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Identify the Stakeholders
· Extension organization (people)
· Extension clientele (consumers, government, commodity, corporate)
· Funding agencies (local, state, federal, foundations)
· Research counterparts

· Community-based organizations (nongovernment organizations, faith-based organizations, nonprofits)
· University partners (at own university and other universities)
Consequences

· Without adequate management of human capital (e.g., micromanagement and  lack of clear guidance and appreciation): low morale and lack of retention, employees modify career plans and leave the organization, credibility is lost among clients and local funders, employees have feelings of insecurity, uncertainty, instability, and stress (negative health consequences)
· With adequate management of human capital: good training and management practices alleviate the above problems, employees have job satisfaction, organization is strong and credible with clients, stakeholders, and funders

·  Without adequate  training programs: no retention and no succession, lose well qualified people to other jobs, states, and institutions, programs suffer

· With adequate training programs: employees remain with the organization and grow and develop in their jobs

· Without adequate retention: no loyalty or commitment, return on investment per employee is low, institutional knowledge is low/corporate memory is lost, “job churning” occurs, many positions are interim positions and people may not be adequately prepared, morale of remaining personnel is lowered, remaining personnel have to do more with less, organization is constantly reinventing the wheel 

· With adequate recruiting and retention: alleviation of negative consequences, opportunities for younger employees to move into leadership roles
·  Issues that improve recruiting and retention: good benefits, strong and supportive work environment, appropriate amount of work, meaningful work

· 
Comment: Considering human capital in Extension requires looking at the issue from a broad perspective. In addition to focusing on Extension management and training and development, we need to pay more attention to recruitment and hiring, particularly regarding diversity of disciplines and skill sets, and how we allocate our human capital among our key program areas. That is, do we have the human capital (workers) with the knowledge and skills to be relevant in the 21st century? 

Consequences Summary:

· Institution stagnation
· No training and no succession plan = no retention

· Lose well qualified people

· Return on investment of employees is low

· Ineffective programs

· Feelings of insecurity, uncertainty and instability (micro-management)

· No loyalty or commitment

· A lot of job churning (high turnover)

· Loss of credibility

· Reduced morale

· Burnout and stressed employees

· DYING ORGANIZATION

Major Trends and Driving Forces

· State budgets
· Early retirements/experience

· Limited pool of future employees

· Limited training dollars

· Development of future leaders (succession planning)

· Declining in agriculture base

· Reduced number of state funded positions:  having to depend on soft dollars
· Soft dollars are driving our programs

· Soft dollars funded positions lead to decreased system loyalty 

· Transient nature of younger employees

· Potential employees have technical skills, but lack process skills

· Newer employees want more structured work environment (M-F, 8:00 – 5:00)

· Lack of emphasis on training in relation to other educator activities

· Use of technology as a teaching/training tool

· More re-tooling of existing employees

· Clustering of expertise and localities (multi-county)
Trends & Driving Forces Summary:

· State budgets declining
· Dependency on soft dollars

· Limited training/development (succession planning)

· Retirements and attrition

· Use of technology as a training tool

· Limited pool of future employees

· Declining agriculture base

· Different mindset of newer employees

· Clustering of employees/ regional, multi-county educators

· Soft money driving content of programs
What Is Being Done and Who Is Doing It

	What is being done?
	Who is doing it?

	Clientele:  trainings, workshops & seminars
	All Extension

	Extension Agents:  training, workshops, seminars, skill development
	Specialists, Representatives of other government agencies, Private Sector, Consultants

	Training for specialists
	Consultants, experts in field, colleagues, communications and IT staff

	Cost recovery and grants
	All, Extension encouraged

	Partnerships
	Management, administrative supervisors, all

	Volunteers – training
	4-H and county offices

	Sharing of Human Resource across campus (pool applicant)
	All

	Retention, recognition, awards, bonuses, raises when available
	Administration (when they are nice OR have money)

	Training to develop future leaders
	Program & staff development, county operations

	County coordinator orientation
	Program & staff development

	New agent orientation
	Program & staff development

	Advanced degree requirements
	University 

	Mentoring programs
	States, county

	Alternative training methods
	Program and Staff Dev, IT, Comm., eXtension

	Expanding degree options
	Human resource management

	National leadership training opportunities
	FSLI/ LEAD 21

	Online professional development opportunities
	States and eXtension

	Diversifying funding sources
	State and county

	Professional development opportunities through professional organizations
	NAEFCS, NACAA, ESP, NAE4-HA, ANREP, NACDEP

	Using “rehires” to fill/hold positions
	States 


What is Being Done and Who Is Doing It Summary:

· Training being done in a variety of ways for different groups: (who is doing it in italics)
· Internal:

· Leadership:  Program & Staff Development, county operations
· County directors : Program and Staff Development
· Mentoring:  state, counties
· New employee orientation:  Program & Staff Development, District Directors

· Training for specialists:  consultants. Program Leaders
· External - Clientele and volunteer training:  all of Extension
· Methods:

· Partnering and sharing of human development resources across states, agencies, campus, etc.:  all of Extension, management, Administration

· Advanced degree requirements: universities
· Alternative training methods (online and other technologies):  states, eXtension, CSREES

· Professional development through professional organizations:  NEAFCS, NACAA, ESP, NAE4HA, ANREP, NACDEP
· Miscellaneous
· Recognizing people for accomplishments:  administration

· Expanding degree options for hiring:  Human Resources, Extension Administration

· Diversified funding sources:  state and counties

· Using re-hires to fill/hold positions:  state
Next Steps

· Stakeholders do not know
· Volunteers

· Are we receiving the right training?

· Technical knowledge/ tell others

· Theory/culture/social environment

· Hiring (technology/theory)

· eXtension

· Training need assessment

· Internal stakeholders need to be convinced of what is important/shared vision

· Accountability on satisfying training needs

· Balance:  think about money – we lose when people go

· Multiple ways of training

· Administrative involvement

· Allocation of human capital/ relevance of Extension

· Provide  people with opportunities for development within the organization

Regional:

· Modules

· Sharing resources/training

· eXtension

· Identify expertise available and share

· Do not reinvent the wheel

· Simplify administrative requirements for sharing expertise

· Address common issues together

Action Item:  facilitate the sharing of information

