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One of the key units of the agricultural sector is the
extensi on services network. This is all the nore inportant in
a developing country like N geria where crop production is
still domnated by a large nunber of snmall scale peasant
popul ati on. The agricul tural sector depends on t he
effectiveness of a functional extension services network for
spreadi ng new and i nproved farm ng techniques to farners where
ever they live, which wIll in turn boost agricultura
producti on to the desired level. The extension services
systemin turn depends on the conpetence of its village |eve
ext ensi on agents, who formthe link between the agency and the
farmers; between research and | aboratory results and practi cal
experinment at the farmsituation. Thus in a sense, the success
of any agricultural organization depends on the conpetence
and effective performance of the village l|evel extension
agents. In Nigeria, the performance of extension agents is
generally regarded as bel ow expectation. A nunber of factors
rangi ng from poor or inadequate planning to |lack of notivation
have been identified as responsible for this uninpressive
situation. This study exam nes the performance of the vill age
| evel extension agents as seen by the farnmers; focusing on
t hose variables that define the personality of the individual
with a view to determning the kind of influence that these
vari ables have on the job performance of the village |eve

extensi on agents. Results obtained show that nore than 80% of



X
the farners in the study area were not satisfied with the
performance of their VEAs. The results also show that all the
vari ables tested were positively related to job performance,
with age, education and attitude as the nost inportant

variables in explaining VEA job performance, when tested at

the 0.05% |l evel of significance.



CHAPTER ONE

——— W -

1.0 . INTRODUCTION

Agriculture is the basis of man’s existence. It supports
human beings through the provision of food and raw materials.
The importance af agriculture fherefore cannot  be
overemphasized.

In the 1960’s Nigeria was not only self sufficient in
agricultural food production, but the agricultural sector
accounted for about 64% of the country’s foreign exchange
earnings (Awoyemi, 1980), and provided employment for over 70%
of the country’s population (Idris, 1980). However, the oil
boom period in the 1970s caused a long term negative effect on
the agricultural sector so that by the 1980s Nigeria was
importing food worth over $1.2 billion and the agricultural
sactor’e contribution to the country’s Gross Domestic Product
(GDP) had declined to an unimpressive 18% from 63.4% 1in 1960
(Awoyeml, 1980).

In the beginning, the crash of the agricultural sector
was attributed to neglect caused solely by the o0il boom
period. But the continuous failure of government’s attempt to
revamp agriculture through the injection of large sums of
money into agricultural projects and programmes such as the
Mational Accelerated Food Production Programme {(NAFPP, 1972),
the Operation Feed the Nation Campaign {(QFN, 1978),

establishment of the River B8asin bDevelopment Authorities



2

(RBDA) and the still existing World Bank Assisted Agricultural
Development Projects (ADPs, 1979), proved that it was no
longer a question .of neglect alone. Consequently, thé
government shifted emphasis and started giving more attention
to the different units within the agricultural sector, such as
research centres, agricultural credit schemes, extension
services etc.

Oone of the key units of the agricultural sector is the
extension services network. The agricultural extension system
is the agricultural sub-sector responsible for taking out
research findings in the different fields of agriculture, from
the research stations to the millions of small scale farmers
located in the rural areas that form the bulk of the country’s
farming population.

Nigeria today operates the unified agricultufal extension
services system along with the Training and wvisit (T&v)
approach. Considering the sensitivity of adult education and
the traditional wvalues involved, it 1is necessary for an
agricultural extension agency to adopt a method that will be
effective and dynamic. For this reason the T & V system of
extension was introduced in 1988 to replace the Training and
Demonstration (T&D) system (BSADP, 19%92).

Thea basic feature of the T & V system is to provide a
systematic programme of training for village extension agents
(VEA) along with regular visits to farmers in their farms

(about once every fortnight). The programme provides the VEA
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with intensive training every fortnight. The training covers
fundamental areas such as seed selection, planting, weeding,
fertilizer application etc. In the field, the VEA showé
farmers how to implement recommended practices, motivates them
to adopt same and evaluate production constraints and advice
farmers on how to overcome them. For effective performance the
VEA 1is furnished with suitable technical and supervisory
guidance.

In the state ADPs such as the BSADP where this study was
conducted, the extension unit is headed by a Deputy Director
(Extension) who co-ordinates the unit’s activities through a
chain of subordinates viz: The Assistant Director, (AD), the
Zonal Extension Officer (ZE0O), Subject Matter Specialists
(8M8), sub-zonal Extension 0Officer (SZE0O), Block Extension
Supervisor (BES) and finally the village Extension Agent (VEAR)
who is in direct contact with the farmers.

The subject of this study is the wvillage extension
agents. The importance of this category of extension staff
carnot be overemphasized. The extension agency and indeed the
ADP itself depends on the competence of the village extension
agent for the implementation of its programmes. The village
extension agent constitutes the final link between programme
design and implementation; between research and laboratory
result and practical experiment at the farm situation. This
study examined this lower level, which is a vital category of

extension staff, focusing on farmers assessment of his/her
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paerformance, his/her attitude to job and the client system
(i.e, the farmers) and such other personal characteristics of
the wvillage extension agent like age, education, Jjob
satisfaction and training. The study investigated how these
factors influaence the job performance of the village extension

agent. .,

1.1 Statement of the Problem

One of the crucial factors that determine the success or
otherwise of an agricultural project is the existence of a
functional and effective extension network with a problem
solving rather than a service approach (Akinbode, 1976). It is
through the extension network that government’s agricultural
policies and objectives are explained, in simple terms, to the
millions of small scale farmers located in the nooks and
corners of the country. It is also through the extansion
services network that farmers are educated on the fundamental
aspect of farming, such as latest and suitable farm technology
and efficient utilization of resources., Again, farmers’
reactions to these services are fed back to the policy makers
through the extension services system. Thus, apart from being
an important and necessary component of any agricultural
organisation, the extension system can be seen as a "very
powerful ftool in the administration of rural development
programmes’” (Adeyeye and Igben 1986:1) The link between the

extension agency and the farmers is the village extension
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agent (VEA). Because he is in direct contact with the farmers,
the VEA’s role becomes crucial to the overall succeés of the
agricultural develophent project’s aim and objectives. |

In communicating between two social institutions, the VEA
is likely to face certain constraints or problems, often from
both institutions. Considering the wide gap that exists
between awareness and adoption of improved agricultural
practices in all parts of the country, the “"impression is
being created that extension systems in developing countries
are sick babies that have not been able to generate much
adoption of improved agricultural technologies...” (Atala and
Voh 1987:2). What is/are the cause/causes of this poor
performance and assessment? |

Ekpere (1973:158) in a comparative study of agent
performance under two approaches observed that "the general
extension service had not given adequate attention to
developing the competence of its extension workers to a level
necessary and sufficient for effective performance”. Similarly
Atala »nd voh (1987:323-4) found that: "Limited resources
which characterizes extension services in Nigeria hampers the
development and promotion of programmes that would further
enhance the agent’s understanding and performance of extension
roles in addition to what personal agent characteristics such
as education and job tenure might provide”.

akinbode (1976), Collins (1980), Uwakah (1981), Atala et

al {1993) and Madukwe (1993) had also identified over—emphasis
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on formal reporting, excessive work load, low morale, lack of

incentive, poor or negative attitude, inadequate professional
training and low educational qualification as some of the

proplems  hindering wvillage extension agents’ effective
performance in rhe Nigeria sxtension services system. "This
situation suggests that the role performance of agents is
problematic and contribute to the genaral malaise in Nigerian
agriculture” (Atala and voh, 19R87:306).

Using the western zone of the BSADP, this study examined
the influence of VEA pearsonal characteristicos such as age,
education, attitude, job satisfaction and training on VEa& job
parformance. The study also examined farmers’ assessment ofF
VEA parformance in their area, Specifically the study tried to
answer certain oritical guestions such as:

1. How do VFA's personal characteristics affect VEA job
parformance?
2. What do the VEAs think of their jobs?

X, What do the VEAs think of the farmers?

4, What is the opinion of farmers on VEA s job performance?
5. How can VEA s performance be improved?
1.2 Objective of the Study

The broad objective of this study was to investigata the
influance VEA personal characteristics on VEA job performance
as well az examine farmers”™ opinion of VFA parformance. The

spacific objectives are:
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1. To analyse the influence of VEA personal characteristics
on VFA’s job performance.

2. To find out what VEAs think of their Jjob.

3. To find out what VEAs think of the farmers.

4. To determine farmers assessments of the performance of

VFAs in their area,

The agricultural extension services system as a whole is
an area that should be continuously studied and analyzed
because of ite dinvolvement with two dynamic social
institutions; the government and the research centres on the
one hand and the rural farming community on the other. 1In
Nigeria, as in most developing nations of the world,
agricul tural extension service is the most important public
service institution with the widest range of responsibilities
for agricultural and rural development (Fkpere, 1973).

Inspite of this "it appears that the government. at
various levels in Nigeria is not quite aware of the crucial
role that extension agents can play in the effective
implementation of rural development programmes and projects”
(Adeyeye and Igben, 1986:2). The need to study and highlight
the role of the extension agent at every level, therefore, is
as important as the programmes they are expected to promote.

Within the extension services system, the wvillage

extension agent 1s the only extension staff with the most
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regular and direct contact with the farmers. Since it is an
established fact that proper, sustained agricultural
development cannot be achisved without integrating farmers;
the wvillage extension agents who deal directly with the
farmers is a subject worthy of study, so that a picture of how
they carry out this integration process can be better
understood, problems areas identified and addressed. The gap
that exists between awareness and adoption of improved
agricultural technologies, exist partly due to communication
problems between the extension agency and the farmers (Voh,
1979, Atala, 1980). Since the local level extension staff is
the link between the agency and the farmers it can be
concluded that in general “... the variety of services
provided by the agent, the economic and social conseauences of
the agent’s efforts to reach the farmers and the environmental
factors influencing the extension agents role are legitimate
factors for study if better extension result is required”
(Atala, undated). Tt is in the light of this that this study
was undertaken.

Finally a clear understanding of the role of the VEA, the
constraints he faces and how his services can be improved will
help in making optimum use of the huge amount of capital that
government, non-government and international organisations
invest in their attempt to improve agricul tural production in

Nigeria and elsewhere.
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CHSFTER TO

2.0 LITERATURE REVIEW

2.1 Role and Role Performance

Role is the sum total of behaviour axpected of an
individual oaccupying a certain position, formal or informal
(Haralambos 1980). Providing security, food and shelter are
some aof the roles axpected of a husband while the role of a
wife or mother is to take care of the home and the children.
Role performance therafore is the eaxtent to which an
individual fulfil the different functions expected of a person
nccupying that position {a wife, husband or extension agent).
In essence social  and institutional roles regulate and
organize bshaviour (Haralambos 1980:8).

Role parformance of individuals in different
aorganisations has received considerable attention. Thex
maeasdvrement of rale performance is raelatively easy to conduct
in same organirzations while it remains very difficult in
aothers.,

In industry for example, role parformance can  ba
agquantified pasily by means of the input-output comparison. In
agriculture, 1t is a complex phenomenon Lo measure. This
difficulty arises, amaong other FEASONS, due to the
unpredictability of human nature and the wuncertainties
associated with natural condition upon which agriculture
depends. Whathaer simple or difficult, the fact remains that

"in any arganization, the need for assessing the worth of
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individual emplovees in relation to total work force is
recognised as a necessary exercise if the organization is to
achieve its desired objectives" (Ekpere, 1973:42-3). ’

Generally, role performance is a dependent variable that
is determined by a numbatr of factors ranging from a.H,
Maslow’'s need theory approach in which he argued that
individuals parform better according to the satisfaction of
their needs which he identified, according to their importance
as: physiological needs, safety needs, belongihgness needs,
esteem needs and the need for self actualization (Maslow,
1943:320-6); to organizational factors such as involvement in
decision making, personnel, skill, attitude stc (Etuk, 1985).

Role performance in agricultural extension has been
linked to different factors.

Motivation, which is the inner desire to act has been
identified as a strong determinant of role performance
(Ekpere, 1973). Individuals’® performance may be negatively or
positively influenced depending on motivational factors such
as Jjob security, Iob satisfaction and financial rewards.
Individuals who feel satisfied with such factors, are likely
to display a high level of performance (Etuk, 1985),
Conversely, lack of job satisfaction, excessive control, wrong
assignment and setting too high a standard could lsad to poor
performance (Ekpere, 1973).

In another study on role performance of extension agents

in Kaduna state, Atala and voh (1987) found that role



11

perception (the individuals parcaption of tha.ﬁaﬁponﬁibilitiam
N, ¥ o

axpacted aof him) age of agents, and agents perception of
decislion making process of the organization are critical to
agents role performancea. They concluded that "any extension
programmes’ effectiveness will be detarmined by the extent to
which 1%t can manipulate those factors influencing the
parformance of extension agents’ (Atala and Voh, 1987:324).
Job performance anpraisal therefora will depend to a large
axtaent on the extent to which factors affecting performance
are identified and appropriately measured. In the areas of
extension, this can be very difficult to achieve because
"parformance indices in this area.. are often more gqualitative

in nature and bkecome a matter of subjective rather than

objective measurement.” (Fkpare 1973:51). The best that one can
do under the circumstances is to strive for accuracy and

objectivity 1in measuring whatever wvariables are deemed

impartant in determining performance.,

2.2 Role of Village Level Extension Agent (VEA)

The village level extension agent, the principal subject
af investigation in this study, provides the final link
hatwesn the extensian system angd the farmers. He functions
sasentially as a teacher and provides a two-way communication
link betwean his organisation and tha clientele” (Uwakah
1981:13). In most organizations, the duties of an indivicual

often detarmines the position or status of the individual in
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that organization (Haralambos 1980:13).

In the case of the VEA, his role as a mediator betwesn
the organization and the farmers places him at the lowegt
position in the administrative structure of the extension
services system. But his administrative status contradicts
sharply with the variety and importance of the roles he is
expected to perform. The village level extension agent finds
himself involved in as many activities as there are in an
extension programme. Maunder (1973) identified some of the
activities that the VEA is involved in as including marketing
distribution, and utilization of farm products, resource
conservation, family adviser, vouth devealopment ete.
Similarly Atala (undated:9) associates the VEA with the
following duties:

i) Advisory service to farmers in  agricultural

production

ii) village council meetings

iii) Crop demonstration programmes

iv) Farm settlement schemes

v Institute research experiments

vi) Rural or community development projects

vii} Collecting resaarch data and agricultural

information

viii Special crop production programmes

ix) fAssisting farmers with marketing produce

x} Writing reports
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%i) Fxtension demonstration unit programmes etc,

Inspite of these diverse roles with which the wvillage
lavel extension agent 1is associated, it is possible to
identify some specific major roles which are:-

i). Educator

This is probably the most important role of the village
extension agent. As observed by Maunder (1973:9). "The
develaopment of human resources through education offers.. the
greatest possibilities for economic advancement. and is a pre-
requisite to the application of the technology required to
increase agricultural production”. However we must note that
the educational role of the VFA is not the same with the
formal meaning of education. The difference being that
extension education is informal and involves no coercion.
According to Leagans (1963:3). "The central tool (for
effective extension agent’s work) is education, for economic
gains and by the people themselves. To act, the people must
first change their level of knowledge... if such changes are
to be important economically and permanent. physically....

A= an educator, the VEA has to provide farmers with
information, scientific and technical, which will enable them
to anlve their identified problems. But providing farmers with
information has to be complimented by practical demonstrations
where technical =skill is required, as in the case of new
technology, use of chemicals and pesticides, Indeed the VEA

has an educational role to play in each of the services and
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programmes which the extension system provides (Maunder,
1973:5).,

ii). Attitude and Action Changer

"Attitudes are predispositions to behave favourably or
unfavourably towards persons, situation, ideas, objects or the
behaviour of others” (Ftuk, 1985:190). Tt is almost impossible
to influence attitude without direct contact. The wvillage
axtansion agent enjoys a face-to-face contact with the
Farmer=, Tt is therefore one of his major roles to shape the
attitude of the farmer so that he views extension as a system
establishad to assist him in solving his own problems and
using his available resources, improve his well-being.
"Tnspiring rural people and creating a desire for more
efficient production, and better living in the rural
communities is an important role of the VFA (Atala, undated
1Z). Tt has been suggested that if extension agents will
devote mora effort to the creation of a dasire for information
farmers would come and ask for it rather thap wait for it to
be brought to them (Maunder 1973). This, no doubt will
facilitate the functions of the agents and enhance the
possibility of meeting the objectives of the extension agency.
But it must be pointed out that this part of the agents duties
i.e, attitude and action changer is one of the most difficult
of his responsibilities. "The Nigerian farmer is surrounded
by many deep-rooted social and cultural factors which hinder

him from accepting change” (Williams 1978:4). The local agent
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therefore has to make serious effort in understanding such
snocio-cultural factors as the land tenure system, extent of
group cohesion, the family system the beliefs and values of
the people in the area where he works. "It is essential to
realize how deep-rooted these factors are” (Williams, 1978:4).
Understanding what he can change and what he cannot, will
guide the local level extension agent towards a successful
promotion of extension programmes.

iii). Administration and Service

The administrative responsibility of the wvillage
axtension agent 1is essentially that of writing official
reports. Although this is a necessary exercise, in most cases,
it detracts the agent from his major role of developing with
the farmers a truly educational program that will help them
solve their recognized problems (Maunder 1973). Among his
administrative-cum—-=sarvice duties, the VFA has to monitor and
present progress reports on on-going experimental projects
which incudes scientific data on soil, crops, climatic
conditions and farmers reactions. Such information is to be
used for research purposes, extension methods and policy
decisions and planning (Atala and Voh 19R7). Additionally
Williams (1978) al=so found that village level extension agents
are involved in the supply of inputs such as fertilizers,
chaemicals, seeds etc. These administrative and service
functions of agents will limit their effectiveness on the

field where they are most peeded. Thus Williams (1978)
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suggestad that agents should work themselves out of these
reasponsibilities because too much time and effort is used to
the detriment of the farmers,

"Farmers are unorganized therefore powerless” (Atala,
undated: 16) it is therefore necessary for the local agent to
arganize farmers into groups that will provide conductive
atmosphere for effective communication. "This role of
organizing farmers varies from non—-directive, unobstructive to
playing a very overt, active and direct role (Atala,
undated:16). This role of organizing farmers can be a very
delicate process. Tn the process of organizing farmers, the
village extension agent must be sensitive to the socio-
cultural set up before attempting to move any plan into action
stage. He should identify l1ocal Jleaders and wse them
aeffectivaely. "in view of the social milieu in which the agent
are working, where formal and informal voluntary organisations
play important roles the agent should identify and make
contact with such groups in the community where he is working"”
(Atala undated:17).

ylvement with the People

This involves analyzing with the farmers the problems
extension programmes are designed to solve, explaining why
auch programmes are desirable and pointing out the human and
material resource=s at their disposal which they could use fo

salve those problems. Tt also involves obtaining the views of



17

under  local conditions and  training leaders  for  local
administration as well as obtaining commitment from them,
gaining their confidence, interest and co—-operation (Maunder
1973:5). In doing =so, that agent must be careful not Lo
undermine local talent or emphasis the superiority of his
idaeas on local practices,

vi) Vacuum Filler

Farmaras often expect tao much from the local extension
agant.. They axpect him to have solutions to all problams.,
They may call him Lo prune their fruits, inspect thelr seads,
spray their crops, vaccinal their animals and ask what drugs
to usa for body pains. This is a dilemma Tor the VEA who in
samne cases is 1131 trained for such sarvice, Maundar (1973}
notad that even if the agent can administer thess serviges, it
negates the basic principle of the seaxtension system which is
tn teach thes farmer how to do these things himsel £,

The role of the village level extension agent as outlined
above are by no means  the exhaustion of the myriad of
respansibilities with which he is involved, It i=s rather a
salection of some of his roles. Considering the diversity of
his roles, the wvillage extension agent will require a lot of
training in different aspects of agriculture. Fkpere
(197%:54~-5) cited the prerequisites developead by |Leagans
{1957) for effective performance of the VEA Aas necessary

ingredients: Leagans (1957) had idantifisd the following:-
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1. Understanding the role of the extensidn service and how
it operates as a public educational institution.

2. Skills in human relation.

I. knowledge and understanding of technical subject matter
appropriate to ones job.

4. ability to plan and to clarify objectives s0 that they
are useful in guiding extension activity.

5. Aability to organize people and things

6. Skill in communication

7. Skill in seeing the relation of principle and practice

8. Skill at enguiry

3. Ability to provide learning experience or to iteach

10. Akility to evaluate,

A) though widely accepted as crucial to job performance,
Ekpere {(1973:55) noted that these competencies cannot be
axpected from all individuals. Part of the solution lies in
the training of agents to develop such skills. Thus proaper
training of the local agent should be made a top priority by
the extension agency. Studies conducted in different parts o7
Nigeria have shown that village extension agents are not
adequately trained for the job. Williams (1978:101), Atala
and Voh (1987:325) Uwakah (1981:13), Onazi (1973) have all
emphasized the importance of proper training of all extension
agents. This is an indication that the area of training has
not been given the desired attention; "Where agents receive

professional training, the emphasis 1s often on the
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theoretical aspect of their training programme. This
situation leads to agents finding themselves seriously
handicapped when they go into the field"” William (1978:101)k
In addition to training, Uwakah (1981:13) also noted that
"a majority of the junior staff were poorly motivated and
generally dissatisfied with their conditions of service™.

Thus, for VEA to fulfil their roles effectively they need to

be motivated through opportunities as .. Job advancement, job
security...... and participation in the decision making
process of the extension organization ..." (Atala and Voh

1987: 325). Also identified as a major factor that affects
the role of the VEA is the availability of technology.
Ekpere {1973: 158) found that: "Where differences in the
level of performance existed, they were due to the
availability of a steady stream of economically wviable and
ecologically adaptable technology supported by an appropriate
system {Ekpere: 1973: 158).

The criticisms that "VEAs are lazy, corrupt and favour
well-to-do farmers"” (Adeyeye o-nd Igben 1984: 3) may nhot be
jJustified if viewed against the circumstances under which they
operate. Unless extension agents are well trained, well
motivated, unless there is a steady supply of the appropriate,
affordable technology and other inputs such as Tfertilizers,
chemicals, seeds and machines, the village extension agent
will continue to find "himself working in a vacuum with no

gource of subject matter at his disposal and no authority to
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assiat the farmer in obtaining seeds fertilizer implements and

other requisites of production” (Maunder 1973: 4),

2.3 Problems Facing Village Extension Agents (VEAsS)

Ona of the most perennial problems to effective extension

delivery 1in Nigeria is the problems of sufficient, well

Lrainad and comnmitted eaxtension agents.
Williams (1987) Akinbode (1980), Adeyeve and Tgben (1984)

Umakah (1981), Atala and Voh (1987) have identified poor and
inadequate training, excessive work load, lack of incentive

and low morale as the major problems which limit agents from

affactively implementing extension programmas to the rural
communitias. Mobhility too is another problem which agents

fraguantly complainad about. "A basic complaint of agents is
that they are unable to get essential requisites to the
farmaers they sarved, at the right time and at a reasonable
cost..." Williams (1978:; 82) Uwakah (1981) atitributes the

negative attitude of extension staff to lack of proper

incentive. “The adverse effect of poor attitudes and
inadeguate training ware further confounded by ... slow

advancamant on the job, lack of adequate transportation, lack
of essential office equipment and field demonstration tools”.

{Uwakah 1981: 13) Fkpere (1973) noted that poor motivation

affects agents perfoarmance. If an agent feels he is not
properly remarded by the organization he may "leave his job or

attenpt to achieve what he wants through behaviour inimical to



21

effective job performance” (Ekpere 1973: 49). The perception
of agent responsibilities of his job could also lead to poor
performance and thus poor presentation or promotion éf
extension objectives. It was reported that agents with wider
range of perception of their job requirement are likely to
have greater role consensus (i.e. agreament with their
officially defined duties). This will consequently lead to
positive promotion of the extension programmes (Atala and Voh
1987).

Lack of subject matter specialists is another agent
related problem of extension system in Nigeria. As observed
by Williams (1978: 82). "With the low level of background
training most village extension staff have, there is a clear
naed for a cadre of well-trained specialists in major areas to
support them. Without this it is wvery doubtful that the
extension services can get to the root of the matter”.

The ratio of VEA to farmers is also very low. In the
Western zone of B8SADP the ratio of VEA to fTarmers is about
1:1500. In the same zone while the minimum qualification for
VEAs is OND, a study conducted there showed that about 60% of
VEAS have no OND while 40% of those without OND had no basic
admission requirement to OND courses (BSADP 1992).

For any extension agency t¢o realise its objectives it
must endeavour to solve all identified problems particularly
as they affect the village extension agents and other field

staff of the agency. Egqually important is the development of
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an affordable and useful technology. Agents and indeed the
extension system as a whole will be powerless if there is no
technology to extend. In addition to organisation%l
adjustments, there is the need to: “Davelop a land tenure
system that will ensure the producer his rightful share of
benafits from any improvement he may institute, marketing of
fair prices, credit at reasonable cost availability of
improved planting materials, good roads and an efficient
transport system good scheools, adequate medical facilities”
Williams (1978: 85): and of course provision for adequate
induction and in-service training programme and other
incentives such as promotion, prompt payment of salaries,
transport allowances and clear definition of roles.(ﬁdeyéya
and Igben 1986). The problem of extension organisation like
most organisations are interrelated. Half hearted solutions
will only weaken the extension services further (Williams
1978).

Inspite of the problems facing extension however, it is
only fair to state that the organizaticn has had relative
success in changing the farmers outlook about the prospects of
agriculture. Most farmers have now become more commercially
oriented and prudent in the way of resources (DOnazi 1978).
Their desire for credit is also evident from their complaints
in the mass media for the government to make credit available
to them. Alsc there is now no doubt that the use of

fertilizer and the improved variety of maize seedlings has now
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baean genarally acceptad. "Fven though farmars may have
alternative sources of information extension plays a dominant
role in changing the farmers out look from a static situation
o a dynamic one” (Maunder 1973: 4}, |

The governmant too has not been totally insensitive to
export advice from researchers evan though there is atill much
to bhe desired. "ITn service training scohemas have ... been
stepped up” reported Williams (1978: 81). Coursaes in the
philogsophy, principles and methods of extension and Rural
Socinlogy have been added in the curricular of various
Faculties, for which the establishment of extension liaison

section of the Institute for Agricultural Research at Ahmadu

fello University bas been bhighly commended (Williams: 1978:
a5)" Ik is an excellent model for the extension services of

other states in Nigeria” (Williams: 1978: 84},

Z.4 The T and V System

Once it has been establishaed through sciantific evidence
that there is a gap betwasn what farmers can potentially
achieve and what they actually do achieve (as is the case with
Nigeria’s farming population) it is then the task of extension
first to bridge this gap and then to be the prime initiator of
additional know-how,

Congidering tha sensitivity of adult education and the
traditional valueas involved, it is nacassary for A

agricultural extension agency to adopt a method that will be
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effective and dynamic. For this reason the T and V i.e.
Training and Visit system of Extension was introduced in 1988
to replace the training and Demonstration (T & D) systém
(BSADP 19%92).

The basic feature of the T & V system is to provide a
systematic program of training for VEA (Village Extension
Agent) along with regular visits to farmers in their farms
(visit each cell at least once every fortnight).

The VEA receives intensive training every fortnight
called FNT {(i.e. Ffortnightly training). The training covers
fundamental areas such as seed selection, planting, weeding
etc.

In the field the VEA shows farmers how to implement
racommended agricultural practices, motivates them to adopt
same and evaluate production constraints and advise farmers
how to overcome them. for effective performance the VEA is
furnished with suitable technical and supervisory guidance.

Dfficially the system provides for at least one field
vjsit by the VEa once every fortnight, on a fixed day known to
all the farmers and the BEA (i.e. Block and Early Adopters)
through whom technical advice spreads to a large number of
farmars in a particular region or area. It is worth noting
that the T & V system has been qguite successful where it has
been tried, where over half of the farmers are aware of, and
following some of the newly recommended practices (Benor

1984).
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2.5 Summary of the Literature Reviewed

The literature reviewad has shown the development of
extansion from a general term of taking knowledge or teaching
aut. of formalised institutions of learning to the outside
community into an educational concept with agricultural bias,.

The Literature review has alsc examined some of the
methods of extension delivery and centred on the T & V which
is presently being adopted in Nigeria.

The literaturs has also shown the complexity involved in
measuring performance because parformance is  a dependant
variable which is influenced by so many factors ranging from
the personality of the individual to his attitude, ability,
Job knowledge and commitment, to organizational factors such
as motivation, planning and co-ordination.

Therse hazs also besen discussion on the role and role
parformance of the wvillage level saxtension agent. The
literature reviewed shows that the VEA 18 associated or
involved with almost all aspects of extension programmes. And
the VEA In trying to fulfil these roles faces a number of
problems which include too much responsibility, inadedquate
training, poor motivation, which leads to negative attitude
and dissatisfaction with the Jjob: concluding that a clear

definition of hiz role, better ocondition of service andg

ancountars in the discharge of his duties,
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2.6 Theoretical Framework

The Village Extansion Agent occupies a strategic position
in the axtension agency and is expected to perform certain
roles which are officially defined by the extension agenty.
This study was conducted within the role theory framework.
The basic assumption of role theory is that it assumes two
positions: The facal position and the counter position. The
facal position is the particular position being studied while
the counter position is the position to which the role of the
counter position relates (Atala 1938&). Far the purpose of
this study the focal position is represented by thae VEA while
the countar position is represented by the farmers.

Role theory further assumes that in any organization
every individual ocoupies a position which assumes certain
given roles expected to be performed by an incumbent of a
given position. Thus every individual while trying to meet
the expectations imposed on him by his status or role

position, behaves according to his  Tdefipition of the

situation”, In this raspect therefore the individual
oocdpying a particular role position becomes a vary important

element in the success of arganizational goals and objectives,
Indeed "....... the bebaviour and attitude of the individual
are of graat importance tao the organisation” (Atala, 1986:30).
The factors that normally  influence the individual’s
definition of the situation and conduct of his role functions

are varied bub are generally categorised into two: (1)

&
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Endogenous or within the system ones such as.staff guality and
promotional opportunities and (2) Exogenous or external to the
system ones like policy and client situation (Atala, 1986);
Ideally therefore a researcher should take account of all
these factors. Howevear, due to the time and resources at the
disposal of the researcher this study however concentrated on
the endogenous factors. Specifically those qualities that
define the personality of the individual such as age,
educational qualification, Jjob satisfaction, attitude to job
and client etc; on the assumption that an individual that is
well disposed towards a cértain task will go a long way 1in
surmounting formidable obstacle to achieve desired goals and
objectives. It is posited that those factors individually and
collectively influence the role performance of the village

extension agent (VEA) as shown in the diagram below:
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VEA’s PERSONAL CHARACTERISTICS

]

X, ATTITUDE |

X; AGE |, | I
|

X; JOB SATIS. ; > Y, JOB PERFORMANCE |
' > | |
i

X, EDUCATION | L J

Xg TRAINING |
I DEPENDENT VARIARBLF

ITNDEPENDENT VARIARBLE

Figure 1: A model showing the factors (Independent
variables) pozited as influencing the Jjob
performance (dependent variable) of VEAS.

1.4 HYPOTHESIS 1 Adge of VFA is not related to VEA Jjob
performance,

HYPOTHESIS 2: VFA educational cqualification 1s not
related to VEA Job performance.

HYPOTHESIS 3: VEA Attitude is not related to VFA Jjob
parformance .

HYPOTHESIS 4: VEA level of Job =satisfaction iz not
related o VEA Jjob perfpormance

HYPOQTHESIS 5: In-Service training of VEA iz not related
to VEA job performance
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CHAPTER THREE

3.0 METHODOLOGY

sl The Study Area

(a) Bauchi State Agricultural Development Programme (BSADP)

Western Zone

The study was conducted in the Bauchi State Agricul tural
Development. Programme (BSADP) Western Zone.

Fstablished in 1987 the BSADP is divided into four
operating zones with Bauchi as the Programme Headquarters,
The four zones of the RSADP are:-

i) Northern zone Azare (Zonal Headquarters)
ii) Western zone Nabardo (zonal Headquarters)
iii) Central zone Miya (Zonal Headquarters)
iv) Eastern zone Gombe (Zonal Headquarters).

Fach zone is headed by a project manager (ZPM) who is
azsistaed by the sub-zonal project manager (87PM). The head of
extension in the zone is the zonal Extension Officer (ZEQ) who
reports directly to the 7onal Project Manager and is assisted
by the Rlock Fxtension Supervisor, and finally, is the Village
Fxtensinn Agent (VFA) who reports to, and is suparvised by the
Rlock Extension Supervisor (BES).

The Western zone of the BSADP has a total of 115 VFAs and
71 RES, covering six local governments of the state (Alkaleri,
Kirfi, BRauchi, Dass, T/Balewa and Bogoro). For extension
operation, these six local government areas were divided into

block extension areas, There are 22 blocks each headed by a



At

30

BES. The blocks are further divided into éells. The number
of cells in each block varies according to the pmbulation
density of the area but on the average there are about 5 call%
per block. The criteria used for demarcating a cell is also
on population density of the area. Each cell contain about
1000 farming families and it could be a single village or a
number of villages located closely together. Thus accordingly
there are 115 cells and 115 VEAs, i.e®. one VEA per cell. For
operational purposes each VEA is required to draw a map of his
cell and subdivide it into 8 subcells and each VEA is expected
to visit each sub cell at least once in a fortnight. Thus
officially to pay a total of 1é visits to his cell per month.

The area is located between latitude 9°N and 130%-145%N
and longitudes z0% and 120°E. The predominant vegetation is
the sudan savannah. Rainfall starts June/July, and the
duration of the growing season is from 95 to 140 days. The
annual rainfall is 1000mm. The dominant crops are sorghum,
millet, maize, acha {(wild rice), sweet potato, groundnut,
rice, cotton, yvam and coco yam and in Fadama lands, sugar cane
and rice. The average farm size is 3.9 ha while the average
farm family size is six. The topography is dominated by the
crystalline rocks of the basement complex with relatively

coarse-textured soils.
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S.1.1 Sampling procedure
(A) VEAs: There are 115 village Extension Agents operating
in the study area (BSADP, Western Zone). In order to improQa
the chances of obtaining as high a response rate as possible,
the whole of this VEA population (115) was taken as the
subject for this study. However 23 of the VEAs were not
avaliable either because they were on course outside Bauchi or
they had left the job and have not been replaced at the time
of interview. Thus 72 VEAs were interviewed and the response
was 100%
(B) Farmers

In order to obtain authentic information on the
performance of the VEAs in the study area a group of farmers
from each cell were interviewed. Three farmers in each cell
in the zone were selected from the register at the village
heads office. The selection was done using a simple random
technique. The tax register at the village head’s office was
used. From the first 10 names on the register a name was
randomly selected; from middle 10 names another name wcs
selected and a third name from the last 10. The village head
or his assigned representative was then asked to verify if the
names selected were presently in the village. Where it is
found that they were not or not available a new selection is
made from the affected group on the register. Altogether a
total of 345 farmers out of about 92,000 households were

selected.
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S22 Data Collection Procedure and Instrument

To collect data for the study two sets of questionnaire
formats were desaigned. 0One questionnaire format was designed
and used to obtain information from the sample of farmers in
the satudy. The second questionnaire was used to obtain
information from the VEAs. The VEA questionnaire instrument
contained two measuring scales which were tested and used to
measure VEA job satisfaction level and VEA attitude to job and
the client system.

The farmer questionnaire format provided information on
farmer’s background characteristics such as name, sex, age,
land tenure status etc., as well as farmers assessment of VEA
performance over the past one year (i.e. during the previous
cropping season). To assess the VEAs, farmers were asked to
rate VEA performance on ten salected items officially obtained
from the BSADP headquarters in Bauchi. Their responses were
recorded along a 5-point rating continuum as: No opinion (N.O)
= 0, Not performing (NP) = 1, parforming below average (BA) =
2, performing averagely (A) = 3, performing above average (AA)
= 4., Thus, the higher the total score for each respondent the
higher the performance rating. The minimum score would be 10
points while the maximum score would be 40 points.

The VFA questionnaire format elicited background
information of the respondents such as age, sex, job tenure,
educational qualification (length of time spent in formal

achool) and number of inp-service training attended since
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joining the agency. The VEA questionnaire also contained a
job performance rating scale identical with that administered
on the farmers sample.group. The farmers’® rating was used fof
the correlation calculations.

To measure VEA Jjob satisfaction level, a 15 item likert~
type scale was constructed with most of the items adapted from
Robinson and Shaver (1970). Respondents were asked to
indicate their level of satisfaction with sach item along a 5-
point continuum as: Very satisfying (v8) = 4; satisfying (8)
= 3, Not satisfyving (NS) = 2, Very dissatisfying (vD) = 1, No
opinion (NO) = 0. The instrument was pretested on 42 VEAs at
the BSADP Western zone during a Tortnightly training (FNT
meeting). The test result showed a reliability coefficient of
.924, In addition, a second test, the interaverage
correlation technique (Smith, 1975) was conducted using the
pretest result. Items with less than the significant .524, r
value were dropped. Five items were so affected. Thus the
final job satisfaction scale contained 10 items. The result
wac item analyzed and presented in a table of percentages.

In measuring VEA attitude to job and the client system,
an attitude measuring scale was constructed. The 5-point
likert type scale, initially contained 31 items that were
adapted from previocus attitudinal studies (Robinson and Shaver
1970), {(Uwakah 1981) and in consultation with some members of
the BSADP extension unit. The instrument was pretested

simultaneously with the job satisfaction scale where 42 VEAsS

o Amrz-
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participated. The pretest result correlated significantly at
the 0.5 1level (r = .304). after a second tést, the
interaverage correlaﬁion technique was conducted, 9 items with
r value lower than the significant .324 were dropped. The
final attitude scale thus contained 22 items. Twelve of the
items measured VER attitude to extension Job while the
remaining ten items measured VEA attitude to farmers. In both
sub scales half of the items were stated positively while the
other half were stated negatively, To minimise pattern
responses both positive and negative items were listed
randomly. Respondents were asked to indicate their level of
agreement/disagreement with each statement along a continuum
of strongly agree (SA) = 4, Agree (A) = 3, Disagree (DA) = 2,
Strongly Disagree (SD) = 1, No opinion (NO) = 0. The result
was presented in a table of percentages with Agree/Disagree as
major categories, so as to facilitate item analysis.

In order to distinguish respondents’ attitude to job from
their attitude to the farmers, the scores for each subscale
were calcul-oted separately. Respondents were awaru=d points
from 4 to 1 according to whether their response was favourable
or unfavourable respectively. However in order to correlate
VEA attitude with other variables in the study, tha total
score for each respondent in both subscales were combined as

single scores.
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Operational Definitions of Variables

X, Age:-
studies have shown that age has an important
bearing on role performance (Fkpere 1973). Age of
an extension agent has been reported to affect his
role perception which in turn affects role
consansus and hence role performance (Atala and Voh
19R”7). The age variable was recorded as that given
by the respondents.

X, Fducation: -
In this study education is defined as the knowledge
acaquired by the agent in the formal institutions of
learning or schooling. This variable is considered
important for the study because "there is
overwhelming evidenca that education affects
individual extension worker’s performance on the
Job" (Atala and Voh 1987: 4). The variable was
recorded as the length of time the respondent has
apent in formal school.

X3 Training:-
Training is defined in this study as it was defined
by Filippon: that training is the act of increasing
knowledge and skills of an employee in doing a
particular Jjob" (Filippo 1965: 226). Thi=s

definition implies that the VFEAs possessed formal
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education and that training is a deliberate attempt
to provide agents with specialized skills  and
knowledge required to parform effeactivaly on the
Job., Williams (1978) Fkpere (1973) Maunder (1973%)
and Atala and Voh (1987} have conducted studies
which indicated that pre-service and in-service
training programme have a positive influence on the
parformance of exrtension agents., The variable was
measured by asking respondents to state the number
of in-service training they have attendad up to the
time of the study.
Xy Job Sarisfaction:-

Job  satisfaction is the amount of pleasure
individuals derive from performing their officially
assignad roles, Tt involves theilr satisfaction

with their status, rtype of assignment, baing in the

work group and in general bow wel) they anjov doing
what ever it is they do {(Atala and Yoh 1987). Job

satisfaction is reported o be an important factor
in job performance appralisal (Fkpere 1973). The

variable was measurad using a ten item scale. The

raspondaents were asked ftao state their level of
satisfaction. Thelr response was recorded along a

S—point continuum as:  Very satisfying = 4, to No

apinion (N.OQ)Y = 0O,



Xg Attitude: -
Attitude 1is an individual’s orientation towards
parsons, objects or ideas (Ftuk 1985) Attitude can
be positive or npegative depending on individual
famlings. Negative attitude 1is known to have
negative influence on performance (Frtuk 1985).
Uwakah (1981) found that Aattitude plays an
important part in determining the performance of
all categories of extension agents. Fkpere (1973)
and Williams (1978) also reported that rale
performance of extension agents is positively
related to their attitude towards their job and the
axtension agency. To measure this variable a list
of statements was presented to the respondents.
Agreement  or disagreement with each statement
indicated A positive or negative attitude

respactively (Uwakah 1981).

Pescriptive statistics was used to describe the findings
of the study. This involved the use of analytical fools such
as. mean, mode, median, percentages and ratios.

Alsa Pearson’s correlation procedure was employed to test
the type and significance of relationship (if any) that exist
between the dependent and independent variables as well as

among the independent variables used in the study.
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Maasurement of Job performance is always a complex
process,. This is a6 due to the number of factors involved in

determining performance. These factors include organisational

factors such as policy, decision making process of the
organisation, planning and co-ordination. They also include

factors relating to the personal characteristics of the

individual as well as the nature or conditions of the
anvirenment under which he opsrates i.e. eanviconmental

factors. Ideally therafore a researcher should take acoount
af all  these factors in studying the performance of
individuals in any organisation. Due to the time and
resources  at the disposal of this researcher, this study
concentrated on the personal characteristics of the VEA on the
assumption that an individual that is well disposed towards a
cartain task will go along way in surmounting formidable
obstaclas to achleve desired goals and objectives. Farmers’
opinion which is one of the sstrongest elemsnts in  the
anvironmental situation was howaver used to determine the

performance of VFAs used in the study.
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4.0 FINDINGS
4.1 Socio-economic Characteristics
4.1.1 Village Extension Agents (VEAS)

Majority of the respondents (84%) were male compared with
16% Temale, Seventy six percent of the respondents fell
within the age brackat of 26-35 years. 0nly 44% of the
respondents  possessed  the minimum qualification for the
position of VEA i.e. Ordinary National Diploma (OND) and 9% of
those had additional qualification of HND/R.Sc. Forty percent
of the respondents had the Agricul tural Assistant Certificate
(AAC) obtained from the Bauchi State Polytechnic, College of
Adricul ture. The remaining 16% of the respondents had only
sacondary school education and did not have the basic
cqualification for OND remedial admission. Sixty percent of
the VFEFAs interviewed had put in 8-11 years on the job while
?29% had been on the Jjob for 12 years and above. The rest
(11%) had bean on the job for 2-5 years only. 0Only 36% of the
reaspondents had undergone in-<ervice training for up to 30
days and above mainly at the training centre established by
the State Agricultural Development Project while the remaining
&4% had attended workshops, seminars and conferences aof

hetween 1 week to 4 weeks aonly once.
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4.1.2 Farmers

All the 345 farmers interviewed were male and over 95% of
them said they had been living in the study villages for more
than 30 years, More than eighty percent of the sample of
farmers said they owned their own farms and their mean age was
43 years. Over 90% of the sample of farmers said they had
spent. up to 7 years in formal Quranic schools, while only 15%

said they had spent in addition, up to 5 years in formal

western education schools.

. Farmer’'s Assessment of VEA Performance

Ninety eight percent of the farmers interviewed admitted
that they were aware of the existence of agricultural
extension but only 44% said they had ever used the services of
extension compared with 56% who had not. Of those that had
ever used extension sarvices 79% said they were not satisfied
with the services they received, complaining mainly of number
and regularity of VEA visits, useful ness of VEA
recommendations, and unful filled promises of assistance by the
VEA in seaecuring farm inputs such as seads and chemicals, More
than 80% of the farmerse said they had never witnessed a single
demonstration of any kind organised by the VEA and that the
VFAs serving their area had not attended any of their meetings
throughout the last cropping season. More than two thirds
(76%) of the farmers interviewed put the performance of the

VFAs in their area at below average, 12% said the VFAs were
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not parfarming at all while only 14% said the VEAsS werea
parforming averagely. aAn overwhelming 21% however said they

waere genarally dissatiafied with the activities of the VEAS

serving in their area.
4.3 VEA Attitude to Job and Clients

Table 4.2.1 summaries VEA responses ta 12 attitude to
axtension work related issues. Ninety seven percent of the
VEAs interviawed agreed that extaension work provicdes them a
variaty of exciting tasks that allows them to use their skills
and knowiedge, while 17% agreed that extension has no future
for VEAs, A1) the respondents agreed that working with
farmers in the field is a pleasant exparience buf &4% found
most of rthe supervisory staff difficult to work with, | ass
than half (46%) =said that thay would remain on the Jjob until
retiramant age compared to another 46% who disagreed while 6%
asxprassed no opinion. Only 45% of the respondents agreed that
there is no naw worthwhile technology to extand comparead with
71% who disagreed while 4% expressed no opinion aon the item.
More than half of the respondents (55%) agreed that hard work

is neither recognised nor encouraged by the agency compared

with 35% who disagread while 10% remained neutral. AN
overwhelming 91% agresed that with time extension will provide

solution to farmers prablem but only 19% however agreed that
they would still choose extension as a career 1if given a

sacond chance, The table below (Table 4.3.1) displavs in
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greater detail the percentage distribution of respondents on

attitude to extension scale.
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TABLE 4.3.1: DISTRIBUTION OF RESPONDENTS BY PERCENTAGE ON
ATTITUDE TO EXTENSION JOB

n =72
Item Agree Disaaree Mo Opinion
S/HO No. % Ho. % No. %x
1. Extension offers a variety of 70 97X brd % - -

exciting tasks that provide a
chance to use knowl., and skills

z. Extension has no future for VEAs 12 17% &0 IR - -

3. working with farmers is a I 100% - - - -
pleasant experience

4. Most supervisory staff are 46 &a4% 26 36% - -
difficult

5. Would remain on the job until I3 46% s 46% 6 a%
retirement

6, No new worthwhile techmology to 18 25% 51 71% 3 4%
extend

7. Hard work peither recognised nor 40 55% 25 I5% 7 10%
rewarded by agency

8. Pregsent extension problem beyond 46 &4% 26 36X - -
aciency .

9. No prestige in extension 2? 38% 45 53% - -
compared to other jobs

10, Feel relieved if farmers fail to 20 28% 47 65% s ™

turn up for schedule meeting

il. would etill choose extension as 14 19% 58 g1% - -
a career if given another chance

12, With time extension is the 66 9i% & 9% - -
solution to farmers prablems

When the scores on the attitude to extension job were
tabulated as shown in Table 4.3.2, 24% of the respondents wers
found to have favourable attitude towards their job. Fifty
six percent revealed moderate attitude while 19% showed
unfavourable attitude toward extension Jjob. This result
indicate that about 80% of the VEAs interviewed had moderate
to favourable attitude towards their job while about 20% had

an unfavourable attitude towards extension job.
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TABLE 4.3.2: DISTRIBUTION OF RESPONDENTS BY SCORES ON
ATTITUDE TO EXTENSION JOR

Attitude to Extension Job No. of Respondents Percentage

Unfavourable Attitude 14 19.44%

Modarate Attitude 41 56.94%

Favourable Attitude 17 2%.61%

 tetar 2 100%
Mean 19.4 54%

4.4 VEA Attitude to Farmers

Table 4.4.1 shows the responses of VEA to 10 attitude to
farmers relatad statements, Sixty one percent of the
respondents agreed that rural farmers are generally hostile to
change. Fifty six percent agreed that too much teaching
effort is required before rural farmers can learn anything
while 78% agreed that VFAs do not spend enough time to
understand the rural farmers ways of 1ife. An overwhealming
92% of the respondents agreed that farmers expect too much
from the VEFAs. More than half (53%) were of the opinion that
agency, rather than farmers was responsible for the slow
development of agricul ture. Sixty four percent agreed that
farmers usually have no genuine reason for resisting change
while less than half (41%) agreed that most farmers are
Willing to adopt recommended practices compared to more than
half 59% who disagreed. While a large majority (71%) of the

respondents agreed that fipance, rather than farmer’'s
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attachment to tradition is responsible fTor farmers slow
acceptance of new ideas, only 39% believe that most
agricultural development efforts fail because farmers’ opinioﬁ
was not taken seriously. The table below (Table 4.4.15
sumpmarises in greater detail the percentage distribution of

VEAs interviewed on attitude to farmers.

TABLE 4.4.1: DISTRIBUTION OF RESPONDENTS ON_ ATTITUDE TO

FARMERS
n o= 72
Adree Disagree No opinion

$/Ho Item ' No. x No. % No. x

1. Rural Farmers generally hostile 44 61 28 39 - -
to change

2. Aaency rather than farmers 8 3 24 = 20 i
is responaible Tor slow
development of agricultural
development

3. Too much teact effort required 40 56 32 a4 - -
before farmers learn anything

q, Finance rather than farmers 51 71 z1 28 - -
attachment to tradition is
responsible for farmers slow
acceptance of new ideas

- Most farmers are not intelligent 39 54 red 35 6 -]
enauah to understand what
extengion is all about

6. Farmers have no genuine reason 45 &4 26 35 - -
for resisting change.

7. VEAs do not spend enough time to 56 78 16 22 - -
understand rural farmers problems
and needs

8. Farmers expect too much from the 66 92 12 8 - -
VEA and extension agency

9. Most farmers are ready to adopt 30 a1 42 £9 - -
recommended practice

14Q. Most agricultural development 28 39 n a3 13 18

effort fail because farmers
opinions are not taken seriously.

When the scores on attitude to farmers was tabulated as

shown on table 4.4.2, 12% of the respondents were found to
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have favourable or positive attituds towardé the farmers while
3I3% displaved unfavourable attitude. More than half (54%)
however were fTound to have moderate attitude towards thé
farmers. Thus this result indicates that a majority of the
VEAs 67% had favourable to moderate attitude towards their
clients while 33% had unfavourable attitude towards the

farmers.

TABLE 4.4.2: DISTRIBUTION OF RESPONDENTS BY SCORES ON
ATTITUDE TO FARMERS

Attitude to Extension Job No. of Respondents Percentage

Unfavourable Attitude 24 33.33%

Moderate Attitude 39 54.16%

Favourable Attitude 09 : 12.9%

totar T 72 100%
Mean 14.8

e e i it e ik Al AR AT T TV T T T o YT T P Y T T M S UL L AT AER R T S e e v ek bl ikl A Sl AN AL A A S S L U el Al AL MM S A A A At i Y

when correlated with other variables attitude showed a
pcqitive correlation with Jjob performcnce (r = ,109).
Attitude also correlated positively and significantly with
education (r = .370) and age (r = 0.277) all values tested at
the 0.05 level of significance. One interpretation of these
results is that agents with higher educational gualification,
agents who are older tend to develop favourable attitude

towards their job and their clients.
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4.5 Job Satisfaction

Entries in fable 4.5.1 show the responses on VEAS with
respect o 10 job satisfaction related items, The entries
ashow a high level of dissatisfaction among the VEAs

interviewad in the study.

AN ovarwhelming 92% and 72% exprassed dissatisfaction

with their monthly salary and overtime/hazard allowances
raspactively. ALl  the respondents however expressed

satiasfaction with their relations with colleagues, Sixty five
percent of the respondents sald they were dissatisfied with
transportation facilities while &2% “ad ol they werre
dissatisTied with housing {(accommodation) facilities provided
by the agency. Mare than half (54%) expressed satisfaction

with regular flow of relevant technology Trom the research

cantres. The ovarall entries in the job satisfaction Table
revealed that more than 70% of the respondants were generally

dissatiafiad with various items on the job satisfaction scale,
complaining mainly of lack of regular promotion, inadequate
remuneration, lack of supporting input and poor haalth
facilities., Surprisingly, Jdob satisfaction showed positive
even though waak correlation with job paerformanca (r = 0,165).
This low value was probably dus to measurament errors i.e.
nan—-inclusion of some athaer job satisfaction items considared

more relevant by the respondents.
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TABLE 4.5.1: RISTRIBUTION OF RESPONDENTS ON _THE JOB

n = 72

Satisfied Nt [atisfied N opinion
FNO Ttem Mrx, % Mo, % Hr, %
1. Monthly Salary & A [ az - -
2. Mvertimearard Al lowarce 20 e} 8z z - -
3. Relation with callsaguss 7z 1060 - - - -
4, Hoobeing Facility 27 A 45 &7 - -
5. Health Facility 26 X 46 o - -
&, Reguiar promotion il 6 4f £ - -
7. Office Accommodatian 43 Lot asd 40 - -
a, Transportatinn fac ity 25 x5 a7 H5 - -
N Regular flow of relevant 3 4 5 a4k - ~

techrology

10, Availability of supparting imp. K 49 57 51 - -
4.6 Education, Training and Age

The most significant wvariable for influencing role
perfarmance in this study was found to be education (r =
0.292) fallowed by Age (r =z0,278) both tested at the 0.05
lavel of significance. This result means that agents with a
higher level of education, agents who are older, were more
likely to perform well at their Jjobs than agents who ware
vounger and had little education. The study also revealead
that only 36% of the VFAs interviewed 1in the study bad
undargone adequate in~service training as compared to 64% who
had not. This variable alsao showsd a positive correlation
with job performance., Tabhle 4.5.2 (Correlation Matrix) showed
in detail the relationship between the dependent variable (job

performance) and the independent variables (age, sducation,

independant variables used in the study.
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TABLE 4.5.2: CORRELATION MATRIX SHOWING THE RELATIONSHIP
BETWEEN THE DEPENDENT VARIABLE (Y = JoB
PERFORMANCE ) AND THE INDEPENDENT VARIABLES IN

JHE_STUDY

S v x, X, X X, X
Job Perft Y ) _IT; wwwwwwwwwwwwwwwwwwwww
Age X, .276% 1.0
Educ. X, L292% 0.073 1.0
Atti. X3 . 109 0.277%  0.370%% 1.0
Job Sat X, .165 0.197 0.169 .101 1.0
Train X . 206 0.127 0.106  .274% _142 1.0

e e e e e A ol A LSS AP ey At Sk A M ol e Akt Lt e gy e e e et A o Nk A R WAL Al T N A L M - Ul et L L T AT P A W P YT o -

Critical values of r at ¢.05 level of significance = 0.272 and
at 0.01 level = 0.3%4.

* Significant at 0.05 level

* K Significant at 0.01 level
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CHAPTER FIVE

The objective of this study was to find gut the attitude

of VEAs to extension job and to the client system i.e. the

farmars and to analyze the influence of the said attitude as
well as othar agent related factors such as age, saducation,

training and job satisfaction on the Jjob performance aof the
VEAs in the study area, Another important objective of the
study was to  find out farmers own  assessment of  the
perfaormance of the VFAs in the study area.

The findings in the study had revaealed that a large
majority of the VEAs (84%) interviewed waers male. This seems
to be a common Feature in most extension organisations in the
country particularly in northern Nigeria where this study area
ie located. This is supported by the findings of Atala et al
(1993) in a study of professional competencies needed by
extansion staff in three northern states of Nigeria where they
found that 93% of the extension staff were male while only 7%
ware famale, This is a serious developmant, more so in an

anvironment where the female population form a substantial

part of the agricultural labour force and where tradition

rastricts the interaction batwesn male and female., This means
that a sizeable population  (women) of the potential

beneficiaries of axtension packages were excluded from the
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advantages and opportunities that extension normally provides;'
Studies have indeed shown that extension services and
information in most developing countries do not sasily get tﬁ
women as reported by Bukh (1979) and Safflios-Rotschild
(1983).

The study has also revealed that over B0% of the VEAs
interviewed had moderate to favourable attitude towards
extension job while é7% were found to have moderate attitude
towards the farmers. AaAttitude showed a positive correlation
with job performance, and a stronger and positive correlation
with education (r = 0.370) and age (r = 0.279). The
implication of this is that favourable attitude by itself does
not necessarily ensures high rate of Jjob performénce. TO
positively influence performance, favourable attitude of the
VEAs has to be complimented by other factors that directly
atfect performance such as maturity (age) and educational
qualification, both of which were found to significantly and
positively influence performance in this study.

The findirgs in this study also revealed that t!l,» most
important wvariable for predicting Jjob performance was
education (P < .05). This result is consistent with the
findings of Madukwe (1993) which found significant correlation
between educational qualification of extension agents and
their job performance effectiveness. The result also agreed
with the findings of Atala et al, (1993) which attributed poor

agents performance in three northern states of Nigeria to,
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among other factors, poor educational qualification.

A second important predictor of job performance in this
study was age (P<.05). This finding correspond with thé
finding of Atala and Voh (1987) which found significant and
positive relationship between age of agents and agent job
performance. Thus, in this study, since both age and
education were found to significantly affect performance, the
implication is that older agents, having had more
opportunities for higher education (and relevant training) and
have acquired considerable experience and are more interested
in making a career out of extension job tend to perform better
than agents who were younger, who have had fewer opportunities
for higher education and considerably less experienced on the
job. Again this observation is reinforced by the fact that in
this study, age had a significant correlation with attitude
(P<.05), meaning that older agents had a more favourable
attitude towards their job, and as it was statistically
supported in this study, it was reported by Uwakah (1981) that
attitude has a positive coirrelation with job performance.

The study had also revealed that only 36% of the VEA’s
interviewed had undergone significant in-service training
mainly at the training centre established by the state ADP.
It was also found that majority of the agents (94%) expressed
dissatisfaction with wvarious aspects of their working
condition particularly monthly salary (92%) overtime allowance

(72%) and transportation (66%). Under such condition of
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inadequate training and poor motivation, agents were not
likely to perform effectively. This observation is supported
by the findings of Ekpere (1973) Uwakah (1981) and Madukwé
(1993) which reported that motivation, training and job
satisfaction were significantly and positively related to
agents Jjob performance. Thus although training, Jjob
satisfaction and attitude as defined and measured in this
study showed positive though weak correlation with job
performance, it is likely that the impact of these factors
could have been weakened by measurement errors (i.e. non-
inclusion of other relevant variables or indicators) and the
problem of multi-collinearity. It could also have been
"moderated by the personal orientation, circumstances,
experiences, ideosyncracies and even habits of the agents
themselves" (Atala and Voh, 1987:16).

The interview with farmers in the study area with respect
to the performance of VEAs serving them also showed a very low
rating for agents performance. Ninety eight percent of the
farmers interviewed put the perforicance of the VEAs below
average. They expressed dissatisfaction with the general
activities of VEAs in the study area. Complaining mainly of
inadegquate number of contact with VEAs, irregular VEA visits
and usefulness of VEA recommendations. Thus it is likely that
farmers complaints on the usefulness of VEA recommendations is
a reflection of the poor training that VEAS in the study area

received, in which it was found that only 36% VEAs interviewed
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had attended in-sarvice training more than once., Tt is also
lJikely that the irregular and inadequate number of VEA visits
that farmers in the study area receive from the VEAR is caused
by the poor ftransportation facilities provided by the agency.
This was in fact supportad by the BSADP survey repart (1993}
which reported that 87% of the agents serving 1n the
organisation had no means of transport and most of them walked
a distance of hkm and above to meet their contact farmers.

Finally, the study revealed a wide gap between farmers
awareness of the existence of VEFAs ocavering their arsa and
their use of services offered by the VEAs. The fact that 90%
of farmers 1in the study area were aware of extension
activities but only 44% have had any dealings with VFEFAs means
that extension ocoverage Iin the study area was wide but
affectivenass was low, This discrepancy might have beean
cavaded by  the fact that farmers had other sources of
information apart from interpersonal contact with VEAS as
raported by Wanaso (1993) who reported that more than 50% of
Lhee sample of farmers he studised in Plateau state obtainsd

farm information through radio and only 26% said they get

their information through contact with VEAs.
5.2 Recommendations

From the findings of this study it is hereby recommended
that the following factors should be rtaken into consideration

in formulating policy bearing on village extension agents:

e o
[ s
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J

The minimum educational qualification fixed for VEA’'s
i.e. OND should be maintained and should be moré firmly
anforced. Village extension agents serving without sucﬁ
basic qualification should be made to acquire it through
in-service and those without the basic reqguirement for
OND admission should be converted to some other cadre of
employment more suited to their educational level. also
subsequent employment of VEA's should emphasize on the
minimum educational qualification set by the agency.
The agency should take steps to improve the wel fare and
working conditions of VEA’s particularly the areas of
repumaration, overtime/hazard allowances, housing and
transportation facilities and provision of éssential
tools such as audio-visual aids, overhead projectors,
supporting farm inputs such as seeds and chemicals. Also
the opportunities that older agents had, such as relevant
in—-service training should be extended to younger agents
as well.

Finally, it war observed in the course of this study thet
the officially specified role function for the Village
extension agents in the study area is comprehensive.
However, what is reguired is mass education of farmers on
the specific role of the village extension agents as
distinct from other officers of the agency such as
subject matter specialists or other officials of

government eperating in th rural areas. This will go a
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long way in making farmers expectations from VEFA’s more
realistic, and will thus aftford the village extension
agent.  a copducive atmasphere to  build trust  and

confidence in thelr relationship with farmers.

5.% Conclusiagn

In conclusion this study had revealed that farmers were
genarally dissatisfied with the performance of VEAs in their
area., Thae VEAs themsaelves have a positive attitude towards
their job and their clients, while the VEA Jjob satisfaction
soale shows that the VEAs were geperally dissatisfied with
their condition of service, It is concluded that the poor
parformance of VEA was causad by the poor conditions of
sarvica that under which VEAS operate, It was also found that
through the VEAs displayed a moderately favourable attitude
towards their Job, it is not enough to guarantee effective
parfarmance. That the apparent positive attitude of the VEA
Lowards their job and their clients has Lo be complimented by
aother factors such as axperience and maturity (age) education

and favourabhle working environment.,
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FACTORS AFFECTING THE PERFORMANCE OF VILLAGE EXTENTION
(VEAs) IN THE WESTERN ZONE OF THE BAUCHI STATE AGRICULe

i

VEA . QUESTIONNAIRE. . CONFIDENTIAL

AREA OF STUDY:
LOCATIONS:
L.G.A.e

DATE:

A. IDENTIFICATION OF RESPONDENTS

Te

24

Se

io
ii.
iii.

iv.

What

NAME:.-.CC-.OC.IOOOOOO00!..!..'OOODOCOO..OCUDOGOO.

wE: [T
M F

L7 7
RANK: 1. (VEA) /7
ii. AA (Agric Assistant L7
iii. Block Ext, Supervisor (BES) /7
EDUCATION:
How many years have you spent in formal western school?

E [ EEREEEENNENERENNEENERYEEEE NNEEERAEN RN RS RN RS EE N RN R ]

TRAINING:

Have you had any Training since you have been employed?

Yes /7 No [T

If yes, what type? .

”

In=Servicelesseesersssosssssnsanens
Short CoOUurSeS i essnsssssssevsscesens
Conference W/ShOPS:ol.nonoloo.ooooc

Aﬂy QOther (specify):.........-uu.
Type of Training would you prefer?

(1) (1) (iii)

No of Times

teesrrstcsanes
Gtessssasernes
t4ssesssesanas

LA N R RN NN RN EE RN

(iv)

L7 7 L7 L7

Duration:

FA X RN R NN N
[ TR FERNER N
LA RN E N EERER ]

LA E R R NN NN



b

(1)

(13)

(11i)

(iv)

(v

(vi)

{vii)

(viidi)

(ix)

{x)

(xi)

(xii)
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ATTITUDE 10 EXTENSION JOB:

Answer Strongly Agree (8A) Agree (4)

Disagree (DA)

Strongly

Disagree (SD) or No opinion (NO) to the list of Statements presented below:

Extension provides a variety of
exciting task that provides a
chance to use knowledge and
skills.

BExtenzion has no future for
village Ext. agents

Working with farmers is a
pleasant experiencee.

Most supervisory staff are
difficult.

Would remiin on the Jjeb up %o
rejirement.

No new worthwhile technology to
extend.

Hard work is neither recognised
nor rewarded by agencye

Present extenbsion problem can
not be solved by the agency alone

No prestige in extension work.

Feel relieved if farmers fail to
turn up for scheduled meetings.

Would still choose extension if
given another chance.

SA
Strongly

%hgﬁee

‘A Bree

DA
Dige

agpee

sSD
Strongly

Di?agree

INQ

No opinion
0

With time extension is the
solution to farmepg! problems.




(1)

(ii)

(iii)

(iv)

(v)

(vi)

(vii)

(viii)

(ix)

(x)

e ATTITUDE TO FARMERS:
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From the list of statements below indicate how you feel about each
statement by writing Strongly Agree (SA) Agree (A) Disagree (DA)
Strongly Disagree (8D), or No Opinion (NO).

SA
pbtrongly
agree

L

A
Agree

>

DA
Disa=
gree

SD
Strongly
Disagree

NO
No Opinion

0

Rural farmers are gencrally

hostile to change.

Agency rather than farmers is
responsible for slow development
of Agriculture.

Too much teaching effort is
required before farmers can
learn anything.

Finance rather than farmer
attachment to tradition is
responsible for farmers' slow
acceptance of new idease

Most farmers are not intelligent
enough to understand what extensio
is all about.

< |

Farmers have no genuine reason for)
resisting changee

VEAs don't spend enough time to
understand farmers'! problems
and needs.

Farmers expect too much from the
VEAs and the exte. agencye.

Most farmers are ready to accept
recommended practicese

Most agricultural development efforts

fail becouse farmers' opinions are
not taken seriously.




2a

Se

by

8.

9.

10.
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6. From the items listed below, what aspect of your job gives
you the greatest satisfaction and motivates you to do more?

Indicate by writing:

REACTION
JOB SATISFACTION: Vs LS NS NO
A Vary |atiafyindTeast [Now Satist No Opinion
ITEMS WSatls~ Satisfy=|fying
fying ings, 1 0

Monthly Salary

Overtime allowances

Relation with Colleagues

Housing Facility

Health Facility

Regular Promotion

Office Accommodation

Transportation Facility

Farmer's Response

Regular flow of new
relevant technology

THANK YOU.
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FARMER QUESTIONNAIRE

VILLAGE:
L.GeAe:
DATE:

1. N-'\}!E:.......-....‘..‘.-....‘...‘.....-

2. AGE:......I....-.'....-"\‘..“
M F
5. s 7 [7
b, (A) Did you attend formal school? Yes N
dé%gagc WgSé;;;7
(B) If yes what type of formal School /7 [ 7

(C) For ho"; 10ng?..i...‘-..‘.ll.......'.0..0‘0.....'l‘.....‘...".....

5. What is the size of your farm?
6. Arz you engaged in any other occupation apart from farming?
7e Have you heard of, and do you make use of the extension service?
Heard of Hear of and Use
Yes D Yes E No D
8. (A) On the average how many visits do you recieve from the VEA per

MONTAT s sdsns e st st e b e aEnens e oo §eieionasssiasseseuseessesves

(B} Per Year?........'......'.........'..I...-.......I'-........‘.
Oe How many demonstrations has the VEA in your area conducted Auring the
last cropping season? 4

10. Does the VEA use Audio visual Aids frequentlyfececscecccscsccscescecss
i1.a) Do you hold farmers meetings in your villagePessssccscesosessosscsane
11.b) If yes does the VEA attend such meetings?eeeeccscecececssccscsccssvace
12.a) Has your VEA trained any local leaders in your areaZecses-ecssssscscso
12+b) If yes can you say how MaNYReseeseesesscscassssssescsesrsrenssecssnces

13. Can you reccllect specific changes the VEA advised you to make during
his visits to yOu"f:'].rri'.l?.....-....-...la-o--aao-c.-o.a-oooco-ocooooooo

1%, Which of those changes have you affected?
15 As a result of these changes would you say that your income has:

I R N R N Y P R R T R N ]

(i) Increased? (ii) Deereased (iii) Not Changed?




16,

(1L

(ii)

(3i1)

(iv)

(v)

17

.66 - . "

How satisfied are you with yo
activities?

we VEA with regardsto the following

NO
V5 S Not D . INO
Very |Satisfyingy Satis-Wery  |¥o
Satisfying fying istiséying) Openion
4 ‘ 3 PO T 0

Number and regularity of
VEA visits

VEA recommendations

VEA response Lo your
specific requests

VEA knowledge of your
farming practices.

VEA understanding of
rural lifees

When did the VEA in your area last ViSitEd you?....-..-..............1......

THANK YOUe.



