfied in

cluded the guidance and training received 

from Extension agents in the county. 
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Non-persisters were asked to suggest ways that would 

help reduce the attrition rate. Among their responses were 

indications that young agents desire more personal assis

tance. Richardson reconunended that newly employed agents 

should be supervised more closely during the first two years 

or employment to detect job dissatisfaction or difficulties 

which may lead to resignations. 

Johnson and Bledsoe (17) determined that there is a 

relationship between morale and length of service. In fact, 

their study indicated that the length of service of an em

ployee is one of the most critical factors in Extension 

morale scores. Extension agents with the least amount of 

service, initial employment up to five years, had the low

est morale scores, followed by the group with six to fifteen 

years of service. The agents with the highest morale were 

those who had fifteen or more years of service. 

The researchers concluded that as agents acquire 

favorable experiences and as professional expectations are 

fulfilled, the probability of their staying with the Ex

tension Service is increased. This supports the need for 

thorough orientation training for the newly employed 

Extension agent. 
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It is generally conceded that the first year on the 

job for an Extension employee consists largely of training. 

Johnson and McCormick (16) have indicated that if an Exten

sion Service loses a high percentage of personnel after one 

or two years, that Service is actually spending most of its 

resources for initial training rather than for developing 

educational programs. 

Rapport 

Chamberlain (5) developed an instrument for measur

ing rapport between student teachers and supervising teach

ers as part of a study conducted at The Florida State Uni

versity in 1969. The instrument was utilized to conduct a 

study exploring factors associated with student teacher

cooperating teacher rapport. Student teachers responded to 

statements on three instruments: 

1. Student Teacher-Supervising Teacher Rapport 

2. Background Factors 

3. Responsibilities Assumed and Courtesies 

Extended by My Supervising Teacher. 

The instrument was distributed during May of 1968 

to 147 Florida State University students who had completed 

their home economics student teaching during the two pre

vious calendar years. Responses resulted in identification 

of five variables that were significantly related to rap

port between the cooperating teacher and the student 



teacher. A comparison of student teachers with high rap

port scores revealed that those with high scores had: 

1. Higher grades in student teaching 

2. Participated in a greater number of different 

types of activities with the Future Homemakers 

of America organization 

3. Supervising teachers who had completed courses 

in supervision 

4. Experienced the major part of their teaching 

with pupils in the ninth grade 

5. Supervising teachers who assumed a greater 

number of responsibilities and/or extended 

a greater number of courtesies (5:64-65). 

Allman's (2) study supported the first four of these vari-
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ables when she replicated Chamberlain's study at Texas Tech 

University in 1972. 

In Chamberlain's (5) study, rapport scores were not 

related to the age or marital status of the cooperating 

teacher. There was no relationship between the rapport 

score and the cooperating teacher's level of education, but 

rapport may be related to whether the cooperating teacher 

. . 
has completed a course in supervision. 

Owen (24) utilized Chamberlain's Rapport Scale in 

determining if specific factors were related to the rapport 

established between student teachers and cooperating teach-

ers. She utilized information from a "Time Distribution 



Scale" completed by student teachers during the student 

teaching experience. The scale was expanded to include 

seven selected factors. These were concerned with the 

amount of time student teachers taught under various con

ditions, the number of conferences the student teacher had 

with the cooperating teacher, and the number of college 

activities in which participative and leadership roles 

were assumed. 
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Results of the study indicated a significant but 

negative relationship between rapport scores and total 

number of hours teaching while observed by the cooperating 

teacher. Gwen attributed this to the possibility that stu

dents experienced greater anxiety when being observed by 

the cooperating teacher. 

Allman (2) utilized the chi-square test to deter

mine that there was a .05 level of significance between 

rapport scores and these factors: 

1. Arrangements made before student teacher 

arrived 

2. Arrangements made for the student teacher's 

school experiences in addition to classroom 

contact 

3. Assistance given with the student teacher's 

professional growth 

4. Evaluation of student teacher 



5. Mechanical arrangements for the student 

teacher's conveniences 

6. Expressions of personal concern. 
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In 1963, Rosenfeld (31) designed two Personal

Professional Rapport Questionnaires, one for cooperating 

teachers and one for student teachers, to measure the de

gree of personal-professional rapport between the respec

tive teachers. Sixty Pennsylvania State University coop

erating teachers who were working with their first student 

teachers completed a battery of tests at the beginning and 

conclusion of the student teaching period. The instruments 

included the Minnesota Teacher Attitude Inventory (MTAI); 

the Dogmatism Scale; a census-type data form; and the ques

tionnaire, Personal-Professional Rapport (PPR) for coop

erating Teachers. Student teachers provided comparable 

data. The mean PPR's for the cooperating teacher and the 

student teachers were similar. A correlation of the re

spective cooperating teacher's and student teacher's data 

on the PPR yielded an r of .51 which was statistically sig

nificant. Interpretation of the data resulted in Rosenfeld 

arriving at the conclusion that less dogmatic cooperative 

teachers may be expected to establish a higher degree of 

rapport with their pupils. It seems appropriate to make 

the assumption that less dogmatic trainer agents are able 

to establish a higher degree of rapport with the new agents 

they train. 
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Robertson's (29) study was concerned with student 

teacher's discipline, respect, and rapport in the class

room situation. It was indicated that the discipline and 

rapport-building techniques which the student teachers 

received from the cooperating teacher were during the 

"breaking-in" period. The data collected revealed that 

student teachers expressed the opinion that the student 

teaching experience could be more profitable under the 

following conditions: 

1. Attempts were made to help the student teacher 

feel welcome in the classroom 

2. The student teacher was introduced to the 

class as a valuable member of the group 

3. The cooperating teacher complimented the 

student teacher for success and progress 
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4. The cooperating teacher made definite, direct, 

and clear criticisms of the lesson presentation 

5. Partial teaching responsibility was assigned, 

gradually increasing it as the semester 

progressed. 

Establishment of rapport may be a factor in build-

ing good morale. In a study conducted with students at the 

University of Maryland, Rosenbaum and Rosenbaum (30) found 

that high morale among trainees in relation to leadership 

style is contingent upon the situation and that higher 

morale among trainees is associated with democratic 



leadership than with autocratic leadership. Significant 

findings were: 

1. Poor performance was obtained from those 

subjects who were autocratically led but 

were not in stress conditions. 

2. Greater productivity resulted from groups 

with autocratic leaders when the group was 

under stress. 

3. In the absence of stress, democratic leader

ship was more productive. 

Establishment of good rapport with new employees 

will influence their early impressions of the Extension 

Service. This will determine, to a large extent, the at

titudes of the new agents toward Extension. 

Concern 
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The trainer agent-new agent relationship is in 

reality a teacher-student relationship. Trainer agents 

provide experiences that help new agents acquire knowl

edge, skills, attitudes, and behaviors needed to perform 

position responsibilities. Nygren's (23) study of how 

teacher concern is perceived by students and whether teacher 

concern is measurable seems to be applicable. Each of four 

New York homemaking teachers agreed to select one of her 

classes to participate. A questionnaire, Student's Esti

mate of Teacher Concern (SETC), was used to secure students' 
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viewpoints. A measure of teacher concern was believed to 

be most reliable through this method which allowed students 

to give their views of how they perceived the teacher's 

behavior toward them. 

The questions for the SETC instrument were devel

oped from the students' responses. Nygren's prediction 

was that a response would indicate either the presence or 

absence of recognition, understanding, or help. The three 

subscores for these areas were totaled to determine a mea

sure of teacher concern. The teacher's rated students 

using the Teacher's Estimate of Concern according to visi

bility, knowing, and help given. 

Split-half reliability coefficients were computed 

for the fifty-three students in the study and for an addi

tional 143 who took part in the department research project 

conducted during the same period. The reliability coeffi

cient for the total SETC was .96 for each sample. 

Upon comparing the SETC mean standard scores with 

the teacher's estimate of concern, it was revealed that 

students who rated the teacher high tended to be those who 

were rated high by the teacher. Likewise, students who 

gave the teacher low ratings were rated middle or low by 

the teacher. 

As a result of the study, Nygren concluded that 

students perceive a teacher's concern for them clearly 

when teachers reported that the students were visible to 



them and that they knew them. She stated: 

Superior teachers often do more than present a 
body of subject matter - they bring about a 
variety of changes in attitude and behavior •.. 
The theory of teacher concern places emphasis 
upon the quality of the student-teacher rela
tionship as one important factor in the learn
ing situation (23:180). 

Phelps (25) adapted and assessed the validity of 
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Nygren's SETC to fit the student teacher-supervising teacher 

situation. The purpose of Phelps' study was to determine 

whether interpersonal relationship factors are related to 

student teaching satisfaction and to determine whether these 

factors could be assessed by a questionnaire. 

The student Teacher Estimate of Cooperating Teacher 

Concern was responded to by student teachers who gave their 

opinions concerning the cooperating teacher's reaction to 

them in the areas of recognition, understanding, and help. 

The cooperating teachers, in turn, gave their impressions 

concerning the student teacher by responding to the Coop

erating Teacher Estimate of Student Teacher Concern. The 

conclusions which Phelps drew from the analysis of data were: 

1. The cooperating teacher and the student teacher 

agreed in most instances about the level of 

their relationship. 

2. Satisfaction in student teaching seemed to 

accompany good cooperating teacher-student 

relationships. 



3. With few exceptions, the cooper a ting teacher 

tended to be rated at a consistent level by 

the student teacher during the three terms. 

4. The variations of the SETC used in this study 

seemed to give accurate assessments of the 

interpersonal relations in the student teach

ing situations. 
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Ray (26) made revisions and editorial changes in the 

SETC which was devised by Nygren with the purpose of increas

ing the discriminating power of individual items and clarify

ing the dimension of concern as defined by Nygren. The study 

was conducted in nine central schools in New York State and 

included 468 seventh and eighth grade girls and nine teach

ers who were recent home economics graduates. The odd-even 

reliability coefficient for the total SETC when computed on 

468 cases was 0.95, with the individual dimensions giving 

coefficients in the 80's. 

The Minnesota Teacher Attitude Inventory (MTAI) was 

introduced into the study because it represents a standard

ized attempt to measure the degree of rapport between teach

ers and their pupils and has been used as a predictor of 

teaching effectiveness. The MTAI contains 150 items dealing 

with the teacher's concept of an "appropriate" relationship 

with pupils. The teacher's score is said to be a predictive 

index of the rapport present between teachers and pupils. 
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Ray's findings support Nygren's concept of concern 

and the use of the SETC to measure concern. The SETC proved 

to be a reliable measure of internal consistency with the 

population studied. 

Evidences of concern may be shown by demonstrating 

interest in, consideration of, or a regard for another 

person. If the new agent perceives the trainer agent as 

being concerned about the new agent's personal and profes

sional growth, the interpersonal relationship between the 

two individuals will be strengthened. 

Interpersonal Relationships 

General interest regarding interpersonal relation

ships between subordinates and their superiors is evidenced 

in the numerous studies addressed to the topic. The ones 

most pertinent to the investigator's study have been cited 

here. 

Stanwood's (32) research was designed to: 

1. Define the responsibilities of the ideal 

home economics cooperating teacher 

2. Determine which activities proved to be 

more valuable to student teachers as they 

began their professional careers 

3. Specify the ideal personal characteristics 

and professional qualifications of a home 

economics cooperating teacher. 



Former student teachers presently teaching or with 

one year of teaching experience evaluated, by means of a 

rating scale, which experiences during student teaching 

were most helpful to them later. A second instrument was 

sent to cooperating teachers to determine activities they 

recommended be provided for student teachers. Data from 

both instruments were compiled and analyzed separately, 

after which the results were compared. The analyzed data 

were incorporated into guidelines for cooperating teachers 

to use during the student teaching experience. 
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Stanwood concluded that the ideal cooperating teach

ers possess those personal characteristics which require 

insight and skill in interpersonal relationships such as 

understanding, empathy, fairness, patience, sincerity, tact, 

and diplomacy. They are also encouraging, reasuring, and 

skillful in communication. Stanwood also indicated that 

student teachers are often overly concerned and anxious, 

especially during the beginning stages of student teaching, 

and need reassurance and understanding. 

The data for Thornas's (35) study were obtained 

through administering the Barrett-Leonard Relationship 

Inventory to sixty-nine student teachers in the School of 

Horne Economics at the Ohio State University and their fifty

one cooperating teachers. It was revealed that cooperating 

teachers see the relationship with student teachers much as 

student teachers think the relationship exists. Thomas 



noted that the greatest changes made in teacher education 

in the past twenty years have been in the area of human 

relations. 
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Allee (1) investigated relationship variables and 

the perceived need satisfaction of student teachers. In 

the study of seventy-one student teachers and their coop

erating teachers, it was found that interpersonal compati

bility and congruence of beliefs between cooperating teach

ers and student teachers yielded statistically significant 

F-ratios at .05 or .01 level for every need area measured. 

Indik (15) conducted a study to determine whether 

the application of certain "good" human relations principles 

by supervisors actually caused their subordinates to produce 

more efficiently. Data were gathered from questionnaires 

that were completed by 975 supervisors and their subordinates 

in twenty-seven organizational units. Job performance mea

sures and supervisory ratings were also analyzed. Indik 

found that a high level of supervisory performance tended 

to be associated with openness of communication channels 

between supervisors and their subordinates, subordinates 

satisfaction with their supervisors' supportive behavior, 

and a relatively high level of local autonomy on work

related matters. 

Campbell and Williamson (4) conducted a study at 

North Texas State University to determine major areas of 

difficulties as perceived by student teachers. A pre and 
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posttest instrument was submitted to 325 secondary teachers. 

Responses to fourteen problems that are commonly encountered 

by student teachers were obtained. The results of the study 

indicate that success in student teaching is not contingent 

upon the school to which student teachers are assigned nor 

the subjects which they are assigned to teach. The most 

important variable is the relationship between the student 

teachers and the cooperating teachers to whom they are 

assigned. 

Deischer (8) studied the behaviors of cooperating 

teachers perceived to be effective and ineffective by secon

dary student teachers. From the data collected during this 

study, twenty-five critical behavior categories were deter

mined to be the most important. Eleven of these were con

cerned with interpersonal relationships. 

Trimmer (38) conducted a survey of 351 secondary 

student teachers. It was found that the criticisms most 

often made about the cooperating teachers in the order of 

frequency were these: 

- Lack of criticism 

- No regular conferences 

- Never allowed control of class 

- No suggestions as to methods and techniques 

- Freedom, but no guidance 

- Lack of organization 

- Rigidity 
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- Not frank in criticism 

- Poor attitude toward students 

Inflexibility in teaching methods. 

Trimmer concluded that the insensitivity of the cooperating 

teacher contributes to the conflict that may arise with the 

student teacher. 

Churukin (6) concluded that if supervisors want to 

maximize supervisee perceived learning and productivity, 

they should concentrate upon establishing high quality in

terpersonal relationships as their primary objective. 

Johnson and Bledsoe (17) expressed the opinion that as Ex

tension agents acquire favorable experiences and as profes

sional expectations are fulfilled, the probability of their 

staying with Extension is increased. 

Summary 

Based on the implications of the studies cited here, 

it seems reasonable to conclude that trainer agents need 

continued guidance for their role in the trainer agent-new 

agent relationship. The way in which a new agent develops 

professionally during the training period is greatly influ

enced by the relationship which is attained between the 

trainer and the new agent. 



CHAPTER III 

METHODOLOGY 

Data Collecting Instrument 

A three-part questionnaire developed by Chamberlain 

in a study at The Florida State University in 1969 was modi

fied for use in this study. Chamberlain's instrument was 

designed to measure rapport between student teachers and 

supervising teachers. In constructing the Rapport Scale, 

Chamberlain generated a list of preliminary statements 

based on data obtained in previous research and from her 

teaching and supervisory experiences. The list of state

ments was submitted to a panel of ten teacher educators 

who evaluated the preliminary items. Suggestions of panel 

members were utilized in development of the Rapport Scale. 

Reliability of the Rapport Scale was established using the 

Spearman rank correlation coefficient between odd and even 

items. Reliability was found to be .98, which was signifi

cant at the .001 level. A further test of the reliability 

of the instrument utilized the test-retest procedure. A 

follow-up study was conducted six months after the first 

data were obtained. Spearman rank correlation coefficient 

between the first and second score was .93, significant at 

the .001 level. An item analysis was utilized to assess 

the validity of the instrument. 
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Revisions of the Rapport Scale were made by this 

investigator to make it appropriate for the Extension Ser

vice population and situation being examined. As the in

strument was to be sent to both male and female employees 

all pronouns designating a given sex were deleted. Certain 

word changes were made to make the instrument more relevant 

to Extension vocabulary and working situations. 

The first part of the questionnaire, Background 

Factors, was developed to obtain information concerning 

background variables selected by the researcher for this 

study. It was designed to gain information regarding per

sonal descriptions and situational factors. 

The second part of the instrument, the Rapport 

Scale, consists of seventy-nine statements designed to 

elicit responses from new agents regarding their percep

tions of the presence or lack of trainer agent-new agent 

rapport. The scale was developed so a composite score 

could be obtained by totaling the responses on a five point 

continuum. The scale utilizes responses numbered zero 

through four. The designated responses were defined in the 

instructions as four, three, two, one, and zero represent

ing approximately one hundred, seventy-five, fifty, twenty

five, and zero percent of the time respectively. The six

teen negative statements were assigned scores in reverse 

order. 
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A section entitled Responsibilities Assumed and 

Courtesies Extended by My Trainer Agent composed the third 

part of the instrument. Statements from Chamberlain's in

strument were compared with guidance materials prepared 

for use by trainer agents and information found in the 

literature concerning induction of new Extension agents. 

The statements included in the Responsibilities Assumed 

and Courtesies Extended by My Trainer Agent were constructed 

to be applicable to a wide variety of situations. 

The instrument was constructed for new agent re

sponse only. While no similar Extension study was located 

in the literature, studies by Phelps (25), Rosenfeld (31), 

and Thomas (35) concerning student teachers' and cooperat

ing teachers' relationships showed that there is a substan

tial degree of agreement between these two groups in their 

assessment of their relationship. 

Permission to use and adapt the instrument was ob

tained from Dr. Valerie M. Chamberlain, Associate Profes

sor, Department of Home Economics Education, Texas Tech 

University. A copy of the three part instrument as adapted 

for this study is found in Appendix B. 

Description of the Population 

The subjects for the study were 183 Extension agents 

who were employed as assistant county Extension agents or 

Extension assistants by the Texas Agricultural Extension 
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Service, The Texas A&M University System, between the dates 

of July 1, 1972, and June 30, 1975. Of the 183 agents who 

were mailed questionnaires and instructions for completion 

of the instrument, 160 sets were returned. Of these, one 

could not be included in the analyses because it was incom

plete. 

Collection of Data 

The study was based on data obtained through re

sponses to a questionnaire mailed to Extension agents who 

had been employed by the Texas Agricultural Extension Ser

vice, The Texas A&M University System, between July 1, 1972, 

and June 30, 1975. The information was gathered from a 

three part instrument designed to collect background infor

mation, to measure rapport between the trainer agent and 

the new agent, and to determine responsibilities assumed 

and courtesies extended by the trainer agent. Responses 

were completely anonymous and respondents were instructed 

not to affix their names to the instrument. It was sug

gested that responses might be mailed from a different 

town from the respondent's address as an additional measure 

to insure anonymity. 

A letter from Dr. Daniel C. Pfannstiel, Associate 

Director, Texas Agricultural Extension Service, to those 

selected to participate in the study stated his support of 

the study. Dr. Pfannstiel requested that agents cooperate 
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by completing and returning the questionnaire promptly. 

On October 30, 1975, questionnaires were sent to 

each of the 183 agents in the population. A letter, which 

can be found in Appendix A, explaining the purpose of the 

study was included. A self-addressed stamped envelope was 

provided for returning the questionnaire. The greatest 

number of responses were received within ten days of the 

first mailing. Of those agents in the study still em

ployed, ninety-one percent responded to the first letter. 

Of those agents in the study no longer employed, fifty

three percent responded to the first letter. A reminder 

letter and another questionnaire, see Appendix A, were 

mailed November 26, 1975, to all the former Extension agents 

in the population asking them to respond if they had not 

previously done so. The second letter resulted in four 

additional responses. A total of twenty-one responses or, 

sixty-six percent, were received from the study partici

pants who had terminated their employment with the Exten

sion Service. The last response used in the study was 

postmarked January 5, 1976. 

There were 160 responses returned of the total of 

183 that were mailed out. This represents an 87.43 percent 

return from the agents and former agents who were selected 

for the study. 
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Treatment of Data 

Rapport scores were determined for each of the 1S9 

useable sets of data that were collected from new agents. 

The statistical tests used to analyze the data included the 

Pearson product-moment correlation, analysis of variance, 

and the chi-square test. The Pearson product-moment cor

relation was used to determine whether there was a signifi

cant correlation between rapport scores and the total num

ber of responsibilities assumed and courtesies extended by 

the trainer agent. 

Analysis of variance was used to compute the dif

ference between rapport scores and the selected background 

variables. The responsibilities assumed and courtesies ex

tended by the trainer agent were also subjected to the 

analysis of variance. The .OS level of significance was 

considered adequate to justify a relationship between the 

background variables. 

The chi-square test was used to investigate whether 

there was a significant difference between those new agents 

who had rapport scores above and below the median and each 

of the forty-one responsibilities and courtesies listed in 

Appendix B. The .OS level of significance was considered 

adequate to justify that there was a relationship between 

the rapport scores and each of the responsibilities and 

courtesies. 



CHAPTER IV 

ANALYSIS AND INTERPRETATION OF DATA 

The data used in the study were secured from a 

three-part instrument adapted from Chamberlain's instru

ment used at The Florida State University. Selected back

ground factors, rapport scores, and the responsibilities 

assumed and courtesies extended to each of the responding 

new Extension agents provided data analyzed in the study. 

The requested background factors included items regarding 

personal and situational factors. The rapport score was 

determined by analyzing each new agent's responses to 

seventy-nine statements indicating the perceived presence 

or lack of rapport between the new agent and the trainer 

agent. The total number of responsibilities assumed and 

courtesies extended by the trainer agent as reported by 

the new agent was determined for each respondent. 

The discussion of the data will be considered in 

two categories. The first section will be concerned with 

the background data, and the second section will be con

cerned with the tests of the hypotheses. 

Descriptive Data 

of the 160 questionnaires returned, 159 contained 

useable data. One was not included as the information pro

vided by the respondent was too incomplete to be used. Of 
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the 156 who indicated the areas in which their degrees had 

been earned, seventy-four were in agriculture and eighty

two were in home economics. 

Five agents attained the maximum possible score of 
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316 on the Rapport Scale. The minimum rapport score was 47 

resulting in a range of 269 points. The mean rapport score 

was 241.87, while the median score was 256. This variance 

reflects the fact that two of the respondents had scores 

below 100. 

The list of responsibilities assumed and courtesies 

extended to the new agent by the trainer agent allowed for 

a maximum score of forty-one. The mean number of responsi-

bilities assumed and courtesies extended was 26.6. 

Data obtained from the first part of the instru-

ment, Background Factors, see Appendix B,are given in Table 

1. The new agents' responses to the fifteen items are sum-

marized. Both total numbers and percentages are given. 

TABLE 1 

SUMMARY OF SELECTED BACKGROUND FACTORS 

Background Factors 

New Agent's present employment status: 
Employed by the Texas Agricultural 

Extension Service 
Employed as a professional by 

another organization 
Self employed 
Not gainfully employed at the 

present time 
Other 

Number 

138 

9 
3 

5 
4 

Percentage 

86.8 

5.7 
1.9 

3.1 
2.5 



TABLE 1--Continued 

Background Factors 

New agent's length of training: 
Less than three months 
Three months to one year 
One to two years 
More than two years 

New agent's major work experience: 
4-H and youth programs 
Adult programs 
Balance between youth and adult 

programs 
Other 

New agent's age at time of training: 
Under 23 
23 - 25 
26 - 30 
Over 30 

New agent's marital status at time 
of employment: 

Never been married 
Married 
Divorced 

New agent married during training: 
Yes 
No 

New agent's educational attainment: 
Bachelors degree 
Graduate course work 
Masters degree 

New agent's plans for Extension 
career: 

Yes 
No 
Undecided 

Trainer agent's Extension experience: 
Less than 5 years 
5th - 10th year 
over 10th year 
Do not know 

Number 

33 
27 
66 
30 

86 
9 

61 
3 

56 
73 
20 

9 

85 
67 

7 

30 
129 

112 
23 
23 

82 
21 
55 

18 
39 
99 

2 
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Percentage 

21.2 
17.3 
42.3 
19.2 

35.4 
46.2 
12.7 

5.7 

53.5 
42.1 

4.4 

18.9 
81.1 

70.9 
14.6 
14.6 

51.9 
13.3 
34.8 

11.4 
24.7 
62.7 

1.3 
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TABLE !--continued 

Background Factors Number Percentage 

Trainer agent's estimated age: 
Less than 30 
30 - 39 
40 - 49 
Over 50 
Do not know 

Trainer agent's marital status: 
Single 
Married 
Widowed 
Divorced 

Trainer agent's educational 
attainment: 

Bachelors degree 
Graduate course work 
Masters degree 
Do not know 

Trainer agent had course in 
supervision: 

Yes 
No 
Do not know 

Number of agents in county: 
Three or less 
Four to six 
More than six 

Location of county: 
Rural 
Urban 

Tests of Hypotheses 

22 
48 
41 
47 

1 

14 
123 

12 
9 

67 
37 
50 

4 

44 
28 
86 

58 
98 

3 

129 
29 

13.8 
30.2 
25.8 
29.6 
0.6 

8.9 
77.8 
7.6 
5.7 

42.4 
23.4 
31.6 

2.5 

27.8 
17.7 
54.4 

36.5 
61.6 
1.9 

81.6 
18.4 

seven hypotheses were tested. The first was stated 

as follows: 

Hypothesis 1: There is no statistically sig
nificant difference between rapport scores of 
new agents and the selected background factors. 
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The data were statistically treated using analysis 

of variance. Hypothesis 1 was partially accepted as the 

analysis of data pertaining to Hypothesis 1 showed there 

was no statistically significant difference between rapport 

scores and the following background factors: 

New agent's present employment status 

Audience with which new agent performed major 
portion of work 

Age of new agent 

New agent's marital status 

New agent's educational attainment 

New agent's plans for Extension career 

Age of trainer agent 

Trainer agent's marital status 

Trainer agent's educational attainment 

Trainer agent had course{s) in supervision 

Number of agents in county where new agent trained 

Location of county in which new agent trained. 

Hypothesis 1 was partially rejected as there was a 

significant difference beyond the .05 level of significance 

between rapport scores of new agents and the following back-

ground factors: 

Length of training period of new agent 

New agents who married during the training period 

Trainer agent's years of Extension experience. 

Data pertaining to Hypothesis 1 are found in Table 

2. The data in Table 2 were statistically treated using 

analysis of variance. 

TEXAS TECH LIBRARY 



TABLE 2 

DIFFERENCES BETWEEN RAPPORT SCORES AND BACKGROUND FACTORS 

Source of Sum of Mean F Level 
Background Factors Variation Squares df Squares Ratio of Sig. 

New agent employment Between groups 4155,00 1 4155.00 
status 1.1258 NS* 

Within group 579430.00 157 3690.64 
Total 583585.00 158 

New agent length of Between groups 40815.00 3 13605.00 
training 3.8486 .05 

Within groups 537332.00 152 3535.08 
Total 578147.00 155 

New agent group work Between groups 18699,31 3 6233.10 
experience 1.7103 NS 

Within groups 564885.69 155 3644.42 
Total 583585.00 158 

New agent age Between groups 2046.75 3 682.25 
0.1808 NS 

Within groups 581045.25 154 3773.02 
Total 583092.00 157 

New agent marital 
status Between groups 14570.00 2 7285.00 

1.9972 NS 
Within groups 569015.00 156 3647.53 
Total 583585.00 158 

* Not significant 
U1 
0 



TABLE 2--Continued 

Source of Sum of 
Background Factors Variation Squares 

New agent married during Between groups 14643.00 
training 

Within groups 568942.00 
Total 583585.00 

New agent educational Between groups 6154.00 
attainment 

Within groups 573292.00 
Total 579446.oo 

New agent plans for Between groups 6883.00 
Extension career 

Within groups 572563.00 
Total 579446.oo 

Trainer agent Extension Between groups 39372.44 
experience 

Within groups 540073.56 
Total 579446.oo 

Trainer agent age Between groups 22268.00 

Within groups 561317.00 
Total 583585.00 

* Not significant 

Mean 
df Squares 

1 14643.00 

157 3623. 83 
158 

2 3077.00 

155 3698.66 

157 
2 3441.50 

155 3693. 95 

157 
3 13124.14 

154 3506.97 
157 

4 5567.00 

154 3644.92 
158 

F 
Ratio 

4.0407 

0.8319 

.09317 

3.7423 

1.5273 

Level 
of Sig. 

.05 

NS 

NS 

.05 

NS 

U1 
1--' 



TABLE 2--Continued 

Source of Sum of 
Background Factors Variation Squares 

Trainer agent marital Between groups 1967.06 
status 

Within groups 577478,94 
Total 579446.oo 

Trainer agent educational Between groups 12232.25 
attainment 

Within groups 567213.75 
Total 579446.oo 

Trainer agent supervision Between groups 11885.00 
courses 

Within groups 567561.00 
Total 579446.oo 

Number of agents in Between groups 3950.31 
County 

Within groups 579634.69 
Total 583585.00 

Location of county Between groups 9216.00 

Within groups 570730.00 
Total 579946.oo 

* Not significant 

Mean 
df Squares 

3 655.69 

154 3749.86 

157 

3 4077.42 

154 3683.21 

157 
2 5942.50 

155 3661.68 
157 

2 1975.16 

156 3715.61 
158 

1 9216.00 

156 3658.53 
157 

F 
Ratio 

0.1749 

1.1070 

1.6229 

0.5316 

2.5190 

Level 
of Sig. 

NS* 

NS 

NS 

NS 

NS 

U1 
rv 



As data in the study indicated, the length of new 

agents' training, whether new agents married during the 

training program, and the trainer agents' years of Exten

sion experience were significantly related to new agents' 

rapport scores. Table 3 shows the variations in the means 

of rapport scores of new agents by length of the training 

period for each designated group. 

Group 

1 

2 

3 

4 

TABLE 3 

NUMBER OF NEW AGENTS BY LENGTH OF TRAINING 

AND MEAN RAPPORT SCORE FOR EACH GROUP 

Category 

Less than three months 

Three months to one year 

One to two years 

More than two years 

N 

33 

27 

66 

30 

Mean 
Rapport Score 

263.45 

259.15 

225.68 

240.00 

Of the respondents in the study, those with the 

53 

highest mean rapport scores were in training programs three 

months or less. New agents whose training periods were 

three months to one year in length had the second highest 

rapport scores. These responses reflect a slight decline 

in mean rapport scores between groups one and two; a rather 

sharp decline in mean rapport scores between groups two and 



three: and an incline in mean rapport scores from group 

three to four. 

Results of the data show a significant difference 

between the rapport scores of agents who married during 
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the training and those who did not marry during this period. 

A further examination was made of the data regarding the 

relationship between those who did and those who did not 

marry while in training. As shown in Table 4, new agents 

in the study who married during the training program had 

lower rapport scores than those in the study who did not 

marry while in training. 

TABLE 4 

MEAN RAPPORT SCORES OF NEW AGENTS WHO MARRIED 

AND DID NOT MARRY DURING TRAINING PROGRAM 

Category N 

Married during program 30 

Did not marry during program 129 

Mean 
Rapport Score 

221.97 

246.50 

The number of years of professional Extension ex-

perience of the trainer agent was significantly related to 

the respondents' rapport scores. Table 5 identifies the 

levels of the trainer agents' experience within groups and 

the mean rapport scores of new agents responding. 



Group 

TABLE 5 

RAPPORT SCORES OF NEW AGENTS FOR EACH LEVEL 

OF TRAINER AGENTS' EXTENSION EXPERIENCE 

Category N Mean 
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Rapport Score 

1 Less than five years 18 232.50 

2 Fifth to tenth year 39 268.05 

3 Over tenth year 99 233.54 

4 Do not know 2 196.00 

Highest mean rapport scores in this study were found 

when trainer agents had completed five to ten years of Ex-

tension experience. Almost equal scores resulted for those 

new agents whose trainers had less than five years of Exten-

sion experience and those with ten years or more of experi-

ence with the Extension Service. The rapport scores of the 

two respondents who did not know the trainer agent's level of 

experience resulted in the lowest mean score of the group. 

The findings of the study were compared to those 

reviewed. Some of the similarities and differences with 

other studies are noted. Rosenfeld (31:1182) found that 

single teachers' mean scores on the MTAI were significantly 

related to favorable attitudes toward students. Chamberlain 

(5:44) and Allman (2:42) found that student teachers' rap-

port scores were not related to the marital status, age, 



level of education, or years of teaching experience of the 

cooperating teacher. 
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The present study reveals that new agents' mean rap

port scores are lower when the trainer agents have fewer 

than five .years of experience than when they have five to 

ten years of experience. Johnson and Bledsoe (17:18) de

termined that Extension agents with five years or less of 

experience have the lowest morale scores when compared with 

agents with longer length of service. 

The present study supports the findings of Chamber

lain and Allman regarding the lack of relationship between 

rapport scores and the trainer agent's marital status, age, 

and level of education. Broadbent (3:10) identified factors 

unrelated to performance in supervision. These include age, 

academic degrees, and advanced studies in supervision. 

Chamberlain's (5:44) study indicated no relationship 

between the student's rapport score and the length of the 

student teaching period. She found that students with high 

rapport scores had supervising teachers who had course(s) 

in supervision. The difference was not supported in the 

present study. 

Data in this study were analyzed to determine if 

there was a significant difference between whether the 

trainer agent had a course(s) in supervision and the num

ber of responsibilities assumed and courtesies extended by 

the trainer agent to the new agent. A significant 
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difference did exist between the trainer agents who had a 

course(s) in supervision and the number of responsibilities 

and courtesies extended. The data were treated using analy

sis of variance. The F-ratio was 4.5080 with two degrees 

of freedom which is significant at the .OS level. Gomersall 

and Myers (12:71) and Broadbent (3:6) concluded that super-

visory training for new supervisors is valuable in helping 

them assume supervisory responsibilities. 

The data were analyzed using the Pearson product-

moment correlation coefficient in testing Hypothesis 2 which 

stated: 

Hypothesis 2: There is no statistically signifi
cant relationship between rapport scores of new 
agents and the number of responsibilities assumed 
and courtesies extended by the trainer agent. 

Hypothesis 2 was rejected because a significant re-

lationship was found between the rapport scores of the new 

agents and the number of responsibilities assumed and cour-

tesies extended by the trainer agents. The Pearson product-

moment correlation between the rapport scores and the total 

number of responsibilities assumed and/or courtesies ex-

tended by the trainer agent to the new agent was .73 which 

is significant at the .001 level. 

The relationship found in the present study sup

ported the findings of Chamberlain and Allman in earlier 

research. Chamberlain (5:51) found that when scores from 

the Rapport Scale and the total number of responsibilities 
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assumed and/or courtesies extended by the supervising 

teacher to the student teacher were investigated using the 

Spearman rank correlation the coefficient obtained was .69, 

significant at the .001 level. Allman (2:49) utilized 

Chamberlain's instrument with student teachers. In Allman's 

study, the data from the rapport score and the number of 

responsibilities and courtesies extended by the cooperat-

ing teacher to the student teachers resulted in the Spear-

man rank correlation coefficient being .78, significant at 

the .001 level. 

The data were analyzed in regard to Hypothesis 3, 

which stated: 

Hypothesis 3: There is no statistically signifi
cant difference between rapport scores of new 
agents and each of the forty-one responsibilities 
assumed and courtesies extended. 

Hypothesis 3 was partically accepted. The chi-

square test was used to examine whether there was a dif

ference between new agents who had rapport scores above 

and below the median rapport score and each of the forty-

one responsibilities assumed and courtesies extended by the 

trainer agent. The responsibilities and courtesies which 

did not appear to be related to the new agents' rapport 

scores are listed below: 

The trainer agent was there when I arrived at 
the office on the first day. 

I was introduced to the county judge and 
other members of the commissioners court 
at the earliest opportunity. 



The trainer agent provided me with an 
appropriate work space of my own. 

The trainer agent arranged for me to be 
interviewed by a representative from the 
local newspaper and/or other news media. 

The trainer agent assisted me in complet
ing the "Coordinated Training Guide for 
New Agents." 
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The responsibilities and courtesies which differen-

tiated the new agents with higher rapport scores from those 

with lower rapport scores are presented in Table 6. 

TABLE 6 

RELATIONSHIPS BETWEEN RAPPORT SCORES AND 
RESPONSIBILITIES AND COURTESIES 

EXTENDED BY THE TRAINER AGENT 

Responsibility and Courtesy 
Level of Sig. 
Using x 2 Tests 

Made personal contact before training period 

Told Extension personnel and key individuals 
about new agent's expected arrival 

Told key individuals/leaders about new agent 
prior to arrival 

Placed new agent's name on desk prior to 
arrival 

Prepared some means of welcoming new agent 
to county 

Provided new agent with calendar and over
view of general schedule and job assignments 

Arranged tour of courthouse for new agent 

.05 

.001 

.001 

.OS 

.001 

.01 

.001 



TABLE 6--Continued 

Responsibility and Courtesy 

Provided opportunity for new agent to take 
part in Extension activity the first day 

Briefed new agent on major programs being 
conducted in the county at that time 

Informed new agent about backgrounds of 
key individuals 

Informed new agent of office routines 

Helped new agent become familiar with 
county facilities accessible to Extension 

Helped new agent become familiar with 
available audio-visual equipment 

Explained procedure for securing equipment 
and supplies 

Explained role and responsibility of 
off ice secretary 

Personally introduced new agent to other 
county employees 

Formally welcomed and told staff about 
new agent at first office conference 

Arranged conferences for new agent with 
other appropriate Extension personnel 

Made arrangements for new agent to observe 
regular and special Extension activities 

Took new agent on tour of conununities in 
county 

Made home and/or farm visits together 

Provided opportunity to get to know staff 
in out-of-office situation 
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Level of Sig. 
Using x 2 Tests 

.01 

.001 

.001 

.001 

.001 

.001 

.001 

.001 

.001 

.05 

.001 

.01 

.001 

.001 

.001 



TABLE 6--Continued 

Responsibility and Courtesy 

Invited new agent to home at least 
once during first few weeks 

Invited new agent to non-Extension 
activity or meeting 

Informed new agent about local customs 
and/or traditions 

Helped new agent become familiar with 
required reports 

Offered to take new agent to professional 
meetings outside the county 

Attended first meetings where new agent 
had responsibilities 

Set aside time to discuss proposed plans 
for which new agent was responsible 

Helped with d~veloping new agent's portion 
of total county program 

Gave verbal comments of evaluation 

Told of positive comments regarding new 
agent's performance discussed with district 
agent 

Told new agent of compliments heard from 
others 

Checked to determine progress made with 
"Coordinated Training Guide for New Agents" 

Did not make corrections in front of staff 
members and/or clients 

Did not interrupt while working with a 
client 
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Level of Sig. 
Using x2 Tests 

.001 

.001 

.001 

.01 

.01 

.001 

.001 

.001 

.01 

.001 

.001 

.05 

.05 

.001 
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These findings partially support those of both 

Chamberlain and Allman. Chamberlain (5:51) found no sig

nificant difference in rapport scores and whether the stu

dent teacher was introduced to the principal during the 

first week. She reported significant difference in rapport 

scores and whether the supervising teacher provided an ap

propriate work space, arranged an interview with the news

paper, and reviewed the "Intern Profile" to determine how 

many experiences the student teacher was having. Allman's 

(2:50) study indicated no significant difference in rapport 

scores and whether the student teacher was introduced to the 

principal during the first week and whether the cooperating 

teacher had provided an appropriate work space. Parallel 

findings can be identified in the present study. No sig

nificant difference was found in rapport scores and whether 

the trainer agent introduced the new agent to the county 

judge at the earli~st opportunity, provided an appropriate 

work space for the new agent, arranged for the new agent to 

be interviewed by a representative from the local news media, 

or assisted the new agent with completing the "Coordinated 

Training Guide for New Agents." 

New agents' responses to the forty-one responsibili

ties and courtesies are presented in both total numbers and 

percentages in Table 7. 



TABLE 7 

NUMBER OF NEW AGENTS REPORTING THE RESPONSIBILITY 
WAS ASSUMED OR THE COURTESY WAS EXTENDED BY THE 

TRAINER AGENT AND THE PERCENTAGE OF EACH 
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Responsibility and Courtesy Number Percentage 

Made personal contact before training 
period 

Told Extension personnel and key 
individuals about new agent's 
expected arrival 

Was in office when new agent arrived 
on first day 

Introduced to county judge and members 
of commissioners court at early oppor-
tunity 

Told key individuals/leaders about 
new agent prior to arrival 

Placed new agent's name on desk prior 
to arrival 

Prepared some means of welcoming new 
agent to county 

Provided new agent with own work space 

Provided new agent with calendar and 
overview of general schedule and job 
ass.ignments 

Arranged tour of courthouse for new 
agent 

Provided opportunity for new agent to 
take part in Extension activity the 
first day 

Briefed new agent on major programs 
being conducted in the county at that 

time 

116 73.0 

133 83.6 

129 81.1 

129 81.1 

100 62. 9 

8 5.0 

33 20.8 

150 94.3 

134 84.3 

61 38.4 

95 59.7 

126 79.2 



TABLE 7--Continued 

Responsibility and Courtesy Number 

Informed new agent about backgrounds 
of key individuals 108 

Informed new agent of office routines 
without being asked 128 

Helped new agent become familiar with 
county facilities accessible to Exten-
sion 126 

Helped new agent become familiar with 
available audio-visual equipment 98 

Explained procedure for securing equip-
ment and supplies 103 

Explained role and responsibility of 
off ice secretary 111 

Personally introduced new agent to 
other county employees 127 

Formally welcomed and told staff about 
new agent at first office conference 89 

Arranged conferences for new agent with 
other appropriate Extension personnel 66 

Made arrangements for new agents to 
observe regular and special Extension 
activities 133 

Took new agent on tour of communities 
in county 99 

Made home and/or farm visits together 111 

Provided opportunity to get to know 
staff in out-of-office situation 72 

Invited new agent home at least once 
during first few weeks 89 
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Percentage 

67.9 

80.5 

79.2 

61.6 

64.8 

69.8 

79.9 

56.0 

41.5 

83.6 

62.3 

69.8 

45.3 

56.0 



TABLE 7--continued 

Responsibility and Courtesy Number 

Invited new agent to non-Extension 
activity or meeting 90 

Informed new agent about local 
customs and/or traditions 100 

Helped new agent become familiar 
with required reports 140 

Offered to take new agent to profes-
sional meetings outside of county 119 

Attended first meetings where new 
agent has responsibilities 101 

Set aside time to discuss proposed 
plans for which new agent was 
responsible 86 

Helped with developing new agent's 
portion of total county program 102 

Gave verbal comments of evaluation 121 

Told of positive comments regarding 
new agent's performance discussed 
with district agent 79 

Told new agent of compliments heard 
from others 104 

Arranged for interview with news-
paper and/or other news media 101 

Assisted with "Coordinated Training 
Guide for New Agents" 91 

Checked to determine progress with "Co
ordinated Training Guide for New Agents" 64 

Did not make corrections in front of 
staff members and/or clients 127 

Did not interrupt while working with 
a client 129 

65 

Percentage 

56.6 

62.9 

88.l 

74.8 

63.5 

54.l 

64.2 

76.l 

49.7 

65.4 

63.5 

57.2 

40.3 

81.1 

81.1 



The data were analyzed in regard to Hypothesis 4 

which stated: 

Hvpothesis 4: There is no statistically signifi
cant difference between rapport scores of new 
agents who have terminated their employment and 
those still employed. 
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Hypothesis 4 was accepted because there was no sta-

tistically significant difference between rapport scores of 

agents who had terminated their employment and those still 

employed. Analysis of variance was used to analyze the data. 

The resulting F-ratio was 1.1258 with one degree of freedom 

which was not significant as is indicated in Table 2. Fur-

ther examination of the data revealed that of the respond-

ing twenty-one former agents, seven were agriculture majors 

and fourteen were home economics majors. The mean and 

median rapport scores of agricultural agents no longer em-

ployed and home economics agents no longer employed and 

the mean and median rapport scores of the total population 

are shown in Table 8. 

TABLE 8 

MEAN AND MEDIAN RAPPORT SCORES OF TOTAL POPULATION, 
AGRICULTURAL AGENTS AND HOME ECONOMICS 

AGENTS NO LONGER EMPLOYED 

Respondents 

Total population 

Agricultural agents no 
longer employed 

Horne economics agents no 
longer employed 

Mean 
Rapport Score 

241.87 

198.00 

249.90 

Median 
Rapport Score 

256 

161 

258 



Richardson (28:48) reported that male agents who 

resigned from county Extension positions indicated they 

were less than satisfied with the guidance and training 

received from Extension agents in the county. Non-per

sisters in the study indicated that young agents desire 

more personal assistance. While the present study does 

not show a statistically significant difference in the 

rapport scores of the respondents who were former agents 

and the respondents still employed, the incidence of low 

rapport scores for agricultural agents who have resigned 

was observed. 

The data were analyzed in regard to Hypothesis 5 

which stated: 

Hypothesis 5: There is no statistically signifi
cant difference in the number of responsibilities 
assumed and courtesies extended by the trainer 
agent to those persons who are still employed com
pared with those who have terminated their employ
ment. 

Hypothesis 5 was accepted as there was no signifi

cant difference in the mean number of responsibilities and 

courtesies extended to new agents by the trainer agent of 

those persons still employed compared with those no longer 

employed. Analysis of variance was used to analyze the 

data. As indicated in Table 9, the results were not sig-

nificant. 
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TABLE 9 

DIFFERENCE BETWEEN THE NUMBER OF RESPONSIBILITIES 
ASSUMED AND COURTESIES EXTENDED AND PRESENT 

EMPLOYMENT STATUS 
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Source of Sum of Mean F Level 
variable Variation Squares df Squares Ratio of Sig. 

Employ- Between 
ment groups 30.14 1 30.14 

Status 0.4034 NS* 

Within 
groups 11730.36 157 74.72 

Total 11760.50 158 

*Not significant 

The mean number of responsibilities and courtesies 

extended to new agents in the total population was 26.59. 

Respondents still employed reported responsibilities and 

courtesies that resulted in a mean of 26.76, while the 

mean for persons who had terminated was 25.48. The com-

parison of the mean scores indicates that a very similar 

number of responsibilities and courtesies were extended 

to the agents who have terminated compared to those still 

employed. 

The data were analyzed in regard to Hypothesis 6 

which stated: 

Hypothesis 6: There is no statistically significant 
difference between rapport scores of new home eco
nomics Extension agents and new agricultural Exten-
sion agents. 



Hypothesis 6 was accepted. The data was attained 

from an analysis of variance with the results shown in 

Table 10. 

TABLE 10 

DIFFERENCE BETWEEN RAPPORT SCORES OF NEW HOME 
ECONOMICS EXTENSION AGENTS AND NEW 

AGRICULTURAL EXTENSION AGENTS 
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Source of Sum of Mean F Level 
Variable Variation Squares df Squares Ratio of Sig. 

Horne Eco- Between 
nornics groups 4360.31 2 2180.16 
Agents/ 

Agricul- .05872 NS* 
tural 
Agents Within 

groups 579224.69 156 3712.98 

Total 583585.00 158 

*Not significant 

An F-ratio of .05876 with two degrees of freedom 

indicates that there is little difference in the way home 

economics Extension agents and agricultural Extension agents 

perceive rapport established with their trainer agents. Ad-

ditional data showed that the mean rapport score for the 

seventy-four new agricultural agents responding with 238.26. 

The eighty-two new home economics agents who responded had 

a mean rapport score of 246.06. The rapport scores of the 

two groups were close, as indicated in the test for signifi-

cance. 



The data were analyzed in regard to Hypothesis 7 

which stated: 

Hypothesis 7: There is no statistically significant 
difference between each of the forty-one responsibil
ities assumed and courtesies extended by the trainer 
agent to the new home economics Extension agents and 
to the new agricultural Extension agents. 
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Hypothesis 7 was partially accepted. There were no 

statistically significant differences between rapport scores 

and each of thirty-five of the forty-one identified respon-

sibilities assumed and courtesies which might be extended 

by trainer agents to new home economics Extension agents and 

new agricultural Extension agents. The chi-square test was 

used to analyze the data. When the data pertaining to Hy-

pothesis 7 were analyzed, there were six responsibilities 

and courtesies found to be significantly different beyond 

the .OS level of significance. The data pertaining to Hy-

pothesis 7 are summarized in Table 11. 

TABLE 11 

STATISTICALLY SIGNIFICANT DIFFERENCES BETWEEN 
RESPONSIBILITIES AND COURTESIES -EXTENDED BY 

TRAINER AGENTS TO NEW HOME ECONOMICS 
EXTENSION AGENTS AND NEW 

AGRICULTURAL EXTENSION 
AGENTS 

Responsibility and Courtesy 

Made personal contact before training 

was in office when new agent arrived 
on first day 

Level of Sig. 
Using x2 Tests 

.01 

.01 
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TABLE 11--Continued 

Responsibility and Courtesy 
Level of Sig. 
Using x2 Tests 

Arranged tour of courthouse for new 
agent 

Helped new agent become familiar with 
county facilities accessible to Exten
sion 

Formally welcomed and told staff about 
new agent at first office conference 

Made arrangements for new agent to 
observe regular and special Extension 
activities 

.01 

.OS 

.01 

.01 

Examination of the data revealed that agricultural 

trainer agents made a personal contact before the training 

program began more frequently than did home economics trainer 

agents, were in the office when the new agent arrived on the 

first day, and formally welcomed the new agent and told the 

staff something about the new agricultural agents in an of-

fice conference more frequently than did the home economics 

agents. Horne economics agents arranged for new home eco-

nornics agents in the study to have a tour of the courthouse 

and made arrangements for the new agents to observe regular 

and special Extension activities more frequently than did 

the trainer of the new agricultural agents. 

The thirty-five items that did not indicate a sig-

nificant difference between each of the responsibilities and 



courtesies extended by trainer agents to new agricultural 

and home economics Extension agents are listed below: 

Told Extension personnel and key individuals 
about new agent's expected arrival 

Introduced to county judge and members of com
missioners court at early opportunity 

Told key individuals/leaders about new agent 
prior to arrival 

Placed new agent's name on desk prior to arrival 

Prepared some means of welcoming new agent to 
county 

Provided new agent with own work space 

Provided new agent with calendar and overview 
of general schedule and job assignments 

Provided opportunity for new agent to take 
part in Extension activity on the first day 

Briefed new agent on major programs being 
conducted in the county at that time 

Briefed new agent about backgrounds of key 
individuals 

Informed new agent of office routines without 
being asked 

Helped new agent become familiar with available 
audio-visual equipment 

EXplained procedure for securing equipment and 
supplies 

Explained role and responsibility of office 
secretary 

Personally introduced new agent to other 
county employees 

Arranged conferences for new agent with other 
appropriate Extension personnel 

Took new agent on tour of communities in county 
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Made home and/or farm visits together 

Provided opportunity to get to know staff 
in out-of-office situation 

Invited new agent to home at least once 
during first few weeks 

Invited new agent to non-Extension activity 
or meeting 

Informed new agent about local customs and/or 
traditions 

Helped new agent become familiar with required 
reports 

Offered to take new agent to professional 
meetings outside of county 

Attended first meetings where new agent had 
responsibilities 

Set aside time to discuss proposed plans for 
which new agent was responsible 

Helped with developing new agent's portion 
of total county program 

Gave verbal comments of evaluation 

Told of positive comments regarding new agent's 
performance discussed with district agent 

Told new agent of compliments heard from others 

Arranged for interview with newspaper and/or 
other news media 

Assisted with "Coordinated Training Guide for 
New Agents" 

Checked to determine progress with "Coordinated 
Training Guide for New Agents 11 

Did not make corrections in front of staff 
members and/or clients 

Did not interrupt while working with a client. 
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No one responsibility or courtesy was extended to 

all new agents responding. Both agricultural and home eco

nomics trainer agents consistently assumed responsibilities 

and extended courtesies to new agents in the following ways: 

provided an appropriate work space, helped with required 

reports, provided a calendar and an overview of the general 

schedule, and informed Extension personnel and key indi

viduals of the new agent's expected arrival. 



CHAPTER V 

SUMMARY AND CONCLUSIONS 

This chapter has four purposes. They are to summa

rize the study, review the findings, present conclusions 

drawn from the findings, make reconunendations for use of 

the information, and make reconunendations for further re

search in the area of the study. 

Summary 

The problem of the study was to ascertain the rela

tionship of selected factors to Extension trainer agent-new 

agent rapport. The purposes of the study were to (1) modify 

an existing instrument for measurement of rapport between a 

trainer and a trainee to make it appropriate for use with 

Extension Service personnel, (2) determine the factors that 

are associated with the establishment of rapport between the 

trainer agent and the new agent, and (3) develop from the 

findings of the study suggestions for trainer agents to use 

in the guidance of new agents. 

The researcher modified Chamberlain's (5) instru

ment for use in obtaining data for the study. The three

part instrument included Background Factors, A Trainer Agent

New Agent Rapport Scale, and a list of Responsibilities 

Assumed and Courtesies Extended by the Trainer Agent. The 

researcher made appropriate changes in words and content to 

fit Extension situations. 
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The instrument was sent to the 183 Extension agents 

who were first employed by the Texas Agricultural Extension 

Service of The Texas A&M University System between July 1, 

1972, and June 30, 1975, as assistant Extension agents or 

as Extension assistants. One hundred and sixty question

naires were returned. Of these, 159 contained useable data. 

Descriptive data were obtained from responses to 

the portion of the instrument that secured background in

formation. The data revealed that over eighty-five percent 

of the respondents are currently employed by the Extension 

Service. Fifty-two percent indicated they were undecided 

about career plans. The majority of the new agents spent 

the greatest amount of job time with 4-H and youth groups, 

trained in a county with four to six agents, and had never 

been married. More than forty percent served in a train

ing position for one to two years and were between the ages 

of twenty-three and twenty-five. Nearly eighty-two percent 

trained in rural areas. Seventy percent held bachelors 

degrees. 

Thirty percent of the trainer agents were estimated 

to be between thirty and thirty-nine years of age. Another 

thirty percent were more than fifty years of age. Nearly 

eighty percent of the trainer agents were married. More 

than sixty percent had more than ten years Extension experi-

ence. Forty-two percent held masters degrees. Most new 

agents did not know whether their trainer agent had completed 

a course in supervision. 
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Findings 

Seven hypotheses were investigated through the analy-
. 

sis of data retrieved from the responses of new Extension 

agents to a three-part instrument, Appendix B. For testing 

of hypotheses, the data were analyzed using the Pearson pro

duct-moment correlation, analysis of variance, and chi-

square tests. The Texas Tech University Computing Center 

was utilized for treatment of data. Findings from the 

analysis of data are summarized below. 

1. There was a statistically significant difference 

between rapport scores of new agents and the following back-

ground factors: 

a. Length of the training period of the new 
agent--those with higher rapport scores 
had a training period of less than one 
year. 

b. New agents who married during the train
ing period--new agents who married during 
the training period had lower rapport 
scores than those who did not marry while 
training. 

c. Trainer agents' years of Extension experi
ence--rapport scores of new agents were 
higher when the trainer agent had five to 
ten years Extension experience. 

2. There was a statistically significant relation-

ship between rapport scores of new agents and the number of 

responsibilities assumed and courtesies extended to new 

agents by trainer agents. 

3. There was a statistically significant difference 

between rapport scores of new agents and thirty-six of the 



forty-one responsibilities and courtesies extended. The 

responsibilities assumed and courtesies extended by the 

trainer agents to new agents with higher rapport scores 

that were statistically significant were: 

a. Made personal contact before training period 

b. Told Extension personnel and key individuals 
about new agent's expected arrival 

c. Told key individuals/leaders about new agent 
prior to arrival 

d. Placed new agent's name on desk prior to 
arrival 

e. Prepared some means of welcoming new agent 
to county 

f. Provided new agent with calendar and over
view of general schedule and job assignments 

g. Arranged tour of courthouse for new agent 

h. Provided opportunity for new agent to take 
part in Extension activity the first day 

i. Briefed new agent on major programs being 
conducted in the county at that time 

j. Informed new agent about background of key 
individuals 

k. Informed new agent of office routines 

1. Helped new agent become familiar with county 
facilities accessible to Extension 

m. Helped new agent become familiar with avail
able audio-visual equipment 

n. Explained procedure for securing equipment 
and supplies 

o. Explained role and responsibility of office 
secretary 
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p. Personally introduced new agent to other 
county employees 

r 
I 

q. Formally welcomed and told staff about 
new agent at first office conference 

r. Arranged conferences for new agent with 
other appropriate Extension personnel 

s. Made arrangements for new agent to observe 
regular and special Extension activities 

t. Took new agent on tour of communities in 
county 

u. Made home and/or farm visits together 

v. Provided opportunity to get to know staff 
in out-of-office situation 

w. Invited new agent to home at least once 
during first few weeks 

x. Invited new agent to non-Extension activity 
or meeting 

y. Informed new agent about local customs 
and/or traditions 

z. Helped new agent become familiar with 
required reports 

aa. Offered to take new agent to professional 
meetings outside the county 

bb. Attended first meetings where new agent had 
responsibilities 

cc. Set aside time to discuss proposed plans 
for which new agent was responsible 

dd. Helped with developing new agent's portion 
of total county program 

ee. Gave verbal comments of evaluation 

ff. Told of positive comments regarding new 
agent's performance discussed with district 
agent 

gg. Told new agent of compliments heard from 
others 
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hh. Checked to determine progress made 
with "Coordinated Training Guide for 
New Agents" 

ii. Did not make corrections in front of 
staff members and/or clients 

jj. Did not interrupt while working with 
a client 
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4. There was no statistically significant differ

ence between rapport scores of new agents who had terminated 

their employment and those still employed. 

5. There was no statistically significant differ

ence in the number of responsibilities assumed and cour-

tesies extended by the trainer agent to those persons who 

were still employed compared with those who had terminated 

their employment. 

6. There was no statistically significant differ-

ence between rapport scores of new home economics Extension 

agents and new agricultural Extension agents. 

7. There was no statistically significant differ-

ence between each of the forty-one responsibilities assumed 

and courtesies extended by trainer agents to new home eco-

nomics Extension agents and to new agricultural Extension 

agents. Six responsibilities and courtesies extended by 

trainer agents to new agricultural agents and new home eco

nomics were found to be significantly different. They were: 

a. Personally contacted new agent before 
training period 

b. Was in office when new agent arrived on 
first day 



c. Arranged tour of courthouse for new 
agent 

d. Helped new agent become familiar with 
county facilities accessible to Exten
sion 

e. Formally welcomed and told staff about 
new agent at first office conference 

f. Made arrangements for new agent to 
observe regular and special Extension 
activities 

Conclusions 

To the extent that data analyzed in this research 

81 

are representative of all new agents and their relationships 

with their trainer agents, the following conclusions were 

drawn: 

1. The highest levels of rapport between new agents 

and trainer agents are attained in the first year of train-

ing when new agents may be dependent on trainer agents for 

specific directions on a day-to-day basis for performance 

of job responsibilities. As the new agents mature in knowl-

edge of their jobs, performance of tasks, and acceptance of 

responsibility, there may be a decline in the close working 

relationship between trainer agents and new agents result-

ing in lower rapport scores during the second year of train-

ing. 

2. New agents who marry during the training period 

may have difficulty maintaining strong interpersonal rela

tionships on the job. Making two major adjustments, to 
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career and to marriage, simultaneously may create conflict

ing demands on the personal resources of the new agent. 

3. County Extension agents with less than five 

years of Extension experience may be uncertain of their 

competencies in certain areas of job responsibilities making 

it difficult to assume strong leadership roles when training 

new agents. 

4. When trainer agents assume larger numbers of 

responsibilities and extend larger numbers of courtesies 

new agents perceive a higher level of rapport. 

5. Trainer agents should assume the responsibili

ties and extend the courtesies listed previously to the 

new agents they are training with as many as are possible 

being included during the first three months of training. 

6. Rapport established between the trainer agent 

and the new agent may have little influence on attrition. 

7. The number of responsibilities assumed and cour

tesies extended by the trainer agent to the new agent may 

have little influence on attrition. 

8. Agricultural agents and home economics agents 

who serve in trainer agent capacities are equally effective 

in establishing rapport and in assuming similar responsi

bilities and extending courtesies to the new agents they 

train. 
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Recommendations Based on Findings 

Using the findings of this study and the review of 

literature as a basis, the following recommendations are 

suggested as ways to strengthen the training program for 

new agents employed by the Texas Agricultural Extension 

Service: 

1. The Texas Agricultural Extension Service should 

develop a comprehensive plan for developing effective trainer 

agents. The plan could include determining the job descrip

tion for trainer agents, establishing guidelines for selec

tion and evaluation of trainer agents, and designing a 

training program to aid in preparing agents for their re

sponsibilities as trainers of new Extension agents. 

2. In-service training of trainer agents should be 

given high priority at all administrative levels of staff 

with appropriate resources being allocated to support the 

training program. 

3. The in-service training of trainer agents should 

include a segment on the value of developing strong inter

personal relationships with new agents and should include 

researched methods for improving interpersonal relationships. 

4. Agents who succeed as effective trainer agents 

should be recognized and rewarded for their performance in 

training new agents of the Texas Agricultural Extension 

service. 



Recommendations for Further Research 

The findings of the study indicate the need for 

further research to investigate the following: 
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1. A study of the trainer agent-new agent relation

ships over a three-year period to determine if new agents' 

mean rapport scores are increased following training of 

trainer agents. 

2. A study of factors related to trainer agent

new agent rapport which includes agents from other states. 

3. A study to further investigate background fac

tors not covered in this study and their relationship to 

establishing trainer agent-new agent rapport. 

4. A study to determine other responsibilities and 

courtesies that contribute to good relationships between the 

trainer agent and the new agent in the Texas Agricultural 

Extension Service. 

5. A study to determine the relationship between 

trainer agent-new agent rapport and the level of performance 

of the new agent two years or longer after completing the 

training period. 
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October 30, 1975 

Texas Agricultural Extension Service 
Route 3, Box 213AA 
Lubbock, Texas 79401 
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Are you aware that the Texas Agricultural Extension Service 
invests nearly $20,000.00 in a new agent during the first 
year of employment? 

Training of new Extension professionals is a very serious 
responsibility which includes considerable expenditure of 
time and effort as well as money. It is recognized that 
at the same time the new agent is investing energies and 
abilities in the job and wants to be successful. 

One important aspect of training new personnel is the devel
opment of positive interpersonal relationships between mem
bers of the organization and the new employee. My master's 
thesis study is being conducted to identify factors associ
ated with the establishment of rapport between the trainer 
agent and the new agent. To provide data for the study, 
persons employed as assistant agents or Extension assistants 
between July 1, 1972, and June 30, 1975, are being asked to 
respond to a list of statements. 

You are the only source of obtaining the information which 
is needed to conduct the study. It is equally important to 
hear from those who have resigned their positions as it is 
to hear from those who are still employed by the Extension 
Service. Responses should be related to your first Exten
sion position and to the individual that had primary respon
sibility for your initial training. 

Would you please complete the enclosed forms and return them 
to me in the attached envelope? It will be most helpful if 
I can receive your completed forms within the next ten days 
as the study cannot progress until I hear from you. There 
is absolutely no reason for me to know your identity. You 
may feel more favorable toward making honest responses 
knowing you are doing so anonymously. You have my personal 
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Page Two 
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assurance that it will be impossible to link an individual 
response to a particular county or district. The responses 
to statements will be reported only as statistical totals. 

Since I am assuring complete anonymity, there will be no 
way for me to follow up on non-respondents. For this 
reason I am completely dependent on your response to this 
one request. 

Your cooperation will be greatly appreciated. 

Sincerely yours, 

Catherine B. Crawford 
District Extension Agent 

CBC/me 

Enclosures: Forms 
Stamped, preaddressed, return envelope 

Postage paid for people no longer with TAEX. 



November 26, 1975 

Texas Agricultural Extension Service 
Route 3, Box 213AA 
Lubbock, Texas 79401 
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A letter was mailed to you about three weeks ago requesting 
your participation in a study that is being conducted to 
identify factors associated with the establishment of rap
port between the trainer agent and the new employee of the 
Texas Agricultural Extension Service. The response has 
been gratifying, but there are some who have not replied. 

I am especially interested in hearing from those of you 
who are no longer with the Extension Service. Your response 
to the statements can make a valuable contribution to the 
study. Determining the results of the study is being de
layed in hopes that some of you who have not responded will 
find the time to do so. 

As I did not request identification of the respondent on 
the form, I have no way of knowing whether or not I have 
heard from you. If you have not returned the survey forms, 
I sincerely request that you complete them and return the 
forms to me in the stamped, pre-addressed envelope that was 
provided you. 

Your assistance with the study is genuinely appreciated. 

Sincerely yours, 

Catherine B. Crawford 
District Extension Agent 

CBC/me 

Postage Paid 
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APPENDIX B 

BACKGROUND FACTORS 

Please check the one response that best completes each statement. 

1. My employment status at the present time is: 
_a. Employed by the Texas Agricultural Extension Service 
_b. Employed as a professional by another organization 
_c. Self employed 
__ d. Not gainfully employed at the present time 
__ e. Other, please specify ~~~~~~~~~~~~~~~~~~ 

2. I served in an assistant agent or Extension assistant position for: 
_a. Less than three months 
_b. Three months to one year 

c. One to two years --
d. More than two years 

3. The greatest proportion of my work experience was with: 
a. 4-H and youth programs 
b. Adult programs 
c. A balance between youth and adult programs 

~-d· Other, please specify ~~~~~~~~~~~~~~~~~-

4. The number of agents in the county was: 
a. Three or less 

_b. 4 - 6 
c. More than 6 

5. The area in which the county was located could best be described 
as: 

a. Rural 
b. Urban 

6. At the time of my training, my age was: 
a. Under 23 
b. 23 - 25 
c. 26 - 30 
d. Over 30 

7. At the time of my training, I would estimate my trainer agent's 
age as: 

a. Less than 30 
b. 30 - 39 
c. 40 - 49 
d. Over 50 
e. Do not know 
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8. At the time of my employment, my marital status was: 
___ a. Never been married 
_b. Married 
_c. Divorced 

9. I married during my training program: 
_a. Yes 
_b. No 

10. At the time of my 
__ a. Single 

training, my trainer agent's marital status was: 

b. - Married 

--c. Widowed 
__ d. Divorced 

- e. Do not know 

11. During my training, the trainer agent was in the following category 
relative to years of professional Extension experience: 

12. 

__ a. Less than 5 years 
_b. 5th - 10th year 
_c. Over 10th year 

d. Do not know 

At the 
I had 

a. 
_b. 
__ c. 

time of my training, the highest level of formal education 
attained was: 

Bachelors degree, specify major ~------------------------
Graduate course work, specify major ---------------------
Masters degree, specify major -----------------------------

13. The highest level of formal education that my trainer agent had 
attained was: 

a. Bachelors degree, specify major if known ----------------~ 
__ b. Graduate course work, specify major if known ------------~ 

c. Masters degree, specify major if known------------------~ 
d. Do not know 

14. My trainer agent had taken a course(s) or participated in 
training in supervision: 

a. Yes 
b. No 
c. Do not know 

15. My present plans include a long time career with the Extension 
service: 

a. Yes 
b. No 
c. Undecided 
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ASSISTANT EXTENSION AGENT - TRAINER AGENT RAPPORT SCALE 

Each of the following statements concerns your relationship with 
your trainer agent during your training experience. Please indicate 
your response to each item by placing the most appropriate number in 
the blank to the left of each statement as follows: 

4 This was always true, or true about 100% of the time 
3 This was often or usually true, or true about 75% of the 

time 
2 This was sometimes true, or true about 50% of the time 
1 This was seldom true, or true about 25% of the time 
0 This was never true, or true about 0% of the time 

Please respond to all items, both positive and negative ones, 
in the manner above. 

1. My trainer agent made me feel that my training experience was 
very important. 

2. I would not have wanted to change trainer agents with anyone 
else. 

~ J. The trainer agent seemed to enjoy working with me. 

4. *I feel that the trainer agent took advantage of me. 

~ 5, I thoroughly enjoyed sharing out-of-the-office activities 
with the trainer agent. 

6. I respected my trainer agent very much. 

7. *The trainer ~gent seemed to resent me. 

8. The trainer agent appreciated my abilities. 

9. We worked well together. 

~10. The trainer agent seemed to like me. 

11. The trainer agent seemed to be proud of me. 

~12. *We did not really understand each other. 

Working with the trainer agent gave me a deep feeling of ~13. 
satisfaction. 

14. The trainer agent valued my opinions. 

* Scores were reversed for negative items. 



___ 15. The trainer agent made an effort to help me feel at ease. 

~16. The trainer agent seemed to appreciate my efforts. 

~17. I found the trainer agent's company stimulating. 

~18. The trainer agent seemed to appreciate my ideas. 

~19. The trainer agent remembered to thank me when I did some
thing "beyond the call of duty," 

20. The trainer agent was understanding in the relationship 
with me. 

___ 21. *I spent as little time with the trainer agent as possible. 
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___ 22. I felt that we grew closer together as my training progressed. 

___ 23. The trainer agent was considerate of me. 

24. I liked the trainer agent very much. 

___ 25. The trainer agent took a personal interest in me, 

___ 26. All in all, we had a very satisfying relationship. 

____ 27. *The trainer agent did not really listen to me. 

___ 28. We enjoyed working in special activities together. 

___ 29. The trainer agent gave evidence of interest in my future 
professional plans. 

___ 30. *The attitude of the trainer agent lessened my confidence 
in myself. 

___ 31. The trainer agent made me feel that my role as an assistant 
agent was an important one. 

___ 32. *The trainer agent did not seem very interested in my 
perfonnance. 

___ 33, I felt close to the trainer agent. 

___ 34. *The trainer agent made me feel insecure. 

___ 35, My suggestions were considered carefully. 

~36. Working with my trainer agent was a rewarding experience 
for me. 

* Scores were reversed for negative items. 



___ 37. The trainer agent made an effort to be kind to me. 

___ 38. I found it easy:to communicate with the trainer agent. 

~39. *The trainer agent seemed domineering to me in our relation-
ship with one another. 

~40. The trainer agent was friendly to me. 

___ 41. I felt free to discuss my personal problems with the trainer 
agent. 

___ 42. The trainer agent made me feel as if I had status as a 
member of the county Extension staff. 

___ 43. The trainer agent accepted many of my ideas enthusiastically. 

___ 44. It seemed to matter to the trainer if I were happy or 
unhappy. 

___ 45. *The trainer agent showed symptoms of disliking me. 

___ 46. The trainer agent stimulated me to use my best efforts. 

___ 47. *I felt ill at ease with the trainer agent. 

___ 48. The trainer agent was very willing to help me. 

___ 49. The trainer agent tried to help me understand myself better. 

___ 50. The trainer agent was interested in me as an individual. 

___51. I believe that the trainer agent would have helped me if I 
were in any kind of trouble. 

___52. The trainer agent helped me to solve my own problems. 

___ 53. The trainer agent gave me confidence for working with 
Extension audiences. 

___ 54. The trainer agent spent extra time trying to help me do well 
in job assignments. 

___55. I felt that the trainer agent evaluated me fairly. 

___ 56. I was treated as if I were an important person. 

___ 57. I felt better after discussing my problems with the trainer 
agent. 

* Scores were reversed for negative items. 
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~--58. The trainer agent seemed to derive satisfaction from 
observing my improvement as an agent. 

~59. The trainer agent made me feel that what I did was important. 

~60. The trainer agent made me feel that I had something valuable 
to add to the Extension program. 

~-61. The trainer agent helped me by giving constructive criticism. 

~-62. *The trainer agent seemed jealous of me. 

~-63. *The trainer agent showed evidence of being irritated with me. 

_64. The trainer agent treated me as an equal person. 

~-65. *My relationship with the trainer agent was strained. 

~-66. The trainer agent seemed to enjoy sharing experiences with me. 

~-67. The trainer agent seemed to perceive my feelings about things. 

68. The trainer agent helped me to feel at ease in the county 
situation. 

~-69. The trainer agent invited me to ask questions when I needed 
help. 

~-70. The trainer agent helped me feel that I was part of the total 
county staff. 

_71. *I felt under pressure to adjust to the demands of the trainer 
agent. 

_72. 

_73. 

_74. 

_75. 

_76. 

_77. 

* 

I valued the trainer agent's suggestions. 

The trainer agent tried to help me understand the philosophy 
of Extension better. 

*The trainer agent showed no real interest in me. 

The trainer agent helped me gain the type of experiences I 
needed. 

I was complimented by the trainer agent when I did a job well. 

I feel that the trainer agent would recommend me for a 
position where we would be working together. 

Scores were reversed for negative items. 



~?8. I felt as if the trainer agent really would be sorry to 
see me leave at the end of the training period. 

~79. I hope that in the future other assistant agents will be 
placed with this trainer agent. 

---------------- -

- ~ ------
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RESPONSIBILITIES ASSUMED AND COURTESIES 
EXTENDED BY MY TRAINER AGENT 
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The following is a list of responsibilities and courtesies which 
may have been extended by your trainer agent. Please do not think 
that all these things should necessarily have been done. Your 
responses will not be used in any way to "rate" your trainer agent. 

Please indicate with a plus mark (+) if your trainer agent 
assumed the following responsibility or extended the following cour
tesy to you. Indicate with a zero (0) if the responsibility was not 
assumed or the courtesy not extended. Mark all items, both positive 
and negative ones, in the same way. 

1. Before my training period began my trainer agent and I had a 
personal contact through letters, a telephone conversation, 
or a planned meeting. 

2. My trainer agent had infonned the Extension personnel and key 
individuals in the county of my expected arrival. 

~- J. The trainer agent was there when I arrived at the office on 
the first day. 

4. I was introduced to the county judge and other members of the 
commissioners court at the earliest opportunity. 

~- 5. The trainer agent had told key individuals/leaders something 
about me prior to my arrival. 

6. The trainer agent had arranged for my name to be on my desk 
upon my arrival. 

~- 7. The office staff and/or leaders had prepared some means of 
welcoming me to the county. 

8. The trainer agent provided me with an appropriate work space 
of my own. 

- 9. 

10. 

11. 

The trainer agent provided me with a calendar and an overview 
of the general schedule and job assignments. 

The trainer agent made arrangements for me to have a tour of 
the courthouse. 

The trainer agent provided the opportunity for me to take part 
in an Extension activity the first day. 



12. -
_13. 

_14. 

_15. 

_16. 

_17. 

_18. 

_19. 

_20. 

_21. 

_22. 

_23. 

24. 

_25. 

_26. 

_27. 

The trainer agent briefed me on the major programs being 
conducted in the county at that time. 

The trainer agent took the initiative in informing me 
about backgrounds of key individuals. 

Without having to ask, the trainer agent informed me of 
office routines such as office hours, office conferences, 
handling telephone calls. 
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The trainer agent helped me become familiar with the existing 
county facilities to which Extension has access. 

The trainer agent helped me become familiar with the audio
visual equipment in, or available to, the county Extension 
office. 

The trainer agent explained the procedure for securing 
equipment and supplies. 

The trainer agent explained the role and responsibility of 
the office secretary. 

The trainer agent personally introduced me to as many other 
county employees as was practical. 

The trainer agent formally welcomed me at the first office 
conference by telling the group a little about me. 

The trainer agent arranged conferences for me with other 
appropriate Extension personnel. 

The trainer agent made arrangements for me to attend selected 
group meetings in order to observe some regular and special 
Extension activities. 

The trainer agent took me on a tour of the communities in the 
county. 

The trainer agent made arrangements for us to make home and/or 
farm visits together. 

The trainer agent provided the opportunity for me to get to 
know other staff members in an out-of-office situation. 

I was invited to the trainer agent's home at least once during 
the first few weeks of training. 

The trainer agent invited me to at least one activity or 
meeting which was not related to Extension work. 



_28. 

_29. 

JO. 

_31. 

_32, 

_33. 

_34. 

_36. 

_37, 

_38. 

_39. 

40. 

_41. 

* 

The trainer agent made sure that I was informed about 
unique local customs and/or traditions. 
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The trainer agent helped me become familiar with the reports 
required of an Extension agent. 

The trainer agent offered to take me to professional meetings 
outside our county. 

The trainer agent attended the first few meetings where I had 
a responsibility. 

The trainer agent set aside specific times to discuss my 
proposed plans for activities for which I was responsible. 

The trainer agent helped me in the initial planning stages 
of developing my portion of the total county program. 

The trainer agent gave me verbal comments of evaluation about 
my performance. 

The trainer agent shared with me positive comments regarding 
my performance which he had discussed with the district agent. 

The trainer agent told me of compliments which were heard 
about me from others. 

The trainer agent arranged for me to be interviewed by a 
representative from the local newspaper and/or other news 
media. 

The trainer agent assisted me in completing the "Coordinated 
Training Guide for New Agents." 

The trainer agent checked periodically to determine my progress 
made on the list of suggested experiences in the "Coordinated 
Training Guide for New Agents." 

*The trainer agent corrected me in front of other staff 
members and/or clients. 

*The trainer agent tended to interrupt me while I was working 
with a client. 

Responses for these items were reversed. 








