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NG WITH A “LoNE WOLF”

Extension workers often run into a “hard nut to crack”—a person
» opposes even widely-supported programs. This study suggests sev-
things to keep in mind while dealing with such an “opponent” in a
p-discussion setting.

First, he can sometimes influence others greatly—even if he’s a minor-
f one. You often can’t afford to ignore him. Second, you may have
luck converting him to the majority view if you let him speak his
. Attempts to silence debate may even make him grow more ada-

e Study in Brief

espondents were students in an undergraduate college speech course.
step was a test of attitudes on two issues: capital punishment and
grading system. From this test, only students with quite extreme
" or “con” attitudes were chosen for the experiment.
udents were placed in groups of four, each dealing with one of the
issues. Some groups had three members who were “pro” on the issue
guestion, and one member who took a “con” stand. An equal number
groups had three “con” and one “pro” members. Each experimental
p was then assigned to one of four conditions:

Opinion declaration only—Here ¢ach member gave a number showing
pw “pro” or “con” he was. Numbers ran from 0 (strongly oppos-
ing capital punishment or grading, whichever was the issue) to 10
strongly “pro”). The “lone wolf” (“pro” member in a “con” group,
or vice versa) spoke last. No discussion took place.

A 5-minute discussion opinion declaration—Respondents first discussed
e issue for 15 minutes. Then each person orally announced his own
opinion as described above in the “opinion declaration only” group.
J5-minute discussion only—Respondents held a 15-minute discussion.
They were not forced to announce personal opinions (though some
pay have done so, anyway).

-minute discussion only—Here group members discussed the issue
25 minutes. They were not forced to announce their own views.

T
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After the discussion and/or announcement of opinions, group m
bers took an attitude test (the same one taken before the session) to
dicate where they stood privately on the issue.

Some Key Findings

First, the 25-minute discussion (group 4) and opinion declar
after a 15-minute discussion (group 2) both led members to dew
more moderate views than they had before. “Pro” members became
strongly pro, “con” members less strongly con. As a result, agree
within these groups increased.

Second, the 15-minute discussion without opinion declaration (g
3) led to little or no moderation of views. Perhaps the 15-minute di
sion didn’t allow enough airing of views to greatly change member
tudes. The 25-minute discussion (group 4) apparently did.

Third, declaring opinions without discussion (group 1) brought I¥
or no moderation of beliefs. In fact, there was a slight tendency for
ates to deviate even more strongly when forced to declare their vi
Perhaps it seems unfair when one must declare his position with
chance to elaborate, to defend himself, or to challenge others. Devi
may refuse to “give in” to group pressure when placed under such
ditions.

Fourth, attitude change depends not just on what happens in a
ing, but on many factors—and many people—outside the meeting
In the study, people who were “pro” before the discussion, ch
more toward a neutral view than did people who were *“con” to
with (though this finding wasn’t statistically reliable). Students lived
liberal social setting—one where most folks opposed both capital
ishment and traditional grading. Thus “pro” respondents may have
“pressure” to change, both from society and from friends outside
meeting room.

Some Implications for Extension

The deviate can often influence others, even when he stands
The study doesn’t tell why, but it’s interesting to speculate. Maybe
people lean over backwards to “hear out” minority-group me
Maybe a progressive young farmer attracts attention within a gr
conservative oldsters simply because his views are novel. In either
the deviate may have an attentive audience.

You often can’t convert a “lone wolf” by forcing him to public
clare a stand without discussion.

The longer the discussion continues, up to a point at least, the
agreement you're apt to get—that is, provided the discussion
smoothly. People, like politicians, often quit listening to each other
they argue heatedly.

One may pressure people to change by pointing out how their
conflict with basic, widely-held values of society. This could apply
sure on the deviate from society as a whole, as well as from other
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mbers. For example, capital punishment might be linked to values
vut “humaneness,” “Christian charity,” and “fair play.”
Abstracted from Theodore Grove, “Attitude Convergence in Small Groups,”

Journal of Communication (December, 1965). Prepared by Louis-P. Albert,
Hugh M. Culbertson, and Mason E. Miller.

AUDIENCES via TV

Some advantages of teaching sewing by TV are: (1) you reach a
ge audience, (2) you reach a new audience made up of many
imen who are not regular users of Extension services, (3) you can
h across county lines, and (4) women can learn sewing this way
1 enjoy it.
hese yadva.ntagcs are cited in a study of a 14-week series taught by
Pennsylvania county home economist to 1200 enrolled women and
rs in 18 northeastern Pennsylvania counties and 3 New York
nties. Some 251 viewers were mailed questionnaires, and 24 were
iewed personally.
Most respondents were urban, had sewed before, were new to Ex-
sion, were young or middle age, and had children at home. One in
worked away from home. Seventy-three per cent reported having
wed over half the telecasts, while 26 per cent viewed all of them.
in reason given for enrolling was to learn new techniques.
ere was evidence that the specially prepared workbook the en-
ses received was a major factor in the success of the program. The
n was that viewers would make both a skirt and a blouse. Garments
e completed by 102 of 216 respondents.
Suggestions for improving the series were: (1) allowing enough TV
2 so that each subject or step could be treated adequately and
rly, and (2) giving viewers a chance to call in questions and have
repeated if necessary.
Howard J. Bonser, “Teaching Sewing by Television.” Extension Studies

No. 35, The Pennsylvania State University, University Park, Pennsylvania,
June, 1966.

LEADER COMMUNICATION STYLE

uthoritarian or democratic—which should a 4-H leader be? In this
, the researcher looked at the question from the view of com-
nication behavior of these two types of leader.

Subjects were 160 4-H Club leaders in Montana. These leaders were
ged as to their degree of authoritarianism or democratic orientation.
enty-one who answered most democratically and 21 who answered
st autocratically were asked to lead their 4-H groups in a discus-
p. Discussions were taped so the author could analyze the leader’s
amunication behavior later. Members were asked to respond as to
satisfied they were with the discussion.

uthoritarian leaders made significantly more attempts to answer the
fussion questions; democratic leaders more frequently assisted the
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group in finding a group solution. Democratic leaders made significantly
more attempts to encourage participation in the discussion by group
members. They asked more questions of the group, offered more alterna-
tives, and did more speculating about the problem under discussion thas
did the authoritarian leaders.
Authoritarian leaders tended to engage in more communication
However, in terms of leader participation or nonparticipation in the
group, there was no difference between the two leader styles. In botd
groups, there were leaders who participated actively in the discussionsg
and leaders who were essentially nonparticipants.
Members did not seem to be more satisfied with the group unde
one style of leadership than under the other. In general, the finding
support the general notions that differences between authoritarian ar
democratic leaders are observable.
James F. Sargent, “Differences in Communication Behaviors of Authoritari

and Democratic Leaders.” Unpublished Master’s thesis, Department &
Communication, Michigan State University, East Lansing, Michigan, 196

AREeA PosiTions—WHO'LL Pick Up THE TaAB?

With Extension’s move to more and more area specialists in ag
culture, the problem arises of how to finance these positions. Figurd
that counties would have to lend financial support to expand sue
positions, the researcher in this Kansas study asked 29 county cos
missioners, 34 Extension executive board members, and 50 selec
county farm leaders from 10 counties how they felt about the idea
area specialists.

Overall, the respondents favored more area specialists—although &
strongly. Fourteen strongly agreed there is a need for area specialis
69 agreed, and 17 failed to recommend the addition of area special
positions. Farm leaders and board members were more favorable
were the commissioners.

Fifty-five per cent of the 113 respondents indicated that the cous
and state should cooperate to support financially any added area pe
tions. Again, the county commissioners differed: only 38 per cent
dicated that county and state should do the financing, and 14 per o
indicated that individuals receiving the educational service should p
Some 14 per cent of the commissioners said that some combination
state and individual financing was desirable.

Persons with previous contact with area specialists were a bit mé
favorable to the idea of additional area positions than were those
no such contact. And the younger the respondent was, the more
he was to recommend there be more area positions.

Farmers indicated that when problems arose, they wanted
solved immediately. The author believes that new two-way commus
tion devices such as two-way radio may be needed if area speci
are to meet this demand.

Location of the area specialist—in the respondent’s county
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er one—seemed to be relatively unimportant. However, if county
are to be involved, local people will have to be convinced that
area specialist is needed and is available to anyone who needs him,
the method of finance is fair, and that his services are worth the
ty funds allocated for his support.

Eugene Ross, “Factors Affecting the Allocation of County Resources to
Area Specialist Positions in Kansas.” Extension Service Publication ES-2,
Kansas State University, Manhattan, Kansas, February, 1967.

ScHOLAR, ToP EMPLOYEE?

This is a review of 46 studies concerned with the relationship between
ge grades and adult achievement. The studies were in the areas of
ess, teaching, engineering, medicine, scientific research, miscel-
us occupations, studies of eminence, and nonvocational accom-
ents.

It appears from the review that the criteria and measuring devices
for relating success to post-college achievement have not been
uately defined or tested. Yet the evidence given indicates that col-
grades have little, if any, actual relationship to adult success in the
pation areas studied. If this is true, it reinforces Extension’s general
g approach of looking at many other “indicators” of a person’s
ities—as well as looking at his scholastic achievement.

In the studies relating college grades to teaching success, some rela-
hips did exist between grades in student teaching and success as a
er after graduation from college. Additional research studies are
ed in the whole area of college grades and adult achievement.
Donald P. Hoyt, “The Relationship between College Grades and Adult
Achievement—A Review of Literature.” American College Testing Program,

ACT Research Report #7, Iowa City, Iowa, September, 1965. Abstract by
Phyllis E. Kemp, Kansas State University.

THE SWEETEST PLEASURES I have enjoyed have flowed out of my
work. I have done much work that was drudgery and its immediate
effect was deadening and dispiriting, but life has mostly been good
to me, and has presented me with zestful tasks. I do not know how
to advise any one to find happiness, but I do suggest that they
seek it in doing their immediate job well. Within the limits of their
daily work, I recommend that the effort toward perfection be
conscientious and persistent. I have observed people in all trades
and in all elevations, and I do not recall a single instance of a
thoroughly good workman who was a thoroughly unhappy man.

—WILLIAM FEATHER



