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ABSTRACT

Agricultural Extension workers could play a key role in fostering sustainable agriculture
production as well as economic growth. The training for extension staff is a step
towards sustainable development. Agriculture is an important sector in the South
African economy. Its existence impacts directly on job creation, rural development,
food security, foreign exchange and poverty reduction. Because the agricultural sector
is crucial to rural development and contributes significantly to any initiative to alleviate
poverty, it is for this reason that there is a great need for strong extension and advisory

services led by governmental operations in partnership with relevant role-players.

The study therefore makes use of qualitative data to determine the level and frequency
of achievements, challenges, and demographic information of extension officers. Data
collection instruments, such as interviews and group discussion, are used to measure
the outcomes of the extension training. The results of this study will inform the
Department of Agriculture on the achievements, challenges and resolutions into

enhancing effectiveness of training for extension staff.

The major conclusions and recommendations include: A majority possess national
diplomas. In terms of the job requirement, a person must possess a BSc degree in
agriculture. It is recommended that bursary must be awarded to extension officers with
diplomas so that they upgrade their qualification to a BSc degree. A majority of the
extension officers received on the job training, for example, in customer care, HR
practices, participatory extension approach and basic computer literacy. It is
recommended that training should be accelerated in participatory extension approach,
and customer because of the imperative to transmit agricultural skills and knowledge to
the farmers in endeavour to promote sustainable agriculture and rural development.
According to the study, the training provided to most extension officers was outdated
because it was not applicable to current challenges. It is recommended that a study
should be undertaken on the situational analysis of the challenges being experienced
by the farmers. The study also found out that the infrastructure such as office
accommodation, poor technology; insufficient funds disabled the extension officers to
transfer the skills to the farmers. It is recommended that there should be sufficient
resources to address these challenges.
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CHAPTER ONE
GENERAL INTRODUCTION

1.1 Background

The Department of Agriculture believes that agriculture is an important sector in the South
African economy because of its impact on job creation, rural development, food security,
foreign exchange and poverty reduction (Bekker, 2003). It contributes to economic growth
through: providing food for domestic consumption; releasing labour for industrial
employment; enlarging the market for domestic industrial output; increasing the supply of
domestic savings; and earning foreign exchange (Meijerink & Roza, 2007). According to
Xinshen (2006), agriculture constitutes a large share of national output and often employs

the majority of labour force in most developing countries.

It was also indicated that in those countries where agriculture is a smaller component of
Gross Domestic Product (GDP), smallholder farming often represents the dominant
livelihood for the poorest households. For example, in South Africa, agricultural sector
contributes less than 4% to the GDP but accounts for 10% of the total reported
employment (www.oecd.org/document). However, the sector is a source of livelihood for

the majority of rural poor famers in the country.

The Department of Agriculture in South Africa exists to lead and support sustainable
agriculture and promote rural development through: ensuring access to sufficient, safe and
nutritious food; eliminating skewed participation and inequality in agriculture; maximizing
growth and improving the sustainable management of natural agricultural resources and
ecological systems (Orkin & Njobe, 2000). In order to achieve the aim, agricultural support
programmes such as Comprehensive Agricultural Support Programme (CASP), Limpopo
Agriculture Development Agencies (LADA), Micro-Agriculture Financial Institution of South
Africa (MAFISA), Limpopo Agriculture Development Programme (LADEP), Land
Redistribution for Agricultural Development (LRAD) and Participatory Extension Approach
(PEA) have been designed to improve the quality of life, skills and productivity of farmers

and small holder farmers.





One support programme used in South Africa is extension services that are provided by
the Department of Agriculture towards developing agriculture in South Africa as an option
to improve and increase delivery in this sector. However, it would appear that extension
services are inadequate to meet the needs of smallholder farmers in South Africa.
Research shows many smallholder farmers in South Africa do not have access to
extension services. Webster (2004) noted that the overall extension system needs to
transform the training, delivery, and support of small-holder farmers throughout the

Northern Province of South Africa in order to improve their daily farming practices.

In South Africa, the majority of extension officers work for the government. Those who
work in the private sector are employed mainly by input suppliers, commodity organization
and research bodies. Extension officers in the employ of government are not accountable
to the nine provincial Departments of Agriculture, nor the local governments nor to the
farmers that they are employed to serve, but rather are employed by provincial
Departments of Agriculture and deployed at district, local and ward levels with no formal

links with producer organizations.

Today, most enlightened governments have realized that without a stable, productive and
contented rural population all factors towards economic development may fail. No country
can afford to neglect extension workers because agriculture serves as the economic
objective of the nation.

Human resource capacity is identified as critical for insuring the success of the extension
decentralization reforms in developing countries (Smith, 1997; and World Bank, 2000) and
there is reasonable agreement that current capacity in this area in developing countries is
lacking (Vijaragavan & Singh, 1997; and Zinnah et al., 1998). It is believed that, in most
developing countries, extension services suffer from lack of professional competency and
motivation to carry out the decentralized responsibilities, due to poorly defined human
resource development and management systems (Vijayaragavan & Singh, 1997; and
Zinnah et al., 1998).





In South Africa, the majority of the government extension officers are generalists and they
are under qualified. The majority of government extension personnel are not visible and
passionate about the services they render, while extension officers themselves have
complained about the broadness of their scope, poor resource allocation, absence of
modern technology and other resources, as well as a serious lack of capacity building
programmes that will equip them with the necessary skills and knowledge to advise

farmers, appropriately and promptly.

Shortage of the necessary skill affects the effectiveness of agricultural extension through
minimizing the quality of service delivery to beneficiary farmers. The quality of extension
staff may have more influence on diffusion of innovations than the farmers themselves;
consequently, the government can play a role in improving the quality of extension staff
through concentrating on selection and training. Hoque and Usami (2008) also indicated
that the lack of the on-the-job training is the main obstacle for improving agricultural

extension workers skills on providing need-based agricultural extension services.

Some studies have shown that the availability of training through agricultural support
programmes enhances the productivity of small holders. The White paper on agriculture
emphasizes the importance of monitoring and evaluating all agricultural support
programmes. Training is expected to have an impact in improving skills of extension
practitioners towards increasing productivity of smallholders emerging farmers in South
Africa. Therefore, there is a need to accelerate the programme of motivating an

aggressive capacity building for the extension officers in the province.

1.2 Problem Statement

The agricultural sector is crucial to rural development and contributes significantly to any
initiative to alleviate poverty. For this reason, there is a great need for strong extension
and advisory services led by governments operations in partnership with relevant role-
players. During the past ten years, agricultural extension in South Africa has undergone

fundamental change, from a dualistic service (separate services for commercial and small-





holder farmers) to single amalgamated services, focusing on the needs of both the

previously disadvantaged small-holder farmers and the large-scale commercial farmers.

Since the inception of training and development, there has not been any major
assessment of the contribution of the Limpopo Department of Agriculture (LDA) on training
for extension staff. It would also appear that extension officers lack some key skills
required for providing quality services to their clients (Mahanjana, 2009). Therefore, there
Is a need to accelerate the programme of motivating and aggressive capacity building for

the extension officers in the province.

In the current form, the agricultural extension service presents serious problems in respect
of efficiency and relevance. There is thus a need to review and reform it urgently in terms
of the effectiveness of its structure and relevance of its content and focus. Hence, LDA
has a responsibility to strengthen the extension services to provide effective extension and

advisory services to farming communities.

Most of extension staff graduates from their academic courses with no knowledge or
practical work. Those with Bachelor of Science in Agriculture and Bachelor of Agricultural
Management degrees have more theoretical aspect with no practical skills. The diploma
graduates have 50% of practical skills and theories. Such a graduate must be able to
show farmers how to do a particular job, and be prepared to get his hands dirty. However,

in other cases, extension workers believe it is undignified to do menial tasks in the field.

Practical experience is essential if he is to put down demonstration. Farmers will be
watching him closely as he does this work, and will at once notice if he cannot do the job
properly (farmers are actually observant and can soon see whether or not an advisor has

practical experience).

Against this background, the study investigates the effectiveness of training for extension
staff in the LDA towards up-scaling extension service to support smallholder farmers and

emerging farmers.





1.3 Motivation of the study
The research is important because its findings indicate to the management the significant
role of training in the improvement of productivity among employees. The study may also
assist the LDA in terms of revisiting its training and development strategies in order to
ascertain whether training and development courses attended by employee link with the
set departmental objectives, and addresses the skills shortages identified. The study also
indicates whether formal and informal training programmes should be used. This may
assist with the placing of the Human Resource Development (HRD) unit in its rightful
positions in the hierarchy of the department, and ensure that highly skilled and competent

personnel are recruited for that unit.

1.4  Aim and Objective of the Study
1.4.1 Aim of the study
The aim of the study is to investigate the effectiveness of training for extension staff in the

LDA in order to improve extension services.

1.4.2 Obijectives of the study

¢ To review achievements and challenges related to training for extension staff by the
LDA,;

eTo examine factors that lead to successfully performance of trained extension
officers;

eTo assess the opinions of extension staff on training delivery methods of the
Limpopo Department of Agriculture;

eTo assess the perceptions of extension officers regarding their status in the
community if it is comparable with that of other professionals such as doctors,
lawyers or school teachers. and

¢ To draw conclusion with implication for future training of extension staff.
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Research Questions

The main research question is: what is the contribution of training for extension staff in the

LDA to better extension service? To answer this basic question, the research focuses on

the following specific questions:

1.6

e In light of the roles of extension staff, what has been achieved by the LDA?

e What are the key challenges facing the training for extension staff in the LDA?

e How has the training impacted on knowledge, skills, and attitudes of extension staff
in the LDA?

e \What is the perception of extension staff about training delivery methods of the
LDA?

e What are the recommendations for the future training of agricultural extension staff?

Research Hypothesis

e There are no achievements and challenges related to training for extension staff by
the LDA that have been reviewed,;

eThere are no factors that lead to successfully performance of trained extension
officers;

eThere are no assessments of the opinions of extension staff on training delivery
methods of the LDA;

eThere are no known extension workers who are professional officers, technically
equipped to give farmers accurate advice on matters of plant and animal
production, and mentally equipped to understand their farmers and their families so
that they can motivate them wisely and sympathetically;

e There are no documented articles on officers who have a status in the community
comparable with that of other professional people such as doctors, lawyers or
school teachers. In other words, the extension worker must be a respected member
in his society;

eNo conclusions have been drawn with implication for future training of extension
staff.





1.7 Operational Definitions

1.7.1 Agricultural extension officer or worker

Extension refers to a systematic process of working with farmers or communities to help
them acquire relevant and useful agriculture or related knowledge and skills to increase
farm productivity, competitiveness and sustainability (Norms and Standards for Extension
and Advisory Service in Agriculture 2005). Agricultural extension officers or workers are
intermediaries between research and farmers. They are known by different names, for
example some of the names are as follows: an extension’s, extension officer, an extension

worker, an advisor or an agricultural technician.

Their key role is human resource development particularly in the transfer of technology
and knowledge from agricultural research centres to farmers. They operate as facilitators
and communicators, helping farmers in their decision-making and ensuring that

appropriate knowledge is implemented in order to obtain the best results.

Agricultural extension officers need to communicate agricultural information on natural
resources, animals, crops, and how to utilize the farmland, and how to construct proper
schemes, economic use and storage of water, combat animal disease, and save on the
cost of farming equipment and procedures to farmers. They need to ensure that farmers
understand this information and use it on their farms in order to obtain the best production.

They also should encourage farmers to adopt new, improved methods of farming, using a
variety of methods to reach farmers, i.e., organising study group for farmers, farmer days,

demonstrations, lectures and literature, as well as informing the media.

1.7.2 Training
Training is the way in which an organisation uses a systematic process to modify the

knowledge, skills and behaviour of employees that will enable it to achieve its objectives.
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It seeks a relatively permanent change in an individual that will improve his or her ability to
perform on the job. It is seen as an essential component of the organisation and it
considered a major management tool to develop the full effectiveness of the organisation's

most important resource: its people.

Training is based on certain assumptions and principles which manifest themselves in the
form of a philosophy (Erasmus et al., 2000). It is essential that every organisation should
base its training philosophy on an integration of job content training as well as leadership
training and management skills, in accordance with career levels. Training has become a

priority for South African Organisations during the past five years.

Training must be result-oriented, it must focus on enhancing those specific skills and
abilities to perform the job, it must be measurable and it must make a real contribution to
improving both goal achievement and the internal efficiency of the organisation. Training
therefore aims to improve performance in an organisation, usually when work standards
are low because of the lack of knowledge and skills, and poor attitudes among individual
employees or groups.

1.7.3 On-the-job training

On-the-job training is the training of employee at the place of work while he or she is doing
the actual job. It focuses on the acquisition of skills within the working environment
generally under normal working conditions. Through on-the-job training, workers acquire
both general skills that they can transfer from one job to another and specific skills that are

unique to a particular job.

On-the-job training typically includes verbal and written instruction, and hand-on practice
and imitation. In addition, the on-the-job training process involves one employee usually a
supervisor or an experienced employee passing knowledge and skills on to a novice

employee.





1.7.4 Aresearch
A research is the search for knowledge or any systematic investigation to establish facts.
It demonstrates the following:

e Specialized knowledge or expertise conceptual and intellectual capacities such as
the ability to identify and frame key problems to think critically and analytically, and
to generate and communicate interesting and original insight; and

¢ Research skills such as the ability to use sources effectively, to gather and organise

information, to analyse text, data and theory.

1.7.5 Small-holder farmers

Small-holder farmers are those marginal and sub-marginal farm households that own or
cultivate less than 2.0 hectare of land. Their contribution to household food security and
poverty alleviation is thus disproportionately high and is increasing. Moreover, as the
national population increases, so does the number of small-holdings. They farm on soils
that have become exhausted, need fertilizers and that in most cases are acidic. They

experience problems of water availability and need advice on methods of irrigation

1.7.6 Emerging Farmers

Emerging Farmers are farmers who are farming in transition between small-holder farmers
and large scale commercial farmers. Their farms are mostly at of the medium size from
10-50 hectares. However, there are also a number of Small-Scale and Large-scale
farmers that fall within this category. They consume moderate levels of modern inputs and
employ lower levels of labour in comparison with Large Scale commercial farmers. They

sell their outputs locally.

1.7.7 Large-scale commercial farmers

Large-Scale commercial farmers are those farmers who their farms for business reasons.
They usually employ professional managers. Commercial farmers operate on large farms,
most are mechanized and consumed significant volumes of inputs such as fertilizers and

pesticides. These farms also have well developed infrastructure and markets outlets and





the farmers are represented in farm unions. They sell their products nationally and also

export internationally countrywide

1.7.8 Education

Education is the learning activities that occur in the organization, specifically those that
managers and both skilled and unskilled workers require (Erasmus et al., 2009) unskilled
workers could also receive education in the form of Adult Basic Education to help them
develop basic literacy and numeracy skills. Education and Training both create
circumstances’ where an employee can acquire and apply the skills, knowledge and
attitudes that will satisfy organisational objectives. Education creates a general basis that
prepares the individual for life (a better life a better skill for all) and that training prepares

the individual to perform specific tasks in a particular job.

1.7.9 Management

Management is a process of planning, organising, leading and controlling the resources of
the organization to predetermined stated organizational goals as productive as possible.
Management is a process followed by managers to achieve organisational goals. To
achieve goals, managers mist plan (what has to be done), organise (how it must be done),
lead or guide (instructions must be provided to see that things get done), and control must

be exercised.

1.7.10 Human resource development

Human resource development is the pattern of planned and unfolding activities that
focuses on developing capabilities to achieve current and future strategic objectives. HRD
is seen both as planned and unfolding. It makes the achievement of business strategy

possible.
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1.8 Chapter Outline

1.8.1 Chapter 1

This chapter introduced the study and also provided the background information on
assessing the effectiveness of training extension officers. The problems faced by
extension officers have been identified. More importantly, it outlined the objectives and

hypotheses of the study.

1.8.2 Chapter 2
The chapter explores what is perceived as effectiveness of training. International best
practices provides further understanding on the way in which extension officers can be

trained.

1.8.3 Chapter 3
This chapter describes the study area, sample size, sample characteristics and the

analytical framework employed in the study.

1.8.4 Chapter 4
This chapter critically analysis the data collected from Vhembe extension officers. It also
contains results of the study and discussions of the research findings.

1.8.5 Chapter 5
This chapter identifies the critical issues that have emerged throughout the research. The
issues evoke different training methods recommendation that could be used to solve the

problems. Finally, the conclusion for the whole research has been drawn.
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CHAPTER TWO
LITERATURE REVIEW

2.1  Introduction

Agricultural extension is a catalyst to stimulate development to rural and poverty
alleviation. Development is a moving platform and its challenges cannot be arrested
overnight. It is through this notion that many countries in recent years realised the need to
revive agricultural extension services to promote pro-poor growth, reach poor marginalised
smallholder farmers and address new challenges on sustainability, environmental
degradation and climate change. Consequently, current and emerging trends such as
globalization and trade liberalization, rapid advancement of technologies, population
growth and urbanization have a significant impact on agriculture in sub-Saharan Africa. In
this rapidly changing agricultural environment, agricultural education and training in sub-
Saharan Africa is being asked to play a crucial role because it is supposed to provide
skilled and competent people for socio-economic development in rural areas. Labour
markets are also evolving at an alarming rate and poses further challenges to Agricultural
development and practises r. This section of the literature review discusses past studies
on evolving concepts and approaches in agricultural extension, past experiences of key
countries including South Africa, problems and failures, and future directions. This will
assist in deepening understanding the way to approach Agricultural extension in the rapid

changing and dynamic environment.

2.2 Understanding concepts and approaches

According to Rogers (1962), a major role of agricultural extension in developing countries
has been to disseminate technologies generated by public sector research organisations
through appropriate dissemination strategies such as demonstrations, field visits, farmers’
meetings, use of media etc. The theory behind this approach has been the ‘diffusion of
innovation’ model. Diffusion studies helped show agricultural extension workers how to
communicate new technologies to farmers and thus how to speed up the diffusion
process. The model of technology transfer is often viewed as the linear model as it

assumes a linear relationship between research, extension and farmer with organised
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publicly funded science as the source of innovation. This kind of extension models are

usually top-down structures, often embedded in agricultural development and practises...

New approaches to extension emphasize three elements: 1) strategies to develop
Agricultural Innovation Systems, 2) pluralism of service providers, and 3) extension
services should be demand-driven. Advancing agricultural innovation means building
institutionally sustainable innovation systems, which can be gauged by growing
interrelations between the participants in the innovation system, an intensive
communication between all stakeholders and a strong ‘social embedding’

(Anandajayasekeram et al., 2008).

Much Published literature suggested the need for a pluralistic extension system, which
includes potential provision of extension services from the public sector, the private non-
profit sector and the private for-profit sector. The key issue of creating a pluralistic service
is a need to find an appropriate ‘mix’ of public and private funding and delivery
mechanisms for extension, which will achieve differing agricultural goals and serve diverse
target populations (Anandajayasekeram et al., 2008). Major reform trends around the
world include decentralization, contracting, cost-recovery, privatization and the

involvement of NGOs and farmer-based organisations.

This approach is embraces warehousing of services and holistic approach to providing
innovative solution to a common challenge confronting agricultural extension. The
approach further emphasizes a need to provide customised solution to service end user

and farmers.

Emphasis is also placed on making extension services demand-driven. The concept of
demand-driven extension emphasizes the need to provide services that meet needs and
priorities of farmers in the context of changing domestic and international environments for
agriculture (Birner & Anderson, 2007). It is linked to a paradigm shift in public sector
reform towards responsive governance. However, it remains a major challenge to identify

the options for extension reform that are likely to make extension more demand driven,
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especially given the situation that market failures in agricultural services are widespread.
While the practice of extension may have stuck in technology diffusion, more general
thinking on the nature of agricultural technology development and promotion has
advanced considerably in dealing with practical pressing problems confronting the
profession and practises in the last two decades. It is widely recognised that innovation
comes from multiple sources, including farmers and how the agendas of different
stakeholders are represented affects the ‘appropriateness’ of new technology developed
(Sulaiman et al., 2006). Farmer participation in technology development and participatory
extension approaches have emerged as a response to such new thinking.

New approaches such as Farmer Field Schools and the Agricultural Knowledge and
Information System have been developed. Direct farm level links were stressed between
researchers and farmers. More recently, the notion of extension as part of a wider system
has emerged. For example, the ‘interdependence model’ (Bennet, 1992) and the
‘innovation systems framework’ (Lundvall, 1992) offer more inclusive ways of 2 thinking
about the actors and the institutional context in which the generation, diffusion and use of
new knowledge takes place. The system of actors and process not only includes research
and extension, but also technology users, private companies, NGOs and supportive

structures such as markets and credit (Sulaiman et al., 2006).

Addressing new challenges requires extension to play an expanded role with a diversity of
objectives, which include: linking farmers more effectively and responsively to domestic
and international markets; enhancing crop diversification; coupling technology transfer with
other services relating to input and output markets; poverty reduction and environmental
conservation; viewing agriculture as part of a wider set of rural development process that
includes enterprise development and non-farm employment; and capacity development in
terms of strengthening innovation process, building linkages between farmers and other
agencies, and institutional development to support the bargaining position of farmers
(Sulaiman et al., 2006).
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The proposed participatory approach to provision of extension services will assist
ownership of process Farmers will be able to apply extension practises with greater
degree of excellence and improve their farming operations. The approach further bridges

theory and practise.

2.3 Importance of Agriculture

According to NEPAD (2002), agriculture, providing 60 percent of all employment,
constitutes the backbone of most African economies; in most countries, it is still the largest
contributor to GDP; the biggest source of foreign exchange, still accounting for about 40
percent of the continent's hard currency earnings; and the main generator of savings and
tax revenues. The agricultural sector is also still the dominant provider of industrial raw
materials with about two-thirds of manufacturing value-added in most African countries
being based on agricultural raw materials. Agriculture thus remains crucial for economic

growth and stability in most of African  countries.

The rural areas, where agriculture is the mainstay of all people, support some 70-80
percent of the total population, including 70 percent of the continent's extreme poor and
undernourished. Improvement in agricultural performance has potential to increase rural
incomes and purchasing power for large numbers of people. Thus, more than any other
sector, agriculture can uplift people on a mass scale. With greater prosperity, the
consequent higher effective demand for African industrial and other goods would induce

dynamics that would be a significant source of economic growth. (NEPAD, 2002)

Agriculture has, therefore, traditionally played a critical role in the overall development of
most African economies. During the early stages of economic growth, the agricultural and
rural populations of Africa comprise a substantial component of the markets for the
products of domestic industries, including the markets for producer and consumer goods.
As economic growth and incomes rise over time, agriculture is expected to transfer surplus
capital and labour to the non-agricultural sectors through a proportionate decline in the
agricultural sector’'s contribution to national output and total employment and a

proportionate increase in the non-agricultural sector’s (industry and manufacturing)
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contribution to national output. The agricultural sector is also expected to contribute to the
balance of trade either by augmenting the country’s export earnings and/or by expanding

the production of agricultural inputs. (Abalu, 2001).

Achievement of a productive and profitable agricultural sector requires Africa to address a
complex set of challenges, including the following (NEPAD, 2002):

1. Low internal effective demand due to poverty;

2. Poor and un-remunerative external markets (with declining and unstable world
commodity prices and severe competition from the subsidised farm products of
industrial countries);

3. Vagaries of climate and consequent risk that deters investment;

4. Limited access to technology and low human capacity to adopt new skills;

5. Low levels of past investments in rural infrastructure (such as roads, markets,
storage, rural electrification, etc.) essential for reducing transaction costs in
farming and thereby increasing its competitiveness in serving production,
processing and trade; and

6. Poor governance and institutional weaknesses for service provision to the entire
agricultural chain from farm to market.

Government need to play a facilitating role through developing policies and strategies that
will assist farmers to overcome barriers and challenges affecting their development.
Farming is sustainable when there a conducive environment and platform created to deal

developmental issues in agriculture.

2.4  Factors leading to ineffectiveness of extension staff
It is relatively rare to see extension workers paid as salary anywhere near as high as that
of researchers. If the rewards of extension worker are to be improved, their work should

receive a great deal more recognition and publicity than at present.
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Additionally, the abhorrent attitude farmers had developed towards extension agencies did
not help the situation either, as some of them even went to the extent of coming up with

different alibis to escape extension agents observation and advice.

The situation was further worsened by the exodus of skilled extension personnel for
greener pastures at the height of the economic meltdown, which left farmers without the
technical assistance they had laboriously gotten used to and so various extension
agencies took the opportunity to come in. There is also a little, if any, coordination
between extension and research, and even less between extension and agricultural higher
education (Rivera, 2001).

There is a need to create a favourable working environment by casting special condition
that reward and motivate personnel in extension services. Employer must have staff

retention policies and continue to invest in capacity building on a continuous basis.

2.4.1 The need for developing south Africans human resources

There is an urgent need to build human resource capabilities in South Africa. The World
Competitiveness Report continually ranks South Africa among the lowest of the developing
nations in terms of people development (Lancaster, 2001). Low skill levels hamper the
country’s ability to compete effectively in the global marketplace, where the nature of work
increasingly requires problem solving and reasoning skills to be applied in the workplace
(Ford, 1992). In response to this situation, the South African government has introduced
an intergraded human resource development strategy aimed at improving the abilities and
skills of South Africans. Literature points to international trends where those responsible
for training are under increasing pressure from management to demonstrate its worth, in

terms of both organisational results and return on training investment.

In terms of the Skills Development Act (RSA, 1998), every organisation is required to
develop a workplace skills plan which gives structure to its human development efforts.
The Department of Agriculture executed the mandate by developing the Workplace Skills

Plan which addresses the skills gaps identified. Van der Schyff (2001) describes the skills
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plan as a strategy to meet both the developmental needs of employees and the core skill
requirements of the business. The skills plan creates the opportunity for organisations to
align training with strategic vision, and places an emphasis on organisational needs

analysis.

South African Minister for Agricultural and Land Affairs describes the current agricultural
extension as the merger of two services: one that render services to white farmers and
one that served farmers in the homelands. The white public extension system was
characterized by small number of well qualified staff focus on commercial farmers. On the
other hand, extension workers in the homeland were featured by large number of less

qualified staff and generally not well trained (www.nda.agric.za/docs/policy98.htm )

The observation warrants investment in building human capital through provision of
training and capacity building to extension officers. Training programs with assist less
qualified staff to catch-up with the latest development in the field and thereby bridging
skills gap and weaknesses identified in the system.

2.4.2 Extension is education process

Maunder (1972) extension must be regarded as largely education but it is different from
the type of education taught in schools and colleges. It is not solely concerned with
learning but also with the application of knowledge gained from everyday living. It is an
extremely practical and concrete type of education that may be put to use at once. This

matter of timelines must be borne in mind in the planning of extension programs.

It is no longer a good practice for a villager to carry on what he learned from his father.
Farming must be progressive and efficient, just like any other industry, or else the whole
nation is likely to suffer. First requirement for progress is new information gathered from
training. The effectiveness of extension is measured by its ability to advance from the

static situation which prevails in rural area.
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Vandenbosch et al., (2005) documented the skills needed for agricultural production, food
security and sustainable rural development (summarized in Table 0.1), many of which are
very relevant for employment in the private sector or self-employment. These include
entrepreneurial skills, business skills, income-generating skills and marketing skills. Most
of the skills are interlinked and are used simultaneously in practice. It should be noted that
not all of these skills can be addressed directly through post-primary agricultural education
and training, but a solid foundation in primary and post-primary education and training will
allow for these skills to be developed through non-formal, informal and further education.

Table 0.1  Skills needed for agriculture, food security and sustainable rural development

Basic skills needed for agricultural production

* Literacy (reading and writing)

* Numeracy

* Basic decision-making and problem-solving skills; results-orientation abilities

* Technical and vocational skills in agriculture; land and water management
Additional skills needed for food security and sustainable rural development
* Planning skills

* Management skills

* Social, interpersonal and communication skills

* Negotiation skills

* Facilitation skills

* Critical thinking (necessary for fostering innovation and change)

* Food preservation and processing skills

* Marketing skills

* Leadership skills

* Business skills

* Income-generating skills

* Entrepreneurial skills

» Awareness about social, political and legal institutions (necessary for the development of
skills for effective participation in civil society)

Source: Vandenbosch et al., 2005
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2.5 Training for agricultural extension staff

The agricultural extension system is one of the primary vehicles for diffusing technologies
and therefore clearly has an important role to play in the development process. By shifting
development paradigm, experiences in agricultural extension and development have
indicated that traditional approaches will need to transform in order to move toward
sustainability. It is of paramount importance for any organisation insures that all its
employees should receive job content training throughout their careers. Initially, job
content training (at a low level) would enable employees to gain basic skills which would
be required in the execution of their tasks. Later, job content training would enable
employees to know more about their functional area, in order to be promoted in
accordance with their newly acquired skills. Job context training at the highest levels
implies that senior personnel are kept up to date with the latest technology in their

functional areas to enable them to become better decision makers (Erasmus et al., 2000).

For training to be effective or to have good impact, there is need to customise training to
suit the training requirements of the delegates with a manageable number of delegates. It
is also suggested that an indoctrination course be held for new recruits entering an
extension service. This course need not necessarily be of lengthy duration, but it will
serve to introduce them to some of the people with whom they will be working and enable
them to feel that they are part of a team helping farmers.

Further courses can be held at a later stage, if their controllers find that their knowledge is
weak in certain subjects. Supervising officers must make sure that young extension
workers are competent in all phases of their work and special training must be given to
strengthen any weakness. Because members at lower levels of the organisation interact
with people more often (as one of the factors of production) than top management, it is

essential that members should receive a greater measure of training in following aspects:

New approach to training emphasises skills audit and clustering of trainees according to

their developmental needs. The approach is more outcome based training as opposed to
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generic approach to training to staff at different level of understanding and educational

background.

2.5.1 Motivation

The extension trainee must be given the incentive to work and study for the purpose of
helping farmers. Not only must be motivated he must be taught how to motivate others.
There is evidence that field staffs are better motivated if, from the early stages of training,
they must understand the development processes within rural society. Today, integrated
rural development places full emphases on the human factor, primary all members of the
farm families. Be adequately trained in communication processes in and with

communities.

Staff must be encouraged to be self-motivated and take ownership of their destiny. The
incentives alone cannot be a panacea for low self-motivated staff but combination of
approaches will yield much need intervention to deal with low level of moral and

motivation.

2.5.2 Human and social relationships and characteristics

Farmers are members of societies in which they are linked to other members and groups
by rights and duties, expectations and obligations. Each society has a structure which
includes such institutions as the family, religion and some form of economic system. An
individual member has a clearly established status and role in each institution. His
behaviour and actions will be governed by the society's rules, or its culture, and by his
own psychological nature. Values, attitudes, aspirations and motives all stem from the
complex interplay of these various factors. An extension worker must be more than just
aware of these human aspects within the farming society he is to serve. He must be able
to encourage his clients, and explain complex matters in ways that will be understood and
lead to their acceptance. He should be able to fire his clients to some degree of
enthusiasm. He must be able to manipulate values and motivations in ways that will lead
to better social welfare among his farmers. He must be able to communicate effectively

with them.
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If the Department of Agriculture wants its extension workers to achieve these objectives,
they must be adequately trained in communication processes in and with communities.
They must receive thorough tuition in the nature and structure of farm communities and
farm families, and have an understanding of the leadership roles within the farming
community, with special emphasis on the part played by farmers' wives and families.

He must know how the various sectors of the farm community (subsistence farmers, for
profit producers, etc.) influence extension activities. The principles of leadership must be
expressed, and trainees taught how to identify and encourage natural leaders. They must
be taught how to recognize the needs of a farming community. They must be taught the
basics of rural sociology, and study the economic, social, cultural and political dimensions

of human development, and know how to help farmers to help themselves.

The extension workers must appreciate the importance of rural socio-economic
organizations such as cooperatives and peasant associations. They should be able to
identify, encourage and teach the leaders and members of these rural groups to efficiently

manage these affairs for their own economic and social well-being.

2.5.3 Extension methods

Agricultural extension involves a great deal more than simply walking onto a farm and
telling a farmer a new technology. Extension is a highly sophisticated technique which
demands a considerable range of skills. These must be fostered during the extension

training course.

This should cover all the strategies available to extension workers in approaching their
farmer clients. They must be taught how farmers learn and what pitfalls they must avoid.
This could all be covered under the general term of communication strategies. Above all,
it must be emphasized to them that farmers are not foolish, and that subsistence farmers
are very good farmers, utilizing what resources are available to them in the best way they

know.
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Their training must be based on four agricultural extension manuals/skills, working with
group skills, organizing and running a demonstration skills, assessing farmer’s problems,

and work planning skills.

2.5.4 Research and its relationship to extension

Although extension workers should be discouraged from embarking on research projects,
they should know the basic principles of field research. These would include knowledge
on how to lay down and manage an experiment, how to assess results and how to
understand research results. They should be made to lay down simple field trials so that
they know how to do this work. This will be important when they establish demonstration
plots or if they are stationed in isolated areas and have to find the answer to a certain
problem. They should also understand social research results, and be able to conduct
surveys with rural people.

Extension workers must be appraised on basic research methods in order to fast-track
process of application theories arising from research. This basic tool will enhance

productivity and thoroughness in application.

2.5.5 Environment and ecology

This is a vitally important component of the whole extension course. It covers the study of
soils, climate and natural biota of the regions within the country in which the course is
being conducted. There must also be information on water resources and their
conservation. The natural resources of a country are of supreme importance, as they wise
utilization under honest and competent supervision. They should study environmental
hazards (use of agricultural chemicals, etc.) and the ill-effects of exploiting natural
resources. They must be taught to differentiate between the needs of individuals and

those of society and to study renewable energy resources.

2.5.6 Husbandry and technology of production
Under this heading would come the study of all the major field crops and the production of
animal products, including meat, fish and eggs? Horticultural and tree crops must also be

studied, together with the importance of quality control. All crops of economic importance

23





within the country must be dealt with, although the major crops will, of course, be dealt
with in greatest depth.
Extensioin officers must be kept abreast with latest development in the field so that they

always relavant the the field and add innovation towards development of farmers.

2.5.7 Farm management and economics

Extension workers must be trained based on the stage of development of the country.
Tuition should be given in cost/benefit studies and the preparation of budgets both for
farms and development projects. Farm management must be related to specific crops and
livestock enterprises. They should be taught how to compile a farm balance sheet and the
use of gross margin analysis. A thorough grounding in market procedures is essential,
together with expertise in the assessment of production costs. They should be informed of

the formation and management of farmer’s organizations.

The above approach will equip them to deal with challenges confronting farmer’s
organization and their developmental needs.This will further strengthen their working
relationship with such organization and any intervention will be produce much desired

results.

2.5.8 Field Experience

In many countries, an extension worker can graduate from his academic course with no
knowledge of practical work. In other cases, extension workers believe it is undignified to
do menial tasks in the field. A well-organized training course for prospective extension
workers should emphasize the necessity for these people to have adequate practical skills.
Farmers are acutely observant and can soon see whether or not an advisor has practical
experience. He must be able to show farmers how to do a particular job, and be prepared
to get his hands dirty. Practical experience is essential if he is to put down demonstration
areas farmers will be watching him closely as he does this work, and will at once notice if

he cannot do the job properly.
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The method bridges the gap between theory and practise. Learning outcome can easily be

replicated with ease and in more practical manner.

2.6 Relevant Case Studies on Agricultural Extensions, Failures and Implications
Extension arrangements in South Asian countries have a large degree of similarities in
terms of its organisation and underlying conceptual framework (Sulaiman et al., 2006):

1) The central ministry of agriculture had taken the lead in planning, financing and
implementing strategies for agricultural development and extension. The trend
continues although the private sector participation in agriculture has increased in
the last two decades. The T&V system was implemented in Bangladesh, India,
Nepal, Pakistan and Sri Lanka in the 1980s.

2) Technological dissemination continues to be understood as the primary and often
the single mandate of extension. Recent years have witnessed extension
engaging with market related issues (especially provision of information on
prevailing market prices) and forming farmer groups (mainly to promote integrated
pest management and manage water resources). Inadequate technology
adoption has been attributed to existing weakness in research-extension linkages,
although several measures have been taken to address this problem in the last
two decades. But these measures have neither challenged the role of extension
nor its relationships with research.

3) Declining public funding for extension, especially after the end of the World Bank
funded T&V system, has led to reduction in staff and inadequate operational
budgets. Distant and remote areas are often poorly served by the public sector
and are also weakly integrated into the market.

4) Countries increasingly realize the need for extension to engage with a wide range
of issues beyond disseminating technologies. These include markets, inputs and
environment. This has raised the need for better qualified and specialized
extensions staff and experimentation with institutional arrangements. Similarly, it
is now recognized that there is need for extension to play a greater adaptive
research role to better target technologies at the field level and to provide

organisational and marketing support to farmers.
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International best practises assist policy makers to adapt and develop policies and
strategies which are aligned to good practises in the field. The dynamic nature of agri-
business requires continuous sharing of experience on good practise and standing in the
international and global arena. Policies and strategies are not static and therefore need to
be reviewed from time to time in order to incorporate international norms and

stards.Benchmarking is key to successful practices and learning.

2.6.1 India

In India, the Training and Visiting (T&V) system played an important role in the Green
Revolution. However, it was not well suited for the diverse farming system of rainfed areas
and proved incapable of meeting the challenges of the post Green Revolution period,
including improving sustainability of farming system, promoting agricultural diversification,
and integrating farmers into dynamic markets. As in other countries, many new
approaches to providing and financing extension have been tried in post T&V era. In
2000, efforts have been made to reform and reorient India’s agricultural extension system
and a framework is proposed emphasizing pluralistic agricultural extension and promotion

of demand driven and farmer-accountable extension.

The Indian experience is currently can be adapted to South African experience. South
African government have sign cooperation agreements with India on economic
collaboration. The two countries have an opportunity to embark on exchange programs on

capacity building and cross pollination of practises.

2.6.2 Sub-Saharan Africa

In sub-Saharan Africa, the main focus of agriculture extension in post-independence
period was to increase agricultural production and spread the benefits of improved farming
techniques more widely. The transfer of technology model has been the prevalent
practice for developing and spreading innovations. In the 1970s and 1980s, agricultural
extension was reoriented in the form of T&V system, which shares many of the
deficiencies of top down approaches, leaving little possibility for participation and initiative

both for farmers and village extension workers. Because of transition towards
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liberalisation and deregulation of the sub-Saharan economies, the role of the state has
been downsized and NGOs and international aid organisations became increasingly
responsible for providing extension services to African farmers. As NGOs rely mainly on
participatory development paradigm, farmers’ participatory extension became the
approach to adapt technologies to farmers’ conditions and by the 1990s to develop
technologies with farmers. For example, in 1995, Ethiopia launched the Participatory
Demonstration and Training Extension System (PADETES) as the national agricultural
extension system. The major elements of the extension package are fertilizer, improved
seeds, pesticides and better cultural practices mainly for cereal crops.

2.6.3 Pakistan

Agricultural extension education services in Pakistan are responsible to enhance and
accelerate the process of agricultural development to meet the food needs of rapidly
growing population. The aim of agricultural extension education are to provide farmers (of
both male and female) with information that enables them to make good
assessment/decision in farming, to transfer suitable technologies from research and other
sources and ultimately to abolish poverty and hunger by improving their production and
food security. Rural women faces more problems and difficulties than that of men in
gaining access to credit and extension education services related to agriculture, livestock

management and food security (Achamyelesh, 2000).

2.6.4 Uganda

According to Semana (1999), the original concept of extension was that of bridging the
gap between the farmers and the sources of information or knowledge. Such sources
included organisations or institutions generating knowledge and technologies such as
research centres, universities and administration. This was based on what Comptom
(1989) called traditional model.

Semana (1999) explained the understanding of extension concept as based on three
premises namely being educational, having a philosophy and scope with responsibilities.

The educational element of extension is two folds: being informal and non-formal. The
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informal type of education is one that has no syllabus. Its syllabus is the farmers’
problems and needs. It also has no classroom, as its classroom is the farmer’'s home or
farm. The teaching of the extension worker to the farmers is based on the farmers’
conditions and setting. The non-formal type of extension education on the other hand is
planned, has written objectives and content, can be examined but in most cases it is not.
This type of education is carried out through short courses of one or two days at
community centres, sub county headquarters or one to two weeks or one to two months at
District Farm Institute (now some called District Agricultural Training and Information
Centres and some called District Agricultural Development Centres or rural centres and

schools).

The seriousness and thoroughness of the extension worker is governed by the second
premise of the extension concept — the philosophy of extension, which states thus:

(1) "start where people are" This means studying the farmers through visits and
surveys in order to identify their level of farming knowledge, their communication
skills, their attitudes, their social cultural system, way of life, problems and felt
needs.

(2) “With what they have”, such as farm tools and any other capital available and

(3) "Help them help themselves" this means teaching farmers how to do better
farming using their own efforts and resources following the principles of
extension.

The principles of extension are stated as follows:

» Extension should not be forced on the people;

» Extension should not be a form of charity;

» Rural people should participate in every effort intended to improve their way of life;

» Extension workers should do one thing at a time;

» Extension staff should utilize local leadership; and

» Extension workers should study the job thoroughly. In line with the above

philosophy and principles, the following extension objectives guide the extension
workers in their duties to do the following:

o Teach the rural people, to advise them on how to improve their way of living;
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o Encourage them to appreciate and recognize rural life as honourable; and
o Train the rural people how to make decisions on the use of their resources

through their own efforts.

2.6.5 Failures and implications of extension services

It is difficult to assess the impact of extension services as the indicators (e.g., adoption of
technology and farm productivity) are also influenced by many other factors that have
compounding effects. The effectiveness of extension in many low income countries is
highly contingent on relaxing wider barriers to the successful development of the
agricultural sector as a whole, including such potentially limiting factors as credit,
technology, input supplies, price incentives, institutions and human resources constraint
(Purcell & Anderson, 1997).

Agricultural extension had played an important role in promoting Green Revolution
technologies in South Asia. The T&V system proved effective in the areas affected by the
Green Revolution but less effective in rainfed areas. Insufficient relevance of new
technology necessary to improve productivity is one of the most common constraints in
extension, and a major constraint in rainfed, resource poor environments. In India, there is
a general perception that after the fall of T&V in 1990s, the existing extension system
deteriorated even though a variety of new approaches to provide and finance extension
emerged. The national farm survey in 2003 in India shows that nearly 60% of the farmers
had not accessed any sources for modern technology. For those who did use sources,
about 6% of farmers had access to a government extension worker, less than 4%
accessed primary cooperative society (farmer based organisations), and less than 1%
accessed NGOs, private sector extension agencies or para-technicians (Birner &
Anderson, 2007). Only around 60% of the farmers actually tried the technologies
recommended by extension workers. This point to the problems regarding the practical

relevance of the advice provided by extension agents.

In many of the sub-Saharan African countries, smallholders are characterized by poor

adoption of technologies. According to Lipton (1988), this is partly explained by the
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absence of ‘smallholder-friendly’ research findings to extend. Another argument is that
research stations in Africa have tended to develop ideas with too little attention to
smallholder labour supplies, to the riskiness of the innovations, to the likely availability of
inputs, or to the presence of markets and to the economic attractiveness of

recommendations.

Arokoyo (1998) pointed out that for a variety of reasons, the performance and output of
national agricultural research and extension system in West and Central Africa has not
been commensurate with the size, scope and level of investment in the system, as
evidenced by farmers’ poor productivity, incessant and intractable food shortage and the
accompanying high 5 food prices. More recently, the low performance of the agricultural
sector is rather viewed as a system problem, which is prevalent within the research —

extension — farmer — input system.

There has been evidence of failures of the public and private sectors in agricultural
extension. Public extension services are under pressure for their own poor performance.
They are often criticized for being: inefficient and ineffective; lacking clear objectives,
motivation, and incentives; being poorly managed and not accountable to clients; and

lacking relevant technologies (Haug, 1999).

Most public extension services have low coverage, often working with no more than 10
percent of potential clients, of which a small minority are women. Accountability to clients
is lacking in top-down bureaucracies and prevents farmers from influencing extension
agendas, which lack relevance to clients. Another problem is financial sustainability,
especially if cost recovery is not pursued. After donor-funded programs end, extension
agencies are left with an increased number of agents, which often leads to budget
reduction, and ultimately ineffective extension services. One important strategy to address
these failures in agricultural extension is to involve NGOs, farmer based organisations,

and private sector agencies in the management and execution of extension services.

To make extension more demand driven, the following strategies can be considered:
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1) decentralisation, to make public agency more responsive to local needs;

2) contracting, to overcome some of the state failures such as bureaucracy and
generate incentive;

3) cost recovery, to improve financial sustainability and demand orientation; and

4) Participatory extension approaches, to encourage farmer participation.

For private-sector based extension, market failure is a major problem. The reasons are
that some types of information are public goods and also there are externalities that are
difficult to account for. The characteristics of smallholder agriculture in developing
countries may also lead to market failures. Because provision of extension is subject to
economies of scales, providing extension services may be profitable for private companies
only if they can reach a sufficiently large number of farmers. As smallholder farmers are
often dispersedly located and have limited access to transport, the transaction costs of
providing extension are typically high. These hinder the for-profit private sector to provide
those services. In addition, farmer may not have credit to pay for extension services even
though they were available. These market failures can be addressed though public sector

intervention and collective action.

The extension service can play a crucial role in providing this network of information on
sustainable agriculture education (Hersman, 2004). Thus, the role of extension is very
important to support sustainable agriculture (World Bank, 2006; Toness, 2001,
Ahmadvand & Karami, 2007; and Karami, 1995). Nevertheless, there is a question: will

the current agricultural extension system be able to accomplish sustainable agriculture?

Extension system of Iran, with about 60 years’ activity, still has some obstacles, limitations
and problems. In Iran, like many other Middle Eastern countries, a mixed approach is used
with a focus on governmental or common extension approaches. In Iran, the "transfer of
technology” (ToT) model has been the prevalent practice for developing and spreading
innovations. It is based on the assumption that a transfer of technology and knowledge
from scientists to farmers will trigger development. Applied to agriculture, this model

assumes that farmers' problems can be solved by people and institutions that have this
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'modern’ knowledge. This top-down model creates a rigid hierarchy, which discourages
the feedback of information. Researchers work independently from farmers and extension
workers, resulting in a poor understanding of farmers and the opportunities and constraints

they face.

The transfer approach is fragmented, both institutionally and in terms of disciplines.
Research concentrates on technology and researchers, and extensionists are seen as
technical agents. Social competence is not required as complex socio-organizational
issues (e.g., land-use regulations, power structures, and conflict resolution mechanisms)
are neglected or reduced to a technical level (Cho & Boland, 2004; Dart, 2000; and Moyo
& Hagmann, 2000). In addition to weakness in legal basis on extension, the basic
problem of this system is lack of personnel skill, especially for field personnel to satisfy the
requirements. In consequence, during these years, offering services to the farmers was

not successful and satisfactory. In Iran, apart from limited number of

2.7 Components of Sustainable Agricultural Extension

Components of extension system compose the internal parts of the model. These
components are as similar as the traditional components of extension systems, but based
on new paradigm of development, we have defined new function and objectives for them
as they can support sustainability of agriculture. One of the most important tasks of an
extension organization is to choose the objectives of the extension program (Van Keulen,
2007). Agricultural extension objectives in developing countries have been changing in
recent years to reflect a new development paradigm that emphasizes sustainability

(Vanclay & Lawrence, 1995).

Probst and Hagmann (2005) reported while participatory extension approach as a suitable
approach for sustainability is emerging, objectives of extension system are shifting toward
enhancing adaptive management capacity, emancipation, and social-learning processes.
Cho and Boland (2004) wrote that extension objectives toward sustainability could range
from the effective transfer of technology to the building up of strong rural organizations,

which can exert influence over future research and policy agendas, and also take
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management. A shift towards the latter will promote more sustainable agricultural
development. Bartholomew and Bourdon (2002) have utilized anthropological concepts to
define extension toward sustainability. They state that the purpose of extension is to ‘help
people help themselves.” This idea is still the most appropriate for extension and

sustainable development.

Within this new paradigm, sustainable agriculture cannot be accomplished by only using
conventional extension methods; rather it requires a new kind of learning process-
facilitation of learning (Allahyari & Chizari, 2008). Currently, agricultural extension systems
apply group methods, networking for exchanging and sharing information, social and
participatory learning methods, giving attention to learning styles rather than the subject of

learning, placing emphasis on problem solving.

The essence of this chapter is to raise awareness on the need to learn from what other
countries done to improve their capacity in proving extension services. The emphasis is
selective borrow owing as opposed to wholesale borrowing. The state of regulatory
framework and demographics may not be conducive for South Africa taking all the
international practises as there are further challenges that can arises from this approach.
Learning experiences need to be drilled down to suit the prevailing situation. The
emphasis is to examine approaches that have proven successful and incorporate the
experience in policies and strategies,
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CHAPTER 3
RESEARCH METHODOLOGY

3.1 Choice of Design

In the present study, a qualitative research design was used to investigate the
effectiveness of training for extension staff in the Limpopo Department of Agriculture
(LDA). Qualitative data are used to determine the level and frequency of achievements,
challenges, and demographic information of extension officers. As training involves
changes in behaviour of the trainees, the present research will focus on qualitative
information to measure the outcomes of the training based on data to be collected through
interviews and group discussions. According to Babbie and Mouton (2006), a qualitative
approach helps researchers to understand actions in terms of the actors’ own beliefs,
history and context in order to describe events. Hence, the views of participants who

participated in extension training will be gathered.

3.1.1 Rationale for Design Choice

The study employs qualitative method to gather detailed information through assessing the
views of participants on extension trainings. The study also uses interview and group
discussion techniques to obtain further information for interpretation of quantitative data.
In addition, observation technique which allows integration of previous work experience

will make part of the study.

3.2 Research Methodology
Research methodology explains the study area, population, sample size and selection
method, data collection methods, and data analysis methods. These areas are explained

in detail below.

3.2.1 Study area
The study on the effectiveness of training for extension staff in the LDA was conducted in

Vhembe District of the Limpopo Province. Limpopo Province is located in the northern
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part of South Africa .It shares its international borders with districts and provinces of three
countries: Botswana's Central and Kgatleng districts to the west and north-west,
respectively, Zimbabwe's Matabeleland South and Masvingo provinces to the north and
northeast, respectively, and Mozambique in the east through the Kruger National Park (a
world conservation icon). On its southern flank from east to west, the province shares
borders with Mpumalanga, Gauteng (the industrial centre of the country), and North West

Provinces.

The proximity of the Province to Gauteng Province, Kruger National Park, Zimbabwe,
Mozambique and Botswana puts the Limpopo Province in a strategic position as a
gateway to Africa and its resources to unleash the economic potential of this great
continent. Limpopo Province is approximately 121 463 km? in extent (10.3%) of the total
area in South Africa), with an estimated population of 5 465 823 people (12. 23 % of the
total population of South Africa). The population of Limpopo Province is local in rural
areas, with the distribution of the population between rural and urban, being 91.20 % rural
and 8.80 % urban (Stats SA, 2003).

In addition to its strategic location, the Limpopo Province is blessed with a diversity of
cultures, unsurpassed natural beauty and biological diversity, together with a rich mineral
endowment. Furthermore, the province boasts in the widest diversity of agricultural
resources, tourism destinations and mineral reserves in South Africa. It is, therefore, not
without reason that the province considers agriculture, mining, tourism, and related
manufacturing industries as its competitive advantage the sectors of growth. Limpopo
Province comprises of five District Municipalities, namely: Vhembe, Capricorn, Mopani,
Greater Sekhukhune and Waterberg Districts (Figure 0.1).
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Figure 0.1 Map of Limpopo Province with various local and district municipalities, and

main transport roads

Vhembe District Municipality is the northern most districts of the Country (and/or Limpopo
Province) and shares its northern border with Beitbridge district in Matabeleland South of
Zimbabwe. In South Africa, the district is bordered in the East by Mopani District, in the
West and South by Capricorn District. It consists of four municipalities, namely: Makhado,

Thulamela, Mutale and Musina Municipalities (cf. Figure 0.2). The Vhembe District
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Municipal area is approximately 21 407. 08639km? (21 407km?) in extent (17.62% of the
total area of Limpopo Province), with an estimated population of 1097 972 people (20.09%
of the total population of Limpopo Province). Census (2001) documented the population
of the Vhembe District Municipal area the distribution of the population between rural and
urban being 8.80% rural and 91.20% urban. In view of the latter, the Vhembe District

Municipal area may be regarded as rural (Stats SA, 2003).

The area incorporates endless expanses of undulating indigenous bush characterized by
the remarkable form of the baobab trees, wildlife, a profusion of birds and exciting
adventure opportunities. The Vhembe District was named after the Soutpansberg
Mountain range that stretches for some 130km from west to east through the region. It
also comprises lush, forested mountain terrain and vast stretches of open bushveld. The
climate is generally warm, dry, frost free and sub-tropical with summer rainfall. The
temperature ranges from a minimum of 14°C to a maximum of 37°C, with a mean annual
rainfall (MAR) of approximately 1200mm, decreasing to 550mm in the East across a linear
distance of 100km (Shackleton, 2005).

Figure 0.2  Map of Vhembe District's municipalities in the Limpopo Province

The LDA is the largest government organisation in Vhembe District which provides
agricultural extension services to farmers in the district and throughout the province. LDA
provides this service to farmers through agricultural extension workers who are employed

solely for the purpose thereof.

3.2.2 Sample Size and Selection Method

Random sampling technique was used to select a representative sample of 13% from the
population. This means that 63 extension staff out of a total population of 496 extension
staff was selected. The study on effectiveness of training for extension staff in the LDA
used primary data. This random sampling method was used to collect data from extension

staff working under four municipalities.
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3.2.3 Data collection Methods

The study uses secondary sources such as journals, policy documents, reports, internet,
and other relevant literature. The information assists in providing conceptual and
theoretical underpinning for the study. Furthermore, the information helps during
interpretation of findings from field work.

Nkatini (2005) suggests that data can also be collected through observation, structured
interviews and to some extent, the use of questionnaires. The study, therefore, used
guestionnaires and group discussions as the major techniques to collect both qualitative
and quantitative information. Questionnaires were administered to extension staff to
collect data related to achievements, challenges, and outcomes of the trainings. Both
open-ended and closed questions were included in the questionnaire. In addition, group
discussions were carried out by selecting groups from extension staff and farmers using

open-ended questions.

3.2.4 Data analysis

Quantitative data were analysed using statistical Analysis System 2009 to establish
proportions and percentages. Then, results are presented through charts, tables, and
graphs. On the other hand, the analysis of qualitative data is done according to category
or a separate group. Data analysis follows the format of the questionnaire. The coding of
data was done before data collection.

3.2.4.1. Analytical technigue

Analysis techniques used in this study is procedure to determine frequencies and simple
statistics. It was used to measure the effective and social benefits derived from training of
extension staff and also used in examining the factors that lead to improving agricultural

extension human resource capacity.
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Specification of the data structure is stated as follows:

VARIABLES | DESCRIPTION UNIT

AGE 1 if extension officer is above the age of 21 ,0 otherwise | Dummy

GENDER 1 if male ,0 if otherwise Dummy

RACE 1 if respondent is African, O otherwise Dummy

POW 1 if place of work is Vhembe, 0 otherwise Dummy

FHLBP 1 if extension officer has been working for more than ten | Dummy
years ,0 otherwise

WEYW 1 if its technical ,0 otherwise Dummy

QLFCT 1 if has a diploma, 0 otherwise Dummy

HYROJT 1 if received on job training, 0 otherwise Dummy

WKOT 1 if kind of training is technical, otherwise Dummy

HYBTOAEM | 1 if the house is cement bricks under iron sheets ,0 | Dummy
otherwise

SOKWG 1 if extension officer has skills on working with groups ,0 | Dummy
otherwise

SKORD 1 if extension officer has skills on organizing and | Dummy
running demonstration ,0 otherwise

SKAFP 1 if extension officer has skills on assessing farmer’'s | Dummy
problems, 0 otherwise

SWP 1 if extension officer has skills on work planning, O | Dummy
otherwise

WIRSEWT 1 if HRD, 0 otherwise Dummy

DYTKTN 1 if they do, 0 otherwise Dummy

DTEWCGI 1 if training of extension workers based on commodity | Dummy
approach will have a good impact, 0 otherwise

DYTBESM 1 if it is beneficial to evaluate extension system and | Dummy

methodology rather than personnel ,0 otherwise
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AEWWFT 1 if extension officers are well equipped with new | Dummy
farming technology, O otherwise

WAFARNT 1 If farmers’ adoption rate is high or at least moderate , | Dummy
0 otherwise

HYBITO 1 If extension officer has been involved in training others | Dummy
, 0 otherwise

DYHCPP 1 If extension officer has , 0 otherwise Dummy

WDYRPDA 1 If farmers’ adoption rate is high or at least moderate , | Dummy
0 otherwise

WPCYF 1 If extension officers experience shortage of resources, | Dummy
0 otherwise

DYTCFDATI | 1 If training intervention can solve , O otherwise Dummy

WCYFTEW 1 If farmers’ adoption rate is high or at least moderate , | Dummy
0 otherwise

WAYEFDOA | 1 If the expectations are positive, O otherwise Dummy
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CHAPTER 4

PRESENTATION OF RESULTS AND DISCUSSIONS

4.1 Presentation of Results

4.1.1 General description of the data

The survey results, as indicated in Table 0.1, suggest that 74.6% of extension officers in
the Vhembe District has over 10 years of work experience while those with 1-5 years of
At least, 9.5%

comprises extension officers that have been in the service for > 5 years but < 10 years of

experience being 15.9% of the respondents (i.e., 63 Extension offices).

work experience.

Table 0.1  The level of experience acquired by extension officers in the Vhembe District,

Limpopo Province

Years of Experience |Number of Extension Officers |Percentage (%)
1-5 10 15.9

6-10 6 9.5

>10 47 74.6

Total 63 100.0
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Figure 0.1 Histogram of percentages of extension officers vs. year of work experience in

Vhembe District, Limpopo Province

4.1.2 Age frequency of the extension officers

The majority of the extension officers are within the age group of 40-49 years which
occupy 63.5%, followed by the extension officers who fall in the last group of 50-59 years
and this occupy about 20.6% of the total sample. Only 14.3% fall in the group of 30 to 39
years and lastly 1.6% falls in the group of the youngest extension officers who are 20-29

years old.
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Table 0.2  The age distribution of extension officers in the Vhembe District, Limpopo

Province
Age Group |Number of Extension Officers Percentage (%)
20-29 1 1.6
30-39 9 14.3
40-49 40 63.5
50-59 13 20.6
Total 63 100.0
4.1.3 Gender

The gender equality is still a major challenge and this is evident in Table 0.3, with 74.6% of

the extension officers in Vhembe being male while only 25.4% being female.

Table 0.3 Distribution of extension officers in the Vhembe District, Limpopo Province

Gender |Number of Extension Officers Percentage (%)
Male 47 74.6

Female |[16 25.4

Total 63 100.0

4.1.4 Qualifications of extension farmers

Most of the extension officers (i.e., 58.7%) are in a possession of a national diploma,

36.5% in possession of a university degree, 1.6% with a higher certificate in agriculture

and, lastly, 3.2% have other qualifications such as project management.
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Table 0.4  The distribution by qualification of extension officers in Vhembe District,

Limpopo Province

Qualification Number of Extension Officers Percentage (%)
Certificate 1 1.6

Diploma 37 58.7

Degree 23 36.5

Others 2 3.2

Total 63 100.0

4.1.5 Extension Officers with On Job training
1) About 90.5% of the interviewed extension officers in Vhembe indicated that
they have received on job training (cf.
2) Skills Development
3) Conduct Customer Care
4) HR Practices
5) Business Mathematics
While only 9.5% have not received any job training. The types of training received are

participatory extension approach and basic computer literacy.

Table 0.5  Extension officers who have received in-service training in Vhembe District,

Limpopo Province

On Job Training Number of Extension Officers Percentage (%)
Yes 57 90.5

No 6 9.5

Total 63 100.0

4.1.6 Type of training received
Most of extension officers received computer literacy training (36.5%), 32.2% went through
financial and project training and 33.3% received participatory extension and approach

training (cf.
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Table 0.6). Although extension officers were trained on computer, skill gained cannot be

fully transferred to farmers due to shortage of technology facilities.

Table 0.6  Training acquired by extension officers in Vhembe District, Limpopo Province

Type of Training Number of Extension Officers Percentage (%)
Participatory extension|21 33.3

approach

Computer literacy 23 36.5

Financial and project|19 30.2
management

Total 63 100.00

4.1.7 Assessment skills
About 74.6% of extension officers mentioned that they were trained on the skills of solving
farmer’s problems, but they are failing to transfer the skills gained into practices. The
training that they received is dated, not fit to this demanding World which is full of changes.
About 23.8% of extension officers have not received training on solving farmer’s problems.
A group of extension officers (1.6%) was not sure whether they were trained on skills for

solving farmer’s problems.

Table 0.7  Extension officers trained on assessment skills in Vhembe District, Limpopo

Province
Skills Acquired |Number of Extension Officers Percentage (%)
Yes 47 74.6
No 15 23.8
Other 1 1.6
Total 63 100.0
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4.1.8 Training in organising and demonstrations
Table 0.8  Extension officers trained organising and demonstrations in Vhembe District,

Limpopo Province

Skills Acquired Number of Extension Officers | Percentage (%)
Yes 50 79.4
No 13 20.6
Total 63 100

4.1.9 Trained on Work Plans

Agriculture work needs to be professional which means that every extension officers must
have a work pan that will guide him/her throughout the year. He/she must plan everything
according to his or her work plan. Only 71.4% of extension officers knows how to plan

their jobs where as 28.6% have no planning skills at all.

Table 0.9 Extension officers trained on work planning skills in Vhembe District,

Limpopo Province

Skills Acquired Number of Extension Officers Percentage (%)
Yes 45 71.4

No 18 28.6

Total 63 100.0

4.1.10 Extension officers trained on work plan
Extension officers for training are mostly selected by human resource development section

(55.6% of extension officers mentioned that). Only 44.4% of extension officers know that
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officers due for training are selected by their immediate supervisor (cf. Table 0.10; Table

0.10).

Table 0.10 Extension officers responsible for training and development in Vhembe

District, Limpopo Province

Officials Responsible for Training

and Development

Number of Extension

Officers

Percentage (%)

HRD staff 35 55.6
Supervisor 28 44.4
Total 63 100.0

Figure 0.2  Official responsible for training and development in Vhembe District,

Limpopo Province
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4.1.11 Evaluation of Extension System and methodology
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Table 0.11 Extension System and Methodology in Vhembe District, Limpopo Province

Extension System and

Methodology

Number of Extension

Officers

Percentage (%)

Yes 60 95.2
No 3 4.8
Total 63 100.00

4.1.12 Perception of extension officers on the training based on commodity approach.
The majority of extension officers (i.e., 88.9%) agreed that training of extension officers
based on commodity approach will have a good impact on production, while only 11.1%

rejected the opinion.

Table 0.12 Feedback on the commodity approach in Vhembe District, Limpopo Province

Perception of Training [Number of Percentage

in Commodity Extension Officers |(%)

Yes 56 88.9
No 7 111
Total 63 100.00

4.1.13 Adoption rate of new farming technologies
77.8 % of farmers fall in the moderate groups of technology adopters while 11.1% are
higher and lower adopters of new technology reason for that is their reluctant to adapt to
new technology. The higher adopters do not consider the risk of taking new technology

and they are reluctant to change.
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Figure 0.3  Adoption rate of new farming technologies by farmers in the Vhembe District,

Limpopo Province
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4.1.14 Skills transfer
About 49.2% of extension officers have involved in training others, whereas the other
49.2% have not been involved in training (cf. Table 0.13). The rest of 1.6% of extension

officer was not sure whether or not they have been involved in the skills transfer to their
peers

Table 0.13 Transfer of skills through training between extension officers in Vhembe

District, Limpopo Province

Involved Training |Number of Extension Officers |Percentage
(%)

Yes 31 49.2

No 31 49.2

Other 1 1.6

Total 63 100.0
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4.1.15 Future development area for extension officer

In Figure 0.4, indicates that 42.9% of extension officers feel that provision of in-service
training is the best approach to increasing production, whereas 33.0% of extension
workers regarded the wiliness’ and interest as the key to success of training. Lastly,
23.8% believes that specialization is the best way of improving training.

what do you regard as possible development area

.opooldodbn
.sﬂom'mmm
a combination of the above

Figure 0.4 Char
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istrict,

4.1.16 Constraints in skills transfer
Table 0.14 illustrates that the major constraint in skills transfer by extension officers in the
District is due to poor infrastructure, of which constitute about 46.0% of the total surveyed

constraints.

Table 0.14 Constraints faced in skills transfer by extension officers in Vhembe District,
Limpopo Province

Constraints Number of Extension|Percentage
Officers (%)
Poor infrastructure 29 46.0
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Poor technology 13 20.6

Poor participation 17 27.0
Low budget, poor markets and transport |4 6.3
Total 63 100.0

4.1.17 Further training of extension officers
Of the 63 extension officers surveyed, 66.7% indicated that the type of further training they
needed was to specialize in respective fields of studies and 30.2% would like to further

their current studies levels (cf. Table 0.15).

Table 0.15 Perceived training development needed by extension officers in Vhembe

District, Limpopo Province

Further Training Needed |Number of Extension Officers Percentage (%)
Specialisation 42 66.7

Furthering studies 19 30.2

Others 2 3.2

Total 63 100.0

4.1.18 Expectations from Limpopo Department of Agriculture

Table 0.16 indicates that 55.6% of the respondents expect the LDA to intensify the
provision of more technology and infrastructure it is evident, while the remaining 41.3%
expecting more specialization. This responses, therefore, justifies the assumption that
many of the agricultural extension officers are mere generalities, theoretical well breed but

lacking practical applications in the workplace environment.

Table 0.16 Expectations of extension officers for the development by the Limpopo
Department of Agriculture in Vhembe District, Limpopo Province

Perceived Expectation for | Number of Extension | Percentage
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Development Officers (%)
Specialization 26 41.3
More technology and | 35 55.6
infrastructure

General scope of work 2 3.2
Total 63 100.0

4.2 Discussions and Interpretations of Results

4.2.1 Importance and benefits of training

Employees are trained in organisations because it benefits both the parties. The
employees benefit from the in-service training in the following ways: been empowered to
make better decisions and save problems more effectively, motivational variables of
recognition achievement, growth and responsibility are internalised and operationalized,
staff members are able to handle stress and tension more effectively. Finally, job
satisfaction is increased and knowledge, communication skills and attitudes are improved.

The organisations benefit from in-service training in the following ways: The job knowledge
and skills of employees at all levels are improved, improved profitability and better service
follow, the morale of the workforce improved, the corporate image enhanced, relationships
between supervisors and subordinates are improved, it contributes to organisational
development, it contributes to increased productivity and quality of work, it helps to keep
cost down, it improves labour and management relations, it improves the organisational
climate, employees are helped to adjust to change and finally a positive climate for growth

and communication is created.

4.2.2 Educational qualifications

From the results, most of the extension officers are male (than females) with the dominant
gualifications being national diplomas in agriculture, than degrees and higher certificates in
agriculture. Majority of the extension officers are elderly and have been in the service for

more than 10 years. The second groups are extension officers that have been working for
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five years and the least having been in service for more than five years but less than ten

years.

4.2.3 Training

Most of extension officers received computer literacy training, with 32.2% trained on
financial and project management and the rest (i.e., 33.3%) taught participatory extension
approach. Although extension officers were trained on computer literacy, the skill(s) gained
cannot be fully transferred to farmers due to shortage of technology facilities. About
79.4% of extension officers mentioned that it received training on agricultural manuals,
organizing and running demonstrations. They have theoretical aspects that are not
practical and transferable to the farmers owing to an outcry by farmers that the extension
officers are not visible. Only 20.6% of extension officers had not as yet received

agricultural training manuals on organizing and running demonstrations.

4.2.4 Professionalism

Agricultural work needs professional meaning that every extension officer must have a
work plan that will guide him/her throughout the year. The officer must plan everything
according to his or her work plan. Only 71.4% of extension officers know how to plan their
work, while 28.6% has less or no planning skills. The majority of extension officers (about
88.9%) agreed that training based on commodity approach will have a good impact on
their production, whereas only 11.1% of extension officers rejecting the opinion of the
majority. Furthermore, 42.9% of extension officers respond that training of extension
officers is the best approach in increasing production, while 33.0% regarded the
willingness and interest of extension officers as key to success of the training. Lastly,
23.8% responded on specialization and interest as the best way of improving training.

4.2.5 Gender

Gender aspects need to be more explicitly in-cooperated in agricultural education and
training reforms. Women are still very strongly under-represented in agricultural education
and training, particularly in proportion to their broad responsibilities in farming.

Furthermore, there is little or no guarantee that men actually transfer agricultural
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information, knowledge and skills to women farmers, therefore, it is essential to train and
recruit many more women in agricultural extension, who can directly approach women
agricultural producers. In order to address gender imbalances, agricultural education and
training programmes need to be gender-sensitized and more targeted recruitment policies
should be developed to reach more women. Some possibilities are special quota systems
for women, recruiting more women into agricultural research, extension, training and policy
making, and training existing staff at all levels in gender analysis and planning (Wallace &
Nilson, 1997).
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CHAPTER 5
RECOMMENDATIONS AND CONCLUSIONS

5.1 Conclusions and Recommendations
5.1.1 Enhancement of agricultural education and training will increase rural
productivity and economic growth

Agriculture in South Africa is undergoing rapid changes as a result of both technological
progress and economic forces, hence this calls for an increased market orientation,
competitiveness and higher productivity. Employment opportunities in the off-farm sector
are increasing at a faster rate than in agriculture. Agricultural education and training in the
continent has not been responding adequately to these changes and trends and will now

have to adjust quickly.

In order to have a greater impact on increased rural productivity and economic growth,
agricultural education and training should encompass much more than just the production
of agricultural commodities, food, fibre, wood products, horticultural crops, and other plant
and animal products. It should include entrepreneurship, financing, processing, marketing,
distribution of agricultural products, health, nutrition, and food consumption, the application
of science, Information and Communication Technologies (ICTs), and the sustainable use
and conservation of natural resources. Although some of these issues have already been
included in several agricultural education and training programmes in South Africa, major
reviews are still required in most cases to better address these new and emerging needs.
This reorientation should incorporate both the new role of market-oriented agriculture as
well as issues of direct relevance to the improvement of subsistence agriculture and rural

poverty.

5.1.2 There should be diversified funding mechanisms of quality and sustainable
agricultural education and training. Current resource constraints in agricultural
education and training can be addressed by a combination of cost-saving
mechanisms (without compromising quality and relevance), generation of external

resources and diversification of funding sources for public programmes.
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A major mechanism to sustainably generate additional resources for agricultural education
and training is to encourage and stimulate private investment, as well as enhance
involvement of companies in agricultural education and training institutions.

Another mechanism to improve the resource base is cost-saving through increased
efficiency in the delivery of education and training. There is some potential for increasing
efficiency in post-primary agricultural education and training institutions by modernizing
management structures and procedures, granting more financial management
responsibilities to the institutions, and increasing capacity utilization in the institutions (for
example, through flexible recruitment rules). With regard to public institutions, mechanisms
of performance-based allocation of resources and stimulation of performance-based

management systems should be explored.

Strengthening the income-generating capacities of agricultural education and training
institutions is another way to supplement resources available. Already existing income-
generating activities, such as the sale of agricultural products produced by the students,
can be further expanded by improving the management and the marketing skills of the
institution’s managers, and by easing regulations regarding the use of generated funds.
Budgetary procedures and incentive schemes may further encourage institutions to
increase their income-generating efforts. However, income-generating activities should not
deviate the attention of agricultural education and training institutions from their core
business of providing quality education and training, nor should they distort local markets

by offering goods and services at lower than market prices.

5.1.3 Enhanced support to agricultural extension officers and trainers
In South Africa, there is a need for institutions, especially human resources, to take care of
the needs of their employees to ensure that there are well motivated. This approach

would reduce staff turnover and retain well qualified extension personnel.
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5.1.4 Implementation of action-research and more effective monitoring and
evaluation will allow a better understanding of agricultural education and
training in South Africa

There is a lack of comprehensive labour market and training needs assessment studies for
the agricultural sector in South Africa. More effective monitoring of agricultural education
and training is urgently required. Too little is currently known about the content and
modes of agricultural education and training needed, i.e., how knowledge and skills are
being taught? What is actually being learned? And, how formal agricultural education and

training interrelates to non-formal and informal learning systems?

The various types of expertise and technical skills needed to analyze the provision and
quality of post-primary agricultural education and training may not be readily available in all
countries. International partners can help by organizing in-country training workshops,
study visits to countries with similar conditions and challenges and other experience-
sharing activities to enable national officials and specialists to acquire useful information
and gain broader perspectives to deal with agricultural education and training. Further
support can be provided through technical documents, publications and Internet websites.
Lessons learned and experiences need to be shared with donors, educators, policy

makers and the wider community.

5.1.5 Specific conclusions and recommendation

A majority (about 59%) possess national diplomas. In terms of the job requirement, a
person must possess a BSc degree in agriculture. This implies that a majority do not the
required standards. It is recommended that bursary must be awarded to extension officers

with diplomas so that they upgrade their qualification to a BSc degree.
A majority of the extension officers received on the job training, for example, in customer

care, HR practices, participatory extension approach and basic computer literacy. It is

recommended that training should be accelerated in participatory extension approach, and
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customer because of the imperative to transmit agricultural skills and knowledge to the

farmers in endeavour to promote sustainable agriculture and rural development.

According to the study, the training provided to most extension officers was outdated
because it was not applicable to current challenges. Given such a backdrop it is
recommended that a study should be undertaken on the situational analysis of the
challenges being experienced by the farmers. The study found out that the infrastructure
such as office accommodation, poor technology; insufficient funds disabled the extension
officers to transfer the skills to the farmers. It is recommended that there should be
sufficient resources to address these challenges related to issues of infrastructure and

intensification of technology.
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