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ABSTRACT

INITIAL CONTACT APPROACHES FOR COMMUNITY RESOURCE DEVELOPMENT
WITH SMALL RURAL COMMONITIES
Y
J. KEITH AUSTIN, B.S., M.A,
Spectalist 1a Education in Rdscstionsl Admintistration

Now Mexico State University

Les Cruces, New Mexico, 1975

Dr. Lloyd G. Cooper, Chairman

~ Rurpose, This field etudy was to find.out how the lesders in
three small rural New Mextco Commmities viewed the spprcaches of a
Mz, resource development (CRD) specialist during the eritical
fuietal contact phase of the CID process. o

' Procedures, A log of approaches was kept by the specialist to
record the sigaificent approaches employed and the leader contazts |
made, Leader interviews were conducted by the favestigator to deter-
siae opfuions about the various approaches. '

Leader Interview Responges, ‘tl!trty-ctght leadere were fnter-
vieved, Twenty-five approved of a CRD specialist working fn their come
mmity; one disspproved, aad ten were undecided. Twenty-eight were
eucouraged to do some additfonal CRD work bacause of the specialist,
ad twenty-nine believed other citizens wosld be encouraged. Thirty-
five scid that the dest vay for a new specfalist to meet comunity lea-
ders was throwgh a !a;c-to-_fa« visit at thcu; place of business.
EZighteen wanted the m;:uuu to work with them, #énd fourteen wanted
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him to serve as an sdviser or consultent only. Twenty-nine tWht
the best way for a specialist to get started was to carefully study
the community before taking nction. Nineteen thought a specialist
should 1ive {n the community and thirty racommended work from two to
four days a week 11; the community. Thirty-four thought a CRD opeclqi-
}:‘;i would be important to tae future of their eo-nutt?. . |

o e ‘”3‘
-4

Recommendations, A new CKD apocfilﬁii!lﬁog’l’;: approach commun-
ity lesders face-to-face; have a pre-talk prepared for the Guttauon; ,
csrefully study the community bcforl:gom to work on any major proe )
ject or prodblem, and live {n the Mty or, at least, work in the
community several days a week. 7 |
_A program manager should provide regular training and evaluation

for mew CID spectalists; assign specialists to a limited number of com-
-ﬁtzt«; evaluate the projects beginaing {n each oo-zutty_.‘ and {ne

clude client and co-worker inputs fin the specialist's performance eval-

uation,
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Purpose of Study

Chepter I
INTRODOCTION AND PROBLEM

The Extension Committee on Organisation and Policy (1967) defined
community rnourec development (CRD) as s process whereby those in the
community mtvod ot group decisions and took action to enhance the
ooctal and economic well-being of the community, A ee-\mity vas oncl
OF more groups of pecple interacting tovard the attammmat of goals
ia vhtch they share & common interest. A community ususlly had a geo- ,/
gtaphic definition, but it was not necessarily fixed to sny one town
county, or other geographic area. It changed with 'thc definition of
the problen,

Resources were the physical snd social tl;pntl vhich supported or
had the potential to support individual end cosmunity actions, T:sy
were the natursl, hunn..ud man-made resources gvailable for sttain-
ing goals.

Development was a process of progressive change in attaining in-
divides] and commumity gosls through an expanded, intemsified, or ade

Justed wse of svailable rescurces.

The putpose of this field study was to find hw the leaders in
thres small rursl New Mexico communities viewed the approaches of s
CXD specislist during the critical initial contaet phase of the CXD
process. The study covered s four-month period from November 15, 1974,
to Mareh 15, 1975, '

Relgtion to On-goirz Project

This study was conducted in conjunction with a pilot research-
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2
extension project entitled, “Improving the Economic Viability of Se-
lected Bural Communities in New Mexico," hercafter referred to as the
Title V Project. _ ’ 1

The Title V Project was funded on July 1, 1974, for three years ;
under Title V of the Rural Development Act, 1972, The aim of the
Title V Project was to assist community leaders, elected officials,
and other citizens in planning and implementing o?derly growth and
development by concentrating the efforts of a CRD specialist in not
more than three commmnities (K. M. CES Plan of Work, 1974, p 1).

This was the first attempt for the New Mexico State University
Cooperative Extcnsion Sexvice tc c¢stablish a joint research-extension
project in commmity resource development. It was also the first
time a CRD specialist had been assigned to a limited number of commun-
ities. Traditionally, specialists were assigned to multi-counties.

A CRD ipeeialut wvas esployed on ' sember 1, 1974, to give lead-
ership to the Title V Project. A graduate research sssistant was
employed on January 2, 1975, to assist the specialist with the research
phase of the projéct.

The specialist was supervised by the state progrem leader for
community resource development, who was responsible to the Assistant
Director of the Cooperative Extension Service, and, through him, the
Dean of the College of Agriculture,

He was advised by a statewide rural development advisory coun-
cil composed of key leaders throughout New Mexico. The Dean of the

‘ College of Agriculture was chairman of this committee.
The CRD specialist's job deseription for the Title V Project in-
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cluded both Extension and research activities:
ension

= Respongibla to State Progrum Leader for comsunity devele
opment ind educational activité--

= Reoponsible for organizing v ¢+ . Adzen organizstions
in pilot communities,

= Responsible for isplementi 3 action plans in relation to
the probleas of the pilot communities.

= Responsible for evalusting the development process and
progress toward the gouls of the pilot communities.

* Maintains close working relationships with Extension
lup:muon. program leaders, specialists, and county
staffs,

_ Regearch

= Responsible to the hesd of the Department of Ag. Ecvn.
and Ag. Busines: for research activities,

~ Responsible for identifying social, economic, and cule
tural factors that enhance or inhibit growth in pilot
communities.

= Responsible for developing guidelines for use in rural
communities, ’

= Responsible for conducting limited feasibility studies
for determining appropriute development altermatives,

= Responsible for evaluating economic and socisl chunges
in the pilot communities,

= Maintains close relationship with faculty f{n Ag. Econ.
and Ag. Business (NM Plen of Work, 1974),

Current Developments

On January 9, 1975, the Few Mexico Office ;t Manpower Administra-
tion approved a request from the Cooperative Extensicn Service to hire
3s'cm aids., These aids wire hired to work at improving their commun-
ity and the level of such local services as public safety, education,
health care and sanitation, etc. One requirersat was that they be
hived by January 23, 1975, to take full advantage of the 13-month
baaefit period.

CXD aids were a uew innovstion for the Cooperative Extension Ser~
vice. Tuey were to assist CRD cpecislists and other Extension profes-
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sionals.
Probles

In recent years, community resource development programs have
setn increased emphasis on the use of CRD gpecialists. These special-
fsts are individuals who are professionally trained in the eynamics
of planned change. They may come from either iuside or outside the
commmity. The CRD specialist was a newcomer to the profession and
community ieoource development work its:1f as a distinct sctivity was
8 recent arrival on the gocial scene in New Mexico (Handsworth & Wedell
1973, p 78).

While CRD specialists have only recently been employed in apore-
ciable numbers, their role in future prognnolof planned change seemed
t; be greatly expanding. However, in many cases, the relation had
neither been happy nor productive for the agency, the specialist, or
the community clients involved.

.For an "outsider" to go into a small commur 'ty and stimulate the
people to initiate and carry on with reasonahble success a program of
community resource development required considerable sensitivity and
skill, '

There was a need to evaluate the effectiveness of the approaches
used by CRD specialists as fhey implement the community resource de-
velopment process with communities.

A CRD process consisted of four broad phases. These phases were:
(1) ieitial contact phase, (2) task definition phase, (3) contract ne~
gotiation phase, and {4) action phase.

The fnitial contact phase was further divided into several stages.
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L]
These were: contacting the community leaders; developing acquaintance
with and scceptance by the people of the community, and establishing
a basis for proceeding with the community leaders and interested peo-
ple,
Objectives

The objectives were to evaluate the effectiveness of the initial
spproaches used in (1) contacting, (2) developing acceptance, and (3)
establishing a basis for pr;:ceedtng with the leaders of small rural
communities.

This field study attempted to identify those approaches and steps
wvhich, 1if put into practice, would result in greater achievement by a

CRD specialist whether he was a paid profesgsional or a volunteer.
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Chapter 11
REVIEW OF THE LITERATURE

The origins of CRD in the United States dated back“to frontier
mutusl aid practices and to the early private and public programs de-‘
signed to encourage grass roots prosperity.

The processes and prai:ticn often considered most closely related
to CRD in the United States were frequently called "community organi-
sation." 1In som: discussions, "community organi:atlon,:' “community
development,” "rural development,"” and "resource development" were used
interchangeably (Bilinski, 1969).

The Cooperative Extension Service ]

The Cooperative Extension Service engaged in CRD work since it
wss established in 1914.. Every effort to help a farmer or his family
in those early years was a contribution tqvarci building rural commun-
ities. B

Today, CRD work has a broader mesning, but it still 1nclud;o
belping to improve agriculture and rural people, plus community servi-
ces and facilities, economic development, environmental improvement,
and other services.

Pioneer Work

In 1911, C. J. Galpin, a rural sociolcgist at the University c;f
Wisconsin, moved forward with three programs: (1) resident teaching,
(2) research, and (3) off-campus extension. GCalpin believed that the
aims of rural life are unmistakably adjusted to the local rural group,
the acceptance of local responsibility will be instant and organization
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eventually will be effective. Thus, he formulated one of the basic
principles of community resource development.

With the help of D, W, Sawtelle, Emily F. Hoag and others, Gal-
éin sdvanced the community idea through off-campus extension. Their
work included organizing clubs of many kinds, working with churches,
working on community fairs and community surveys, etc.

Wisconsin was the first state in which CRD programs were begun,
.but Massachusetts, Kansas and Ohio soon followed. By 1935, sixteen
states had CRD programs. By 1959, rural sociologists in 27 states
were devoting at least part of their time and attention to community
resource development. In addition, eight states had persons on the
' Cooperative Extension staff serving as "Community organization spec-
falists” (Wiledon, 1970, pp 94-99).

During the 1960's, with rapid decline of the rural population
snd the problems of crime, noise, polluti.im, and congestion in the
cities, CRD took a greater significance. In 1970, the Agricultural
Act fincluded spe:ific funds for CRD work by the agencies of the De-
partment of Agriculture. About this time, many other public agencies
eatered the field and received funding for staff and facilities. An
example was the Housing and Community Development Art of 1974. In
1975, all states had persons on the Ccoperative Extension staff work-
isg in community resource development,

Small Town Leadership

The 1970 Censss data indicated that the population in most rural

areas was increasing at a rate far below the national averige. Many

zural counties lost population, especially residents betweun the ages
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8
of 20 and 55 years while the proportion of dependent younger and older
persons increased (Willisms, 1974, p 98).

A number of studies indicated that the degree of emergy and skill
exerted by local community lesders was a critical variable in deter-
mining the future of the cosmunity, Mitchell (1970, p 6) stated that
the decisfons of a small number of influentials will be of consider~.
able importance in determining how a commumnity responds to change.

" One comparstive study of leadership in two rural towns indicated
that the charccter and activity of the community political lesdership
were deciding factors in whether the towns grew, deeunui. or disep-
pcéed altogether. Another comparative study of farming towns indi-
cated that those leaders who most effectively organized their local
Tesources to solve pressing commun.ity problems were also the most ed-
ucated leaders and were in the "...high status occupational levels
generally associated with organizational skills, know-how, and expere
ience,” Some community lesders did not want too much growth or prose
perity because it might bring competition to the existing power struc-
ture (Williems, p 100).

Sorensen and Oakleaf (1971, p 3) pointed out that there was stiil
8 90lid reservoir of skilled, dedicated leaders in the rural areas.
With appropriate help and support, existing leadership could be mobile
ized, '

According to Hunter (1959, pp 5-6), every community had a well-
defined, relatively small group of people who constituted the commun~
ity power structure, and gave their spproval or disapproval to major

community projects. This group of people wure known as the informal
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9
le.dqra or policy-making structure. They were self-appointed and re-
presented the largest industries, banks, law firms, nevspapers, etc.
This power structure protected itself from too many demends by chan~
neling policy execution through an understructure (Hunter, 1953, p 109),

This understructure was a fringe group of politicians, educators,
clergymen, govermmental officials, organizational leaders, etc. They
were known as the formal leaders, _

Beal and Hobbs (1969, p 5) recommended that both the formal and
informal leaders be contacted for their reactions and suggestions on
proposed programs. Such an spproach gained approval for the program
as well as obtaining additional suggestions for changes and for carry-
ing out the program,

Identifying thg‘hl’?‘wer Struct}nre .

. Three somevhat different techniques were proposed for identify-
fng the community power structure. The positional technique was pro-
bably the quickest and most direct method. This technique was to lo-
cate the people holding the traditional pover offices, such as the
heads of the largest manufacturing plants, the bankers, the larger
merchants, the school superintendent, the editor of the local news-
peper, the mayor, the heads of churches, the presidents of organiza-
tfons and others.

The decision-maker technique was to secure the names of people

currently involved in making decisions on important issues. These
people were located by observing who makes the convincing statements
on issues at meetings or by analyzing reports in local newspapers,

These were people active iu the affairs of the community, They were
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10
potential power structure on the way up, or they were front men for
the real power leaders in the community,

The reputational technique was the most frequently used for lo-

. cating the real power structure of a community, This technique re~

quired the {nvestigator to make an inqutry among "kncwledgeable” peoe
ple as to whom they believe to be the power actors in their éomnity.
These "knowledgeables" ware those suggestesd under the positional tech-
nique. They were people who were in a position to know what is going
on in the community, 'They vere asked such questions as, "Who, in this
community, do you believe has tiae most influence on important decisions
affecting the community?" or "Whose support would you like to have if
you wanted to propose gomething new for the community? Those persons
mentioned most frequently would be the community power structure (Wilee-
don, 1970, pp 228-230),

The identification of community leadership was also gained through
a number of other techniques, :l'ﬁeu included such sources as seminars,
advisory committees, existing organizations, and study committees,
In each of these cases, the type of leadership differed. For exaxple,
the seminars and problem=solving techntqun'\nre designed to reach
community leaders who had concerns sbout a specific problem srea.
This technique utilized selected leaders from existing organizations
or experts in the area of concern and representatives of the segment
of the comunity most affected by the problem (Sorenson and Oakleaf,
1971, p 164).

Community Kesource Development Processes )
Material vas chosen from journals, books and monographs with the
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11

sim of providing as rich a fare as could be found in the available
literature about the different processes used in community resource
development,

Pzocesses in CRD work were diverse because the objectives, the
types ard levels of community work varied. The advocate of radical
social change used processes aimed toward conflict and confrontation.
The gradualist used processes to secure the greatest possible level
of sgreement and of shared decision or consensus. In general, the
processes in CRD work were attempts to solve problems of many differ-
ent kinds in many different situations (Handsworth & Wedell, 1973, p 21).

Most of the literature concentrated on tl;e broad phases of the
various processes. Little or none discussed the specific steps a CRD
specialist tskes to achieve these phases. It was thou.otepo that

sppeared to this writer as being most critical in deternining the suc-

cess or failure of the specialist,

In 1957-58, two new processes based on a network concept of ac-
tivity relationships were developed simultaneously. The U, S. Navy,
assisted by the firm of Booz, Allen and Hamilton, developed PERT (Pro-
grem Evaluation Review Technique) for management of the research and
development of the Polaris weapons system. Du Pont, assisted by Sperry-
Rand Corporation, developed CPM (Critical Path Method) for control-
ling plan construction. The logic of the two processes was basically
the same,

A simplified process that borrowed and also eliminated concepts
from both processes was developed by E. M. Kulp. The label PERT was
used tv identify this simplified process since PERT, perhaps because
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12
of its catchy ti.tie, vas much better known of the two systems (Kulp,
1970, p 434).

Rogers (1962, p 81), from his own research and a review of the re-
search of others, empirically established geven developmental phases
that he termed "the adoption process”. These phases were: (1) aware-
ness, ’(2) interest, (3) evaluation, (4) trial, (5) further evaluation,
(6) adoption and use, and (7) re-evaluation. While vsed mainly in the’

development of agricultural practices, it also applied to CRD.

The success of any community or area social and economic develop-

ment program depended,_ in large part, on how effectively the program
mobilized humsn and non-human resources in the sction phase. Beal
and Hobbs (1963, pp 1<14) described a process of social action in com=
munity and area development. He termed this process the "social ac-
tion process" that consisted of fifteen phases: (1) anslysis of the
.existing soclal system; (2) convergence of interest; (3) analysis of
the prior social situation; (4) delineation of relevant social sys-
tems; (5) initiation sets; (6) legitimation; (7) diffusion sets;
(8) definition of need by wore general relevant groups and organiza-
tions; (9) decisions and commitments to action by relevant gystems;
(10) formlation of objectives; (11) decisions on means to be used;
(12) plan of work; (13) mobilizing resources; (14) action steps, and
(15) evaluation.

From scrutiny of numerous case studies of CRD processes, Biddle
and Biddle (1965, pp 90-91) concluded that there wes a characteris-
tic flow of events by which a responsible nucleus of peoﬁle cane in-

to being or grew from an existing organization., He developed and’
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tested a procass with six major phases and for each major phase, he
described some detailed events. These major phuec‘ were: (1) explor-
atory, (2) organization, (3) discussional, (4) action, (5) new pro-
Jects, and (6) continuation.

Jack Rothman (1970, pp 20-36) established three models of com
munity organization practice. His wodels were: (a) locality devel-
opment, (b) social planning, and (c) social action.

Another author, Arthur F. Wiledon (1970, pp 164-165), suggested
that there were ten logical steps in the community planning process.
He adspted these steps after observing the work of Gale L. Vandeberg,
Extension Service, University of Wisconsin, and others. Wiledon's
steps included: (1) identifying the problem or problems; (2) agree-
ing upon goals or objectives; (3) discovering and studying available
resources; (4) considering different methods of solving the problem;
(5) deciding upon the alternatives to be followed; (6) developing a
plan for putting the alternatives into action; (7) assigning respon-
sibilities; (8) informing the community; (9) following through on
the plan, and (10) evaluating the results. These were almost iden-
tical to those used by the Agency for International Development.

Experience, theoretical thinking and a survey of CRD practition-
ers helped Kelsey (1972, p 3) identify a CRD process that imnvolves,
informs and motivates the people of the comunity. This proceoi vas
not mechanistic as a specific procedure was usually not élear-cut in
most communities. Experience in many communities had shown that wille-
ingness to take action to solve commnity problems was not enough.

The way a community goes about solving the community problems was of
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utmost importance,

The basic steps of this CRD process which was illustrated as cir-
cular were: (1) What ought to be., The ideal -~ identification of com-
m.nity ideals, issue awareness, problem identification. (2) What can
be. The alternative - leadership identification and organization, re-
source identification and limitation, and identification and analysis

" of alternatives. (3) What shall be, Action - u.tablish priorities,
choose the alternatives, formulate detailed plan to implement and eval-
uate project, evaluation in terms of what ought to be,

Approaches to Implementing Community Development Processes

Beginning in the early 70's, researchers began to identify and
evaluate steps within the different process phases. An example ‘;'ao
the seven roles that were fsolated by Rogers and Shoemaker (1971,
pp 229-230) by which a change agent introduced an innovation to
his clients. These included: (1) develops need for change; (2) es-
tablishes a change relationship; (3) diagnoses the problem; (4) cre-
ates intent to change in the client; (5) translates intent into ac-
tion; (6) stabilizes change and prevents discontinusnces, and (7)
achieves a terminal relationship,

In 1973, Huey B. Long and others &eurtbed six approaches to CRD.
These approaches were illustrative of the major thr;nto of CRD in the
United States during the 1970's. Each approach was described by a
person vho was well-known for his use of the specific approach. The
six spproaches to planned CRD were: (1) the community approach, (2)
the informationa) self-heip approach, (3) the special-purpose problem

solving spproach, (4) the dewonstration spproach, (S) the experimen-
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tal approach, and (6) the power-conflict spproach.
The personal experience as a CRD specialist taught Benmnett (1973,
p 58) that the professional CRD specialist provided five functions

to the community client, that of: process consultant, technical con~

" sultant, program advocacy, organizational leadership, and resource

provision, A professional might pefform all of these functions al--
though he was like_ly to develop a style using one or two.

Bennett (2nd ed., 1973, p 23) further outlined s sequential pat~
tern of events or phases the CRD specialist takes with the community
client: (1) initial contact-developing acquaintance, establishing a
basis for proceeding; (2) task definition-diagnosis of initial pro-
blen statement, clarification of task to be undertaken; (3) contract
negation-further definition of task, establishing expectations of
performance of both educator and client; (4) educational program de~
sign, planning specific learning activities, mobilizing resources,
implementing and evaluating.

For a deeper understanding of the use of approaches, /g‘he fleld
of salesmanship was referred to. R. M. Haas (1939, p 6) suggested
that a plan should precede every attempt at a sale and that it was
necessary to modify the plan as unexpected situations arose. His sug-
gested plan or strategy of a sale consists of: (1) knowing the pro-
duct; (2) knowing the customer; (3) convictions that must be establi~
shed; (4) behavior patterns that can be used, and (5) ideas and appeals
to present. Haas further suggested that there were tactics of the sale
wvhich included the pre-spproach, getting the interest of the prospect,

pi-cunting the proposition, meeting the objections, and closing the
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sale,
The pre-spproach step consisted of the accumulation and arrange-

ment of all important information about the prospect and this company.

"This information was analyzed to find out the most advantageous means

of securing an interview, the interests of the prospect, the probable
reasons vhy he should purchase, and the needs of the company the buyer
represents. Without this information, the salesman was at a great dis-
advantage for he had nothing definite, nothing concrete, on which to .
work. (Fernald, 1935, p 103),

Some salesmanship suthors broke up the steps of a sale into atten-
tion, desire, conviction, resolve to buy, close of sale, etc., but ex-
plained that the transition between these steps was not always clearly
defined, More often than not, the salesman was unable to tell where ...
attention left off and interest began (Fernald, p 255).

These approaches were similar to those of W. R, Williams who
offered a series of spproaches for launching a CRD progresm. His ap~
proaches included: (1) choose the communities; (2) get advance in-
formation sbout the community; (3) contac't leaders in the community;
(4) help the leaders prepare for the first community meeting; (5) coun-
sel the first comunity meeting; (6) help the organization get to work,
and (7) get community improvement association organized and operating
(Bridges, 1974, p 3).

Roles of Community Development Specialists

Programs of directed change had seen increased emphasis on the

use of “community change agents'; individuals who were professionally

trained in the dynamics of planned change but were hired from within
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the community. These individusls were contrasted with "external change
agents” who also receive professional training but whose origin lies
outside the community. While community agentg were only recently em-
ployed in sppreciable numbers, their role in future programs of dire
ected change seemed to be expanding (Winterton, 1973, p 53).

The professional community change agent or specialist played a
varisty of roles in practics. Terms such as enabler, encourager, and
facilitator suggested role behavior for the practitioner and were
found throughout the literature on community resource development.

Biddle and Biddle (1968) preferred to call comnity_developeu
“encouragers". He stated that the distinctive role for an encourager
became possible when a'comnnity developer rids himself of desires to
act too professional. He stated that an encourager was not a health
worker, doctor, nurse, sanitarian, mtri.tionut, or social welfare
worker. His responsibility was to refer people who need these servi-
ces to the appropriate specisglist.

He was not a professional community organizer, but helped people
to become aware of their needs and to develop competence in meeting
them, Then, the people created the organizations fhcy needed (Hands-
worth and Widell, 1973, p 12).

His role was to help groups with common interests to identify
and define the problems which were of importance to the attaimment of
the goils of their commuiity. He helped to put tl‘x,e community problem
fato a decision-making framework (Sorensen and Oakleaf, p 156).

He was not a teacher in that he toid people what they should know
or believe or how they should gct. He educated by example. He raised
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pertiuent questions but avoided instruction. He was not a subject-
matter expert in syriculture, home economics or any other specialty.
He vas a "generalist", able to understand enough -of many fields to
know vhen experts were needed. He was not a social scientist conducte
ing experiments and writing for publication. He was an encourager of
processes for self-development (Biddle & Biddle, 1965, p 13).

The CRD specialist served as a catalyst. He exerts indirect lea-
dership, The volunteer cormmunity leaders got the credit and assumed
the responsibility for the action (Caty._ 1972, p 89). As an example,
& CRD specialist, working in Korea in the early 1960's, found that un=
der no circumstance should you try to sell any idea or try to persusde
the villagers to undertake any action. The villagers were encouraged
to explain their plans in detail and were asked to indicate specifi~
cally who would benefit and to what degree, It was the CRD speciale
1st's experience that people were persuaded by their own srguments but
would react negatively if outsiders made an effort to influence them
(King, 1965, p 21).

Lee J, Cary (p 36) suggested that the major roles of the profes~
sional CRD de'velopet were those of educator and organiser. He rein~
forced these ideas with the five types of helping roles identified by
Lippitt, Watson, and Westley in their book, The Dynamics of Planned
Change.

The first helping role was to make possible new connections among
a community's sub-parts and to reorganise old connections. Second,
the developer functioned as an expert in organizing more effective

procedures. He did not attempt to influence the community's goals,
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but he did suggest better means of achieving these goals. Third, the
d:veloper helped by providing internal strength through offering dir~
ect services or through other means. Fourth, the developer was inter-
ested in creating special environments or situations which would in-
crease the possibilities of growth through learning, which brings
sbout change. Fifth, and last, the developer gave help and support
to the community during the change process, itsel:,

According to George Abshier (1973, pp 111-112), a CRD special-
ist must meet seven requirements: (1) Have a thorough knowledge of
the tools, processes and procedures involved in community cevelopment
work; (2) Be able to anslyze, conceptualize, and articulate accurately
and concisely the problems involved, including the causes of these
problems; (3) Search diligently for applicable rescurces; (4) Be will-
ing to refer questions to someone else wheQ it is something he can-
not answer; (5) Be disinterested in the alternatives of the community
(not unintexested but disinterested); (6) Refuse to make the decision
for the community, and (7) Refrain from being a coordinator - th& guy
who wants to coordinate everybody else.

Roles in CRD were more clearly defined by Paul H. Gessaman, sn
Economist at the University of Nebraska and David C. Ruesink, & So-
ciologist at Texas A & M University. They sgreed that the primary
role was being an educator, Further, they stated three principal com-
poneats or sub-roles making up the educator roie, The first of these
wvas the role of listener or observer. The second was the role of
thinker, and the third role was that of communicator. As a commune

icator, he stimulated and motivated the citizens into taking action
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on community problems they identified.

Other roles included: motivator-stimulator, facilitator, issue
identifier, leadership identifier, linker, organizer, leadership de~
veloper, provider of factual information, alternative identifier, and
alternative analyzer, decision-maker, evaluator of alternatives, plan-~
ner, implementor, evaluator of program effort, provider of rewards
and penalties (Kelsey, 1972, pp 13-19),

The role of the CRD specialist was defined by many writers as a
consultant to the community in its efforts to bring about desirud
change. He was a resource person to steering committees, to study
groups, to local government officials, or to individuals or organie
zations that assumed responsidility for various phases of the commun~
ity development effort. He made no decisions for the people but helped
them make the best possible judgments from the alternatives available
to them, He taught citizens methods of organization for the work to
be done, or he helped with the design of surveys to be taken, He
brought in other resource pecple for technical assistance. He encour-
aged citizens to take initiative and to be self-gufficient so that the
work continued in his absence,

The above descriptions of CRD processes, approaches and roles
from economists, educators, sociologists, and community development
practitioners indicate definite criteria for a CRD specialist.

One significant observation was that the role of a CPD speciale

ist at the local level was not an easy one,
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Chapter III
PROCEDNURES

This was a descriptive field study that attempted to identify
the more effective approaches used by a CRD specialist during the ini-
tial contact with community leaders. It luﬁ, as & long range goal,
the improvement of these approaches or the development of new approa-
ches,

Two phases provided the CRD specislist with opportunities to ap-
proach the leaders ;)f the communities, These were during the commune~
ity selection phase and the initial contact phase. This initisl con-
tact phase lasted from sbout November 15, 1974 to March 15, 1975, A
log was used by the specialist to keep track of the significant appros-
ches used and the leader contacts made.

Interviewing was the method used by this investigator to deter-
mine how the community leaders viewed and reacted to the CRD special-
ist. The same method was used to get their opinions about the appros-
ches used,

Community Selection

The Rural Development Advisory Council and the Hew Mexico State
University staff, working on the Title V Project, recommended that
three to five communities be provided community development assiatance
with the existing Title V resources.

'Thc moi.douuox;o in selecting the communities included: (1) .con-
mucities in which pressing needs were obvious; (2) communities in which
there were individuals with leadership ability and interest in improve
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ing their communities; (3) communities with some potential for devele
opment; (4) distance of the communities from the headquarters of the
specialist, and (5) communities in which the leaders expressed a de-
sire to take part in the Title V Project.

-The CRD speéiaust used several steps in selecting communities.
He developed a list of twenty small rural communities in southern New
Mexico, and collected demographic information on each of the twenty
communities. He contacted the council of government directors to get
their opinions about which of these communities should be included in
the project, and gelected six communities by using a committee of Ex~
tension faculty members who considered the information gathered in
the steps mentioned gbove. He then interviewed selected leaders in
each of the six communities to assess their interest in improving their
communities, and their desire to take part in the Title V. Project.
Following this procedure, he recommended to the selection committee
four of the six communities., The committee, using the additional cri-
teria of potential for development and distance frcm the specialist's
headquarters, selected three communit:ies. .
. Community Data Review

The 1970 census data and data contained in the New Mexico Economic
development profiles was ‘reviewed to determine community and population
characteristics. This knowledge improved the investigator's understand-
ing of the environment in which the CRD specialist and leaders were ine
teracting,

log of Approaches
The CRD specialist kept a log of approaches he used in each com~
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sunity. These approaches included both the direct, such as personal
contacts and the indirect, such as meetings. After each approach,

he recorded his perceptions of the leader's reaction to this approach,
vhat was happzning in the comemunity, and why it was happening (see
Appendix A),

Leader Identification

An adaptation of the reputational method was used to identify lea-
ders, Three knowledgable individuals in each community preparel gepar-
ate 1lists of at least ten persons they considered influential community
leaders. Those leaders mentioned most often were interviewed, During
the i.nt;etviev. these lesders were also asked, "Who are the most influ-
ential leaders in this community?" Those mentioned most often by these
leaders were also interviewed, )

While this method identified the traditional lesaders, the leaders
of other socio~economic groups and the emerging leaders of the commun-
ity may have not been identified.

Interviews

Face-to-face interviews were conducted by this investigator with
key formal and ln_foml leaders. These leaders represented a cross-
section of comunity life, but were mainly the traditional lesders.
They were asked questions concerning the role of the CRD specialist
and their reactions to the spproaches used (see App.endtz B).
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Chapter IV
REPORT OF FIELD ACTIVITIES

This report contains a brief description about each of the three
coemunities, the significant approaches used by a CRD specialist in
contacting the community leader, the results of the leader interviews,
and a brief conclusion.

The description of the approaches includes what was h\g:pentnz at
the time, vhat the specialist did, and a statement evaluating the ap-
proach. The communities included in this study represented three lev-
els of government, three different ag.icultural areas, and had differ-
ent potentials for growth and development. They provided a good cross
section of the existing types of small rural communities in New Mexico.
A total of thirty-eight leaders were interviewed in the three communi-
ties. They represented both the formal and the informal community lead-
ership structures. They were business, governmental, educational, re-
ligious, sgricultural, organizational, and agency leaders. They included
men snd women, Anglo-Americans and Spsnish-Americans. At least nine
were identified as key influential leaders.

Bighteen of these leaders knew that a CRD specialist was working
in their community and twenty didn't know, Two leaders knew the spe-
.clalist very well; three knew him a 1ittle; eleven had just met him,
and twenty-two hadn’t met him yet. 7Twenty-five leaders indicated ap-
proval whea Ehcy first learned a CRD “qm:uust was working in their
community; ten were undecided; one disspproved, and two didn't know 1if
they spproved or not. |
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Twelve leaders thought the specialist was going to work with them
and they would solve community problems together. Five thought that
he was going to serve as an adviser or eo.nmltant but let the people
of the community solve the problems by themselves. One thought that
he would only help when called on to help, and twenty didn't know what
he was going to do in their community. .

When asked 1if they were encouraged to do some community work that
they weren't already doing because of the encouragement or presence
of u CBD specialist, fifteen leaders responded, "Very much." Thir-
teen said, "A little." Six thought, "lot at all.," Pour didn't kunow,
Twelve leaders believed that other citizens would be very much encour~
aged to do some community work they veren’t already doing because of
the encoursgement or presence of a CRD specialist. Seventeen believed
that other citizens would be encoursged a little; two believed that
other citizens would not be encouraged at all, and seven didn't know,

Thirty-five leaders said that the best way for a new CRD special-
ist to meet community leaders wn'| through a face-to-face visit at
their place of business. Nine suggested that a telephone call shead
of time would be helpful, but not necessary. 7Two wanted a letter of
introduction before the face~to-face visit.

Eighteen leaders wanted the specialist to vo;k with them and
solve coomunity problems together; fourteen wanted him to serve as an
adviser or consultant but let the citizens solve the community pro-
blems by themselves; two wanted him to help only when called on; two
didn’t know vhat approach the specialist should take. One wanted him

to take over and solve community problems for the people of the come
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munity, and one didn't want a specialist assigned to the community.

By taking the time to get to know the key leaders; studying the
community, learring what the needs were, and then helping where needed
was seen by twenty-nine leaders as the best way for a CRD specialist
to get started in a community. Three felt he should start immediately
to work on some community problem and six didn't know what the best
way to start would be,

In getting started, nineteen lesders thought a CRD specialist
should live in the community; five thought he should live outuide the
comwunity, and for twelve leaders, it didn't matter where the special-
ist lived. '"i!owever. thirty recozmmended that a specialist r.egnlu'ly
work in the community from two to four days each week, Six leaders
recommended two to four days a month, and five recommended that he
Just attend the important community meetings,

After listening to the components of a CRD specialist's job des-
cription, the leaders were asked just how important they thought a
specialist would be to the future of their community. Thirty leaders
responded. "Very much," Four said, "Of little importance." One thought
him not important, and three said, "Don't know."

Case Study Community A

This community was an unincorporated town situated about twenty-
five miles south of the specialist's headquarters. There was a larger
town about twnety miles to the south and another about twenty-five
miles to the north, The town had a population of 1,728 in 1970, 'rhere’
vas no census taken in 1960. It was governed by a county commission

and did not have a local industrial foundation organized, The median
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age wvas sbout 21,3 years, with 44,5% under 18, and 5.9% over 65 (U. S.
Census, 1972), Irrigated asgriculture and agri-business dominated the
economy. Also, many people found employment in the nearby cities.
Incorporation was the major issue concerning the community during the
study period,

The county had a population of 69,773 in 1970, which was an in-
crease over the 1960 census. Of this population, 44.75% were Anglo-
Anerican, 50.79% were Spanish-American, and 4.4% were others. There
was & population growth of 7,4% between July, 1970 and July, 1973.

In 1973, 5.7% of the population received welfare payments and 30.5%
were elizible for food stamps. The 1973 monthly unemployment average
was5.7% and the county was 18th in the state in personal per capita
income (BBER, 1974, Vol. 1),

Specialist Approsches. The major approaches the specialist used
with this community were telephone calls, éommity meetings, and face-
to-face vigitations. The following are examples of the more signifi-
cant spproaches: On November 21, 1974,‘the specialist attended a com-
sunity meeting to discuss incorporation and the need for a sewer sys-
ten, This was an excellent meeting where everyone was very concerned
with the need for better community sexrvices. Those present vere re-
ceptive of a .pecuuot' working in the community. At least five com=
munity leaders were at the meeting., On December 12, 1974, he had face-
to-face visitations with several merchants to inquire about their gross
vecefipts and to get their views on '1ncorpogation. He reported tﬁt
oome merchants were for incorporation and some were against it. The

merchants received the specialist favorably., On February 17, 1975,
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he conducted a business survey among the merchants and business peo-
ple. He had an excellent response to the business survey, but a fair
to poor response on incorporation, On March 6, 1975, he held a com-
sunity meeting about incorporation. There was a different group of
people from those attending the November 21st meeting present, The
group vas primarily Spanish-Awerican. Some different leaders were
also at this meeting. This, too, was reported as an excellent meet-
ing althougl; the specialist received me'negati.ve response from one
peuo'n concerning incorporation,

During the four months of study, the specialist made several
telephone calls to local leaders to obtain information and to keep
them informed about the progress on incorporation. He had cpeit about
eight to ten days working in the community and had esteblished a good
relationship with an influential leader of the low-income Spanishe
Americans, ' '

Leader Interview Responses, Interviews were conducted with fif-

teen local leaders on March 6-7, 1975. These leaders included six

business leaders, four agency leaders, a priest, newspsper publisher,

banker, school board member, and a high school principal. Four were

woncn and eleven were men., Eight were Spanishe-American and seven were

Anglo-American, At least three were considered to be key influentials.

However, the Anglo-Americans sppeared to be the traditional power holders.
Five leaders knew a CRD spenialist was working {n the community

and ten didn't, One knew Che specialist a 1little and four had just

met hin, The gpecialist had made the initial contact with all five,

.ll;ht indicated spproval when they learned a CRD specialist was worke
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ing in the community. PFour leaders were undecided, one disapproved,
ard two didn't know 1if they approved or mot. An influential banker
vho disapproved said, "Why hasn't he been by to meet me? There are
too many give-away programs, and this looks like just another one."
An influential priest said, "We need to better know what he has to
offer and what he can do." Those that approved thought that the com=
munity really needed the specialist's help.

When asked what they thought a CRD specialist was goiné to do in
the community, three leaders thought he was going to work with them
and solve community problems together; one thought he was going to
serve as an adviser or consultant, and eleven didn't know. Ten were
encouraged to do some community work they weren't already doing bee-
cause of the presence of a CRD specialist, and five were not encour~
aged or didn't know. Twelve leadersg thought other people would be en-
couraged and three didn't know L1f the presence of th. specialist would
be an encouragement., An tnfluent;al Spanish-American woman said, ''Oh,
another une of those! He will just do what he wants to do and leave."
A business man responded, "Businesses are taking a lot of time to runm,
and we need someone to do the leg work on community projects. !’eopl.cj
would be encouraged but wnuld need to see that it can work and see
what he can do."

l Thirteen leade;'c believed that meeting community leaders, face-
to-face, at their places of business was the best way for a new CRD
specialist to get acquainted. Only two wanted a telephone call ahead
of the interview.

Twelve leaders thought that the best way for a CRD specialist to
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get started in the community was to take the time to meet the key
lesders; study the community; learn what the needs were, and help
where needed. One thought he should start to work on a community
project 1me;nate1y. An agency leader said, "There is a lot of local
politics and he can't be aware of how people interact without at least
six months of learning." A business leader said, "If he doesn't take
the time to study the community, he can get on to something that isn't
a priority." '

FPive leaders wanted l_xim to work with the coumunity leaders and
they would solve problems together; five wanted him to serve as an
adviser or consultant but let the people solve their problems by them-
selves, and one wanted him to help only when called on.

Twelve leaders thought that a CRD specialist was very important
to the future of the community and three didn't know. Ten thought
that it was important enough that he ghould 1live in the community.

One thought that he should live outside the community, and two thought
that it didn't matter where he lived. An agency leader ssid, "Peo-
ple sometimes listen to outsiders better." A priest responded, "There
is no doubt. It is necessary to be a local person. Closeness is im-
portant. People need someone available to talk about what can be done
for villages." A banker pointed out, “A specialist would be impor-
tant {f the people knew him, He wouldn't be important 1{f he was a
seai-politician or sponsored by a government agency. He should be a
local person because an 'outsider's' heart is not really in the come
munity." A business woman said, “The people are .very cooperative,

but you sust contact them, If he lived in the cormunity, the people
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would get o know him, and the people spesk more freely with aomeone
they know."

Tvelve leaders wanted a CRD gpecialist to work in the community
from two to‘ four days a week., One thought that two fo four days a
month was enough, and two hought he should just attend the important
-eomni.ty‘ meetirgs. A principal said, "He can't do the job living
avay. He must live in the community and feel a past of the commne
fty." A business leader said, "It would be great if he can coorddi-
nate and help the people solve problems; he would be an asset to the
community. He should attend all meetinga and everything thar is go-
ing on, It would be a full-time job." Another business leader put it
this way, “The average citizen doesn't have time or know where to go
or look, Citizens are busy making a 1191::3. If a specialist has the
time tu get things done,. he would be important to the community."

Conclusion, This community was & good example of the conflicts

that go on between ~ommunity groups. In this case it was incorpora-
tion, As the inflaential priest said, "The people of the community
don't want incorporation." And an influential oanker satd, "The piI;
lars of the community have met and they don't want anoi:ponti.on."

A specialist Apptfoachins this community must take time to under-

stand the issues and what the people really want. He may havé to

change this want into a need, but in doing so, he must be extremely

careful not to take sides. He must bring out the facts, both the pros

and cons, making sure that the leaders and isportant citizens under-

stand them and allow the citizens to make their own decisions.
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Case Study Comrmnity B

This community was a county seat located about 75 miles north of
the specialist's headquarters. There was a larger town about 75 miles
to the north and another about 75 miles to the south. The population
$a 1970 was 4,656 which was a slight increase over the 1960 census.
The community was governed by a cormission-mansger and did not have
& local industrial foundation organized. The median age was about
45.8 years witk 26.9% (-7 “he population under 18 and 26.5% over 65
(V. 5. Census, 1972). Bu:inesses that served tourist, spoxtsmen, and
peorle seeking health benefits dominated the economy. Some irrigated
agriculture was carried on and ranching was an important activity in
the surrounding area. Community services and facilities were the ma-
Jor issues concerning the community during the study period.

The county had a population of 7,189 in 1970, which was an in-
creage over 1960. Of the 1970 population, 62.76% were Anglo-American,
35.85% Spal;inh-Ametiean, and 1.39% others. There was a population
growth of 5.6% between July, 1970 and July, 1973. 1In 1973, 6.2% of
the population received welfare payments and 18.8% were eligible for
food staxps. The 1973 monthly unemployment average was 4.4%, and the
county was 23rd in the state in personal per capita income (BBER, 1974,
Vol. 5).

Specialist Approaches., The major approsches the specialist used
vith this community were city council and community meetings. Most
of the telephone calls were to the ity manager. There were a few face-
to-face visitations with some other community leaders.

On November 18, 1974, the specialist attended an informal meeting
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vith the mayor, city mansger and some local people. The gpecialist
was well received and a great deal of information was exchanged. On
December 9, 1974, he attended a city council work session and meeting.
This was an informative meeting at which several relevant gquestions
were asked and answered by the specialist. A discussion of establigh-
ing a community developmeqt committee was held, and plans for the de-
velopment of this committee were made. On February 5, 1975, he attend-
ed a city council meeting. There was a fair response and those attend-
ing were very 1nvolvéd in community problems, The cpécfaliat thought
he had better not interfere. On February 13, 1975, he sttended a come-
munity development meceting of the general public. The specialist pro-
vided information to the people on the community development act and
helped them to establish priorities of need. On March 5, 1975, he
traveled to Santa Fe with the city manager. During this trip, the
specialist learned a lot about the community's problems and needs.

On March 10, 1975, he attended a council and general public meeting,
He received a good response from most of the council members. The
council had many internal problems, (Note: On March 11, 1975, the
county grand jury brought three indictments sgainst the city manager.)
The specialist had spent about six to eight days working in this com-
munity and had established a good working relationship with the city
manager.

Lleader Interview Responses., Interviews were conducted with thire
teen local leaders on March 13, 1975. These leaders included three
business leadcrs, three agency leaders, two bankers, a superintendent

of schools, the mayor, the city manager, a councilman, and a news~
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paper publisher, Two were wmen and eleven were men, One was a Span~
ish Americen and twelve were Anglo-Americans. At least two sppeared
to be key i.nflu_enthlo. Five of these leaders knew that a CRD special-
ist was working in the community and eight didn’t. One knew the spe-
cialist very w11l and three had just met him, The specialist had made
the initial contact with two leaders. One had contacted the apeci:al-
fst snd a mutual friend had introduced one., Ni.e of the leaders in-
dicated spproval when they learned a CRD specialist was ﬁtklns in the
community and four were undecided,

One agency leader said, ''We need the help; we have to go too far
avay for help. There is no help here." Another said, "He will have
more time to stay on top of things and can accomplish a lot more."

A banker, while approving the project, stated, "A lot of time is wasted
on meetings and not much done, Seventy-five percent of them are not
»rth a damn, Sometimes, you can get too l.IICh 'help. If there was

one person that could really do something, it would be helnful."

¥Five leaders thought the specialist was going to work with thes,
end they would solve the problems together. Two thought he would
serve as an adviser »r consultant, and the people would solve their
problems by themselves., Seven didn't know what the specialist was
goic3 to do, Nine leaders said they would be encouraged to do some
community work they weren't already doing because of the presence of
the specialist and ten thought that other citizens would also be en-
couraged. An influential banker pointed out that they would be en-
couraged 1f ",,.someone called short meetings; if the leg work was

done, and 1if we eouid see some positive results." A city commissioner
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said, "...getting people motivated will be the first problem." An
older agency leader stated, "It {s hard to learn new tricks. Those
who are doing, are doing as much as they can. You need to encourage
the younger people." Another agency leader said, "An outside person
can sometimes gsee things that people living here can't."

Thirteen leaders believed that meeting community leaders face-to-
face at their places of business was the best way to get acquainted.
However, six wanted a telephone call ahead of the interview, and one
wanted a letter., Twelve thought that the best way for a new specfal-
fst to get started was to take the time to meet the key leaders; study
the community; learn what the needs sre, and help where needed. Only
one thought he should start to work on a community project immediately.
An influential publisher said, "He must take the time because he doesn't
know the scope of our problems.”" An agency leader added, "If he tekes -
the time to find out what's what, he will get more cooperation that
way." - —

Six lesders wanted the specialist to work with them and solve come
munity problems together; five wanted him to serve as an adviser or
consultant and let the people solve their prbblem by themselves. One
wvanted him to take over and solve community problems for them, and
one didn't want a specialist assigned to the community. A banker who
didn't want one assigned to the commnity said, "Each agency already
has someone working here. This looks like a Jduplicatfon. Should the
University even be involved in this field?" An agency leader said,

"He should go to work on a project immediately. Get his feet wet.

Get involved, Show the people you are doing something. Get in the
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papers. Get started. A month or two of fooling around doesn't mean
much. Do something." A business leader said, "He should advise us
but we must do the work ourselves."

Tw:lve leaders thought a CRD specialist would be important to the
future of the community and one thought it was not important. Five
leaders thought that he should live in the community; three thought
that outside the community would be best, and five thought that it
didn't matter vhere he lived. An influential banker said, "A special-
ist would be very important. He might find a need that we don't know
wve have. We don't have a Chamber of Commerce manager, just a secre-
tary. Most business leaders are very busy and don't have the time to
encourage industry to come to this community. We want industry but
we don't know how to get it." A newspaper publisher said, "The {m-
portance depends on the person. If he could stimulate the community,
he would be important. He could do a great deal of harm 1f he couldn't
and might hurt future programs.” An agency leader pointed out, "This
is the first time this has been tried. We don't know how it will work
out. It looks like it will be iwmportant to the future of the commun-
ity."

Ten leaders wanted him to work in the couimnity from two to four
days each week, and three thought two to four days a month would be
enough.

A superintendent of schools og!.d, "The CRDs shouid live in the
commnity and work full time here. We need to do much followeup."
The mayor said, "If he really wants to get things done, he should be

working in the community several days each week, but it doesn't mat-
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ter vhere he lives." An agency leader pointed out, "There are so many
different programs. Many overlap. We need someone that knows where
to go. There are a lot of people working on different things. He
needs the time to work with all of them."” A city commissioner res-
ponded, "There 1is 0 much to do. It is a fulletime job and the spe-
cialist should live in the community and work here full-time.

Conclusion, This community was just large enough thst it was at-

. tracting many state and federal resources. A specialist approaching
the community would need to be well acquainted with all the agency
personnel working in the community. Since few of the other agency
personnel are living in the-conunity, it would be desirable for the
CRD specialist to 1live in the community. He might become a right hand
to  the city manager and the Chamber of Commerce secretary and attespt
to coordinate the resources svailable so that the coraunity gets max~
foum benefit from each resource and not a lot of duplication. He
would need to approach the community with caution so that he doesn't
alienate the agency personnel while gaining the support of community
leadexs.,
Cage Study Community C

This community was a county seat located about 126 miles northe
east of the specialist's headquarters. There was & larger town about
150 miles north and another about 57 miles to the south. The popula-
tion in 1970 was 1,123 which vas a decline over the 1960 census. The
community had & mayor-council government and had a local industrial
foundation organized. The median age was about 28.4 years with about
33% of the population under 18 years and 11.3% over 65 years (U. S.
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Census, 1972). Ranching dominated the economy, The development of an
induo-ttigl park was the major {issue concerning the community during
the study period.

The county had a population of 7,560 in 1970 which vas a decline
over the 1960 census. Of this population, 62,.58% were Anglo-American,
33.97% were Spanith-American and 3.45% others. 7.ere was a popula-
tion growth of 9.2% between July, 1970 and July, 1973, 1In 1973, 5.5%
received welfare payments and 14.9% were eligible for food ltlﬂP.l.

‘tl;e 1973 wonthly unemployment gverage was 4.4% and the county was 8th
fn the state in personal per capita income (BBER, 1974, Vol. 2).

Specialist Approaches. The major approaches the specialist used
vith this community were city council and commnity meetings and tele-
phone calls. Telephone calls were made on a weekly basis to the mayor
and one or two agency leaders. Several face-to-face visits were made
vith county government personnel and some I;uoineu leaders. .

On November 13, 1974, the specialist attended a community meeting.
There were local, district, state, and federal officials present and

they considered the pre-spplication for an industrial park. The spe-

cialist met several leaders at this meeting. On November 27, 1974,
he attended an informal meeting with the mayor, council of govern-
ment director, and some of the town personnel. This was a good plan-
ni;ng meeting with each person working through the industrial park ap-
plication check list. On December io, 1974, he attended a city coune
cil meeting. During this meeting, several of the councilmen asked
relevant questions of the engineering firm they were considering hir-

ing. Some of these questions were formed during an earlier meeting
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between the specialist and councilmen., This meeting provided a much
closer relationship between the entire town council and the special-
ist. On December 16, 1974, the specialist attended a council work
session and town meeting, There was an excellent response from the
council and the people present, They worked on community needs, gathe
ered information on housing, and considered community development,
federal funds, and housing problems. On January 23, 1975, he attended
a meeting in Roswell with the mayor. On February 12, 1975, he at-
tended a community meeting and thought that th_ere wvas an excellent
response to his assistance. On February 18, 1975, he attended an-
other community meeting and discussed zoning vith about 150 people
present. March 11, 1975, he attended a city council meeting and pre-
sented information on housing and bureau of outdoor recreation pro-
Jects to the mayor and councilmen., This was reported as an excellent
meeting with high response. On this date, he also contacted several
people around town to introduce the research assistant to them. There
vas an excellent response to buth the research assistant and the spe-
cialist. The specialist had spent about eight to ten days working in
this community. He had established a good working relationship with
the mayor.

Leader Interview Responses, Interviews were conducted with ten
local leaders on March 14, 1975, These leaders included four agency
leaders, two business leaders, a newspaper publisher, a city councile-
san, a banker, and a school board :;enbct. One vas a woman and one
vas a Spanish-American. At least four appeared to be key influentials. ‘

Eight of these leaders knew a specislict was working in the community.
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mee knew the spacialist well, and four had just met him, The spe-
cialist had made the initial contact with seven leaders. Four vere
contacted face-to-face at their place of business, and three had been
contacted at community meetings. Eight leaders indicated approval
when they learned a CRD gpecialist was working in the community, and
two were undecided. An influential newspaperman who voiced spproval
said, "We have been through many planning and development groups with
very little happening. I'm skeptical about what this one can do."

An fnfluential businessman and former mayor wvho was undecided said,
"I heard the specialist at a community meeting and was impressed by
his presentation.” '

Pour léadeta thought the specialist was going to work with them,
and they would solve problems together, Two thought he was going to
serve as an adviser or consultant and the people would solve problems
themselves, One thought he was going to help only when called on,

An influential business leader said, "He should be an adviser to the
community, but the community must pull itself up by its bootstraps.”
An influential banker stressed, "The specialist should help only when
called on. He should lend his expertize because a fresh inisction
helps the people. They can see that someone besides the mayor and
council 1is trying to help,"

Nine leaders said they would be encouraged to do some comminity
work they weren't already doing because of the presence or encourage~
ment of the specialist, and seven thpught that the otter citizens would
also be encouraged. A city councilman said, "The people would be en-

couraged if they were gware of the specialist. They would get involved
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but he must prove to them that he is here strictly to help instead of
them proving to him that they want to help."” An agency leader said,
"We can always use the help. People would be more encouraged i€ they
got to know him and what he could do."

Nine leaders thought tha-t the best way for a CRD specialist to
meet community leaders was just to drop in and talk to them face-to-
face at their place of business. Only one wanted a letter prior to
the visit. Nine leaders thought that the best way for a specialist
to get started working in the community was to take the time to get
to know the key leaders, study the community, learn what the needs
were, and then help vhere needed. One thought the best way was to
start immediately to work on some community problem or project. A
business leader stated, "Starting to work {immediateiy on a problem
may or may not be what the coomunity wants or needs. He could spin
his wheels if not careful." An agency leader said, "He must learn
vhat's what, but he might start on some small problem while doing so."
A city councilman said, "He would be spinning his wheels 1if he didn't

take the time to know who's who. . But he could start on a project

L
- S00N,

Five leaders wanted the specialist to work with them and solve
community problems together, and four wanted the specialist to serve
as an adviser or consultant but et the people solve their own pro-
blens, and only one wanted him to help onlr when called on, Most of
the leaders said, "We need help and advice, but we must do things for
ourselves.”" An influential banker said, "We know the problems and a

specialist should help only when called on."
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All ten leaders thought that the specialist would be very impor-
tant to the future of the community. Four thought he should 1live in
the community; one thought that living outside the mnity would be
all right, and five didn't think that it mattered where he lived. An
influential banker said, "It would be nice 1f he could live here. We
need to get the Spanish-Americans more involved, and a speciaslist with
a SpanisheAmerican name would be very helpful." An Influential news-
paper publisher stated, "He should 1ive and work in the community.
'Outsiders’ don't understand a lot about the town or the people. He
must work with a_ll races. The goals and aims must be definitely out~
1ined, We don't need any more dasn surveys."

Eight leaders wanted the specialist to work in the community two
to four days each week., Two thought that two to four days a month
would be enough. As an agency leader said, "It doesn't matter where
he lives, but the more time spent here, the better off we would be,"
A business leader pointed out, "If he sets & spark, he needs to be
here to keep it going. Just attending meetings hasn't gotten the job
done, We need someone here to zarry the ball." A school board mem=
ber stated, "We have many needs, but we don't have time to ﬁtk on
them. The person must have the ti.u' to spend here." An agency lea-
der added, "There are 90 many government programs, we need someone
here to keep track of them,"

Conclusion, This community was & good exsuple of small rursl
community individualism. As an sgency leader stated, "This community
has really put forth the efforts., Very few other communities of this

size have put forth this amount of effort." The leaders believed that
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the comwnity must do its development work itself, but they wanted all
citizens i.nv.olved.

- In spproaching this community, a specialist should concentrate on
advising and counseling the citizens and leaders, but he should be
willing to do his part of the work. He must be well informed about
legislation and new government programs for community development.

He should know how to develop ideas so that the people wil® think that
the ideas were theirs,

The power structure of this community was mostly Anglo-American
but they were concerned about the lack of involvement of the Spanish-
American population in community affairs. A specialist should know
how to approach and involve all ethnic groups, especially the Spanish-
Americans,

Differing Approaches

There were two different metnods of ag;proachina commnities used
by the profeuional CRD specislists working on the Title V Project.
One was a process approach that required the specialist to take the
time to get scquainted with key community leaders; ctudy the commune~
ity; learn what the felt needs were, and then start to work on 'a pri-
ority need, The other was a content spproach that required the spe-
cialist to start to work immediately on m community project or problem,
and, through these activities, get to know the community leaders and
needs.

These are presented here to pofitit out that there is probably no
best aspproach for community resource development. However, a special~
ist must be flexible and able to adapt. the approach best suited for a

given community.
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Chapter V
GENERALIZATIONS AND RECOMMENDATIONS

‘The fourteen spproaches discussed during the leader interviews
were adaptations of approaches faund in the literature review.

While the spproaches were not unique, the opiuions of the lead-
ers about them might serve as a useful guide for CRD gpecialists.
One must remember that all situations are different and that these

" generalizations mgy not apply to any other situation.
Generalizations

Study the Community First, a Process Approach. Specialists should
take the time to know leaders, community, and felt needs before taking

major action.

Sork on Community g‘t"_o_.tnegsnn‘nedi_atelx. a Content Approach. Spe-
ciaslists should not initiate or take major sction on community projects
until they are asccepted by the leaders and understand the important
community interactions.

Teke-over Approach. Specialists should not take over any comsun=~
ity project. The leadership and responsibility should remain with the
leaders.

_ Work-witheus Approach. Specialists should work on a project with
leaders while performing the primary approach of advising or consult~
fog.

Serve as an Adviser Approach, Spceinli.otl should first serve as
advisers or cousultants to leaders, Them, they should work only where

needed on community projects with leaders. Follow~up work that lecd-

‘exs are unable to perform would be especially appropriate.

Help Only When Called On Approsch. Specialists should take the
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more active approaches of advising or working with the leaders. Lead-
ers may be reluctant to call a specialist for help.

Attend Jmportant Meetings Only Approach. Specialists should at-
tend all community meetings as part of his working with or advising
appro’ ‘h; Attending meetings only won't provide the help leaders need.

Liv. in the Community Approach. Specialists should live in the

community and become an active member of the community 1ife.

Live ¢:*side the Community Approach. Specialists should not live
outsid: #'-c community unless they can spend several days each week
working in the community.

Work Weekly in the Community Approach, Leaders need all the help
they can get. Specialists should work severa) lays each week in and
for the community.

Work Monthly in the Community Approach. Spending a few days each
wonth in & community isn't enough since leaders could use a full-time
lpecialu't.

Face-to-face Visitation Approach. Specialists should first ap-
proach leaders in person at their place of business since most lead-
ers prefer to be informal.

Telephone or Letter Approach, These more formal approaches are
usually not necessary in the smaller communities of 5,000 persons or
less, but might be used in the larger communities of 5,000 persons or
L fe, A pre-approach letter would be appreciated by most leaders,

Community Meeting Approach. Specialists should use this approach
for informing and developing acceptance by leaders and not for making

the fnitial contact with leadero..

e
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Conclusions

The study objectives were to identify some effective approaches
for (1) contacting, (2) developing acceptance, and (3) establishing a
basis for proceeding with rural leaders,

At least one spproach was favored over the other approaches for
each of the above stages. During the contacting stage, leaders pre~
ferred an informal spproach of meeting the CRD specialist at their pla-
ces of business instead of being contacted by letter or telephone,

From this study it appears that i{n developing acceptance by lea-
ders, a CRD c.pechust should become an active member of community
11fe either by 1living in the community or at least, by working in the
community several days each week, '

Also, this study suggests that in establishing a basis for pro-
ceeding with leaders, enough time should be taken to carefully study
the community before taking any major action on community projects or
problems. This includes getting to know the leaders of all socio-
economic groups and the community needs as seen by those leaders.

Further, as a generalization from this and other studies, it is
recommended that CRD specialists and managers remain flexible and

sdespt approache‘ to fit the different situations and ieaders.

Recommendations

Given the limitations of the present field study, the following
recommendations are made to assist brth specialists and managers in
their Mty resource development work with small rural communities.

Specialists,

1. Before approaching community leaders, specialists shculd learn
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all they can sbout the community including the names and ad-‘
dresses of present and potential leaders, important groups,
history, past and present problems, facilities and services
available, sources of income, economic potential, etc,

In contacting the community leaders, specialists should first
stcp by their “aces of business for a face-to-face visit.

A pre-approac.. letter introducing the specialist would be
sppreciated,

During the visitation, specialists shculd t;oe a pre-talk that
explains vhat coomunity resource development is; what it can
do for the community; howv it is done, ané what the special-
ist's role is. The specialist should ask each leader:

(a) What are the major needs of the community? (b) Would

" he or she be interested in participating i{n a community de-

b,

3.

velopment program? (c) Who are other citizens in the commun~
ity who would be interested?

This visitation procedure should be repeated with all citie
zgens the specialist visits with in the community. It can
serve as part of an sgenda for the first community meeting
the specialist participates in,

Specialists should take the time to get to know the commun-
ity leaders and they to know him, He should carefully study
the community, n!t questions, and find out what the felt needs
are, He should learn what not to do as well as what to do,
Specialists should serve as advisers 6: consultants and en-

courage the citizens to solve the problems themselves, But
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he should be willing and able to do some work on community
problems.

Specialists should live in the community. If they don't live
in the community, they should spend several days each wee
physically working in the community. After the citizens have
developed a greater reliance on self-help, théey might spend
less time in the community.
Specialists should consistantly seek to understand the moti-~
vations, conflicts, and complexities in the citizens' lives.
They should constantly ask themselves how their actions or
lack of action and attitudes are interpreted by the citizens.
ers !
Managers should arrange orientation programs for new CRD spe~
cialists during which they develop guidelines for spproach-
ing and developing acceptance vlth'comnitiu.
Specialists should be assigned .to a limited number of commune~
ities in the beginning and should work in each community sev-
eral days each week.
Managers should obtain first hand information about a commune
ity by conducting their own review in & community during the
first few months of the project's beginning.
Managers should provide regular training and evaluation ses~
sions. During these sessions, specialists should be respon-
sible for presenting problems, objectives, plans for achieve

ing these objectives, and evaluating the progress made. This

vay, communications are improved and managers become counselors

instead of judges.
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APPENDIX B

INTERVIEW SCHEDULE
COMMUNITY NAME OCCUPATION ____ __
Sex Age Other

DID YOU KNOW A CRDS WAS WORKING IN YOUR COMMUNITY? 18 YES 20 NO
1. HOW WELL DO Y.} KNOW THE CRDS WORKING IN YOUR COMMUNITY?
2 VERY WELL _3 LITTLE _11 JUST MET _22 HAVEN'T MET

2., HOW DID YOU PIRST MEET THE CRDS WORKING IN YOUR COMMUNITY:
14 HE CONTACTED ME

I CONTACTED HIM

A MUTUAL ACQUAINTANCE INTRODUCED US

3. WHAT WOULD BE THE BEST WAY TO MEET COMMUNITY LEADERS IN THE COM=-
MUNITY?
35 1IN PERSON (FACE-TO-FACE)

BY TELEPHONE

BY LETTER

AT A COMMUNITY MEETING

AT THEIR OFFICE

[

4, WHAT WAS YOUR REACTION WHEN YOU LEARNED A CRDS WAS WORKING IN
YOUR COMUNITY?
APPROVED UNDECIDED DISAPPROVED DON'T KNOW
10 1 2

o

S. WHAT DID YOU THINK THE CRDS WAS GOING TO DO IN YOUR COMMUNITY?
TAKE OVER AND SOLVE COMMUNITY PROBLEMS FOR US
12 WORK WITH US AND SOLVE COMMUNITY PROBLEMS TOGETHER
SERVE AS AN ADVISER OR CONSULTANT BUT WE WOULD SOLVE OUR
PROBLEMS OURSELVES
HELP ONLY WHEN CALLED ON-
20 DON'T KNOW

6, WERE YOU (WOULD YOU BE) ENCOURAGED TO DO SOME COMMUNIZY WORK THAT
YOU WEREN'T ALREADY DOING BECAUSE OF THE ENCOURAGEMENT OR PRE-
SENCE OF A CRDS? . .
15_VERY MUCH _13 A LITTIE 6__ NOT AT ALL 4 ___ DON'T KNOW

7. WERE OTHER PEOPLE (WOULD OTHERS BE) ENCOURAGED TO DO SOME COMMUN=-
ITY WORK THAT THEY WEREN'T ALREADY DOING BECAUSE OF THE ENCOURAGE-
MENT OR PRESENCE OF THE CRDS?
12 VERY MUCH 17 _ A LITTLE 2 _ NOT AT ALL

2. -

DON'T KNOW
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8.

9.

10,

11,

12.

WHAT DO YOU WANT A CRDS WORKING IN YOUR COMMUNITY TO DO?
1_TAKE OVER AND SOLVE COMMUNITY PROBLEMS FOR US
18 WORK WITH US AND SOLVE COMMUNITY PROBLEMS TOGETHER
14 SERVE AS AN ADVISER OR CONSULTANT BUT WE WOULD SOLVE OUR
PROBLEMS OURSELVES
2 _HELP ONLY WHEN CALLED ON

2_ DON'T KNCW
1_DON'T WANT ONE ASSIGNED TO OUR COMMUNITY

WHICH WOULD BE THE BEST WAY FOR A COMMUNITY CRDS TO START WORK~
ING IN YOUR COMMUNITY?
29 BY TAKING TIME TO GET TO KNOW THE KEY LEADERS, STUDYING THE
COMMUNITY, LEARNING WHAT OUR NEEDS ARE, AND THEN HELP US

WHERE NEEDED
3 _ BY IMMEDIATELY STARTING TO WORK ON SOME COMMUNITY PROBLEM
6_ DON'T KNOW
IN GETTING STARTED, WHAT SHOULD A CRDS DO?
19 LIVE IN THE COMMUNITY 30 _WORK IN COMMUNITY 2-4 DAYS
S _ LIVE OUTSIDE THE COMMUNITY A WEEK
12 DOESN'T MATTER WHERE HE 6 __WORK IN COMMUNITY 2-4 DAYS
LIVES A MONTH
2_DON'T KNOW 5___JUST ATTEND IMPORTANT MIGS.
HOW IMPORTANT DO YOU THINK A CRDS REALLY IS (WOULD BE) TO THE FU=~

TURE OF YOUR COMMUNITY?
30 _ VERY IMPORTANT 4 _ LITTLE IMPORTANCE 1_ NOT IMPORTANT
3_ DON'T KNOW

WHO ARE SOME OTHER IMPORTANT LEADERS IN THIS COMMUNITY?
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