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INTRODUCTION



CHAPTER 1

INTRODUCTTION

India is predominantly an agricultural country ;
in spite of her impressive industrial growth during past
two decades, agriculture is contributing 38.1 per cent to.
the national income. Today, over 70 per cent of the
population living in 5,75,000 villages depend on agricul-
ture for their 1livelihood (Manorama year book, 1986).

Indian agriculture at present is undergoing the
process of modernisation. Since the inéeption of
Community Development Programme, many other development
programmes like Intensive Agricultural District Programme
(1IADP), Intensive Agricultural Area Programme (IAAP),
High Yielding Varieties Programme (HYVP), Multiple Cropp-
ing Programme (MCP)}, National Demonstration Scheme and
Farmers' Training Programmes, have been launched, which
ugshered in green revolution resulting in a remarkable food

production. These programmes were followed by sectoral
and target audience~oriented programmes like Drought Prone
Area Programme (DPAP), Small Farmers Development Agency
(SFDA), Marginal Farmers and Agricultural Labourers Deve-
lopment Programme (MFAL), Hill Area Development Programme
(HAD) and Tribal Area Development Programme (TAD). These
are some of the most conspicuous agricultural development

programmes launched by the Government of India and these



programmes contributed largely for the‘increasa in the
area under cultivation as well as for a remarkable
enhancement in the intensity of cropping. According to
Rathore (1985) there are 108 programmes in operation in
India that have a relavance for agricultural production
and rural development ; but each programme has its own
merits and demerits., Further fillip to agriculture deve-
lopment‘in the country was given with the introduction of
*Training and Visit System'- the latest extension methodo-
logy in the ftransfer of technology. This T and V
was advocated by Uaniel Benor and was intiroduced in the
country with the assistance of World Bank. The T and V
system with its remarkable and dependable organisational
set up revitalised agricultural extension activities in
India and many other developing and wunder developed
countries of the world., The programme impact is being
observed in terms of increased yield per unit area of land,
technical competence and efficiency of personnel in the

organisation.

As extension education bridges the gap between
knowledge generation and its practice, the need of the day
is therefore, to effectively educate and communicate the
information +to millions of farmers, who have to adopt the
innovations to modernise agriculture. The task of changing
the outlook of millions of rural families, acquainting

them with new knowledge and orienting them towards the



acceptance of the innovations is indeed a difficult task

but it is the responsibility of the extension worker to

achieve 1it,.

Under T and V system, for effective transfer of
technology the organisational set-up is demarcated into
top management, middle management and operational manage-
ment levels, The success of the T and V system depends on
the effective functioning of the operational level manage-
ment. As at present the Village Extension Officer (VEO)
occuples a crucial place in the hierarchy and he is the
master key holder of agriculture modernisation, whose
action and work efficiency reflect the success and failure
of entire agricultural extension system. This is also
evident from the several research studies conducted in the
past which, identified the Village Extension Officer as
the important source of information to farmers. The VEO,
being a base level extension worker, 1is the corner stone
in the organisation of the T and V system. Ofcourse, the
work of all other extension functionaries in the system ,
is to make the VEQ more effective on his job. The role of
the VEO is frequently stressed, as his function 1is not
only persuading farmers to adopt production recommend-
ations, but also to give feed-back to the extension and
research services, information on actual farm production
conditions, constraints and farmers reactions to recommend-

ed practices. It is, therefore, important ithat his profici-



ency in job effectiveness 1is raised and maintained at a
high level. In this context, it is essential to evaluate
objectively, the effectiveness of the VEOs with respect to

specific areas of job behaviours.

It is needless to say that the level of effecti-
veness of VEOs has a significant and crucial role in
increasing crop production. Although, enormous definitions
have been offered over the past decade, there is no wide
spread acceptance of any one definition of 'effectiveness'
to=day. According to McGregor (1967), the performance
(effectiveness) of an individual at work in an organisation
depends on his own personal gqualities and the environment
where he works. Pfeifer (1976) asserted that behaviour
is a function not only of individual but also of environ-
ment. Shakuntala Balaraman (1987) stressed that the
effectiveness 1is essential not only for organisational
purposes but also .for the advancement of behavioural
gscience and that it is possible to define effectiveness in
a meaningful way for each managerial level, function and
type of technology. She aiso indicated that an effective
manager 1is an optimiser in utilising all available and
potential resources - material, human and financial both
within and outside the organisation, towards 1ts sustained
long term functioning. To make this definition operational,
effective managerial behaviour should be stated in measur-

able terms; of what the manager does on the job, to effect
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optimisation of resources.

The effectiveness is like life energy to an orga-~
nisation, be it public or private, India's agricultural
development organisation, which is the largest of its kind
in the world, cannot afford to ignore this fact. If it
has to achieve its objective of bringing about socio-econo-
mic transformation of India's rural farmers, it has to
maintain the effectiveness of different functionaries work-
ing, within its frame work at high efficiency level and

keep a watch on them.

Under T and V system, the large number of VEOs
as well as monopurpose nature of their role, present a
unique problem in maintaining a high level of proficiency.
But this is the challenge the administrators have to face
and overcome. Uptill now, a lot has been done to maintain
and raise the level of effectiveness of the VEOs, but what
really needed is a scientific and systematic approach to
the problem, which may be resolved into a few prominent
questions viz., 'What are the critical requirements of
VEOs?', 'To what extent they fulfil these requirements?',
'What are the specific areas in which the VEOs are generally
deficient?' and 'How can these deficiencies be measured
and compared?'. These are the basic questions that are to
be answered in an attempt to tackle the problem related to
VEQs effectiveness. Only scientific field studies, specifi-

cally designed for this purpose can bring out the desired



answers to these questions.

Hence the present study was undertaken to assess
the job effectiveness of VEOs as influenced by different
variables, such as, thelr total experlence, uvxperience as
VEQ, training, achievement motivation, communication
behaviour, organisational commitment, attitude towards
T and V system, time utilisation, organisational climate,
morale, job sat;sfaction, Jjob involvement, work facility,
communication skill, dependence, sociability, guidance and
supervision, as well as self confidence. From the review
of past studies it has been hypothesised that all these
variables affect the VEOs effectiveness both in terms of
qualitative and quantitative,either directly or indirectly
through interaction with each other. Further in the
T and V system to know the effectiveness of extension
functionaries, there 1is an absoclute need to identify
those factors which are associated with the individuals'
effectiveness in an organisation as well as the organisa-
tion factors which ;ave a bearing on the effectiveness of
the individual extension worker at the grass root level.
This is of paramount importance, in order to plan strat-
egies for increasing the level of effectiveness of each of
the potential extension worker, to a greater extent. None
of the available studies have specifically looked into

this aspect and hence a study on this aspect was considered
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to be of practical value to the administrators as well as
the professionals, in effective implementation of T and V
system, In this background, the present study was designed

and undertaken with the following specific objectives 3
l.1 SPECIFIC OBJECTIVEWERS

1. To understand the extent of job effectiveness
of VEO's in T and V system.

2., To analyse the impact of time utilisation and
communication behaviour and other selected
variables on the job effectiveness of VEOs.

3. To know the extent of time utilisation by VEOs
on educational and other activities in
T and V sgystem.

4, To identify the problems encountered by the
VEQOs in achieving higher effectiveness.

1.2 SCOPE AND LIMITATION OF THE STuDY

This is a pioneering study of its kind, wherein
an attempt has been made to measure the level of effective-
ness of VEOs and the factors associated with it &in T and V
system of Andhra Pradesh. The study of this nature about
the effectiveness of VEOs seems to have not been attempted
in the state of Andhra Pradesh. Hence, it is presumed
that the present study would provide some valuable findings
for the increase in the effectiveness level of the VEO's,
Further it is felt that the results would be helpful to

professionals and administrators to formulate various



extenelon programnues, and to provide the needeoed orgdnlsa-
tional atmosphere¢ for raising, and sustaining the higher

level of effectiveness of VEOs.

Since this study 1s a4 part ot the post=graduate
degree programme, as usual, the limitations of time, and
other resources at the disposal of the researcher, pre-
vailed. Hence, the researcher had to restrict the study
to a limited area and sample size. Perhaps the findings
have to be viewaed in the specitic context of the condi-=
tions prevailing in the area of study, and cannot be
generalised for a wider geographical area. However, these

findings will be applicable wherever similar conditions

prevail.

Further, the investigation is based on the expre-
ssed opinions of the respondents by recall and as such,
some personal bias and prejudice might have crept in, with
the attendent drawback of collecting data in an 'Ex-post
facto' design ; even though every care has been taken in

the preparation of the questionnaire.
1.3 PRESENTATION OF THE STUDY

The thesis 1is divided into eight Chapters. In
the first Chapter 'Introduction', the Problem, Objectives,
Scope and limitations of the study are discussed. The
second Chapter 'Review of Literature' deals with the

review of important and related studies in the field of



present investigation. 1In the third Chapter 'Material and
Methods', the research methodology including the locale of
the study, research design, selection of respendents,
operationalisation and measurement of the variables,
conceptual representation of the study, techniques used in
the collection of data and statistical tools used for

the study are discussed.

In Chapter four the ‘'Results' are presented in
relation to objectives set for the study and in the next
Chapter 'Discussion', the results of the study are discus-
sed in detail. In sixth Chapter 'Summary', the investiga-
tion details, the major findings and also the implications
of the study are given. Finally, Chapters seven and eight

deal with 'References' and 'Appendices®, respectively .
1.4 DEFINITIONS OF THE TERMS USED IN THE STUDY

Village Extension Officer (VEO): Village Extension Officer
is a grass root level extension worker in T and V system
and he works with the contact farmers as well as other
follower farmers in order to disseminate improved agricul-
tural technology wunder the guidance of  Agricultural

Officers and other supervisory functionaries.
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Job effectiveness : Job effectiveness has been operation-
alised as the cumulative efficiency of an Village Extensiaon

Officer on quantitative aspects of performance of his job.

Experience : This refers to the total number of years of

experience possessed by the individual as VDO and or VEO.

Training ¢ This has been conceptualised as number of times
and duration of both pre-service and inservice trainings
received by the respondents excluding the fortnightly/

weekly trainings received by them.

Achievement motivation ¢ It refers to the value associated
with a VEO, which drives him to excel in his activities

and thereby attain a sense of personal accomplishment,

Communication behaviour : This refers to the information
input Dbehaviour, information processing behaviour and
information output behaviour of VEO with regard to agricul-

ture technology.

Organisational commitment : This has been operationalised
"as the degree of pledge to the organisational goals and

objectives by the VEO.

Attitude towards T and V system : This refers to the
degree of positive or negative effect associated with the

T and V system by the VEO,
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Time utilisation : It refers to the quantum of time spent
on different activities by Village Extension Officers in a
Kharif season, from May to October 1986.

Organisational climate : This has been operatiocnalised as

the perception of a VEO about his work place, facilities,

Co-workers, leadership etc.

Morale : It has been operationalised as the mental state

of VEO with regard to his spirit and confidence,

Job satisfaction : Job satisfaction has been operationali-
sed as the degree of satisfaction or dissatisfaction of

VEDO towards different aspects of the roles prescribed.

Job involvement : It is the degree to which a person is
identified psychologically with his work or the importance

of work in his total self-image.

Work facility ¢ This refers to the supply of inputs ,
equipments and technical infommation in time in addition
to proper supervision and guidance that facilitate better

work situation.

Communication skill : Communication skill refers to the
degree to which an individual conveys the message to the

farmers effectively.
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Dependence : Dependence refers to the degree to which an
individual holds on superiors for accomplishing the

targeted activities,

Sociability : Sociability refers to the degree to which
an individual particlpates 1in the soclal situations, with-

in his social world.

Guidance and supervision : This refers to the extent of
guldance and directions given to the VEOs' in performing

their work as well as motivating them to do a better work

by their immediate superiors.

Self confidence ¢ Self confidence refers to the degree to
which an individual possess confidence in himself regard-

ing the execution of farming activities,

-30001~
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REVIEW OF LITERATURE

An understanding of the latest research results
1s essential not only to make use of the same to solve the
day-to-day human problems, but also to plan and conduct
some useful researches. As Fleishman (1967) said '‘'better
ways are needed to generallse research tindings from
laboratory studies +to operational settings, from one
experimental study to another and from one operational
situation to another''. This is evident as more researches

are conducted and more knowledge 1s generated.

Further the review of the relevant s tudies
reported in regard to the job effectiveness of the Village
Extension Officers (VEOs) would help to, generalise the
facts and to have certain assumptions underlying job
effectiveness of the grass root level workers, and to put

these assumptions to test.

An attempt has also been made to review studies
related to the selected variables of the study, viz., job
effectiveness, total experience, experience as VEQ, training,
achievement motivation, communication behaviour, organisa-
tional commitment, attitude towards T and V system, time
utilisation, organisational climate, morale, job satisfac-

tion, job involvement, work facility, communication skill,
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dependence, sociability, guidance and supervision, as well

as self~confidence,.
2.1 JOB EFFECTIVENESS

Salvi and Dudhani (1967) study has revealed that
the VLWs with a relatively better educational background,

larger job training with a rural background tend to be

effective in their job.

According Singh et al. (1967) 60 per cent of the
VLWs were above average, 30 per cent, average and 10 per

cent, below average in job performance,

Patel and Leagans (1968) reported that, parents
occupation, age, tenure status as a VLW, extension training,
tenure in extension, formal education, tenure outside of
extension, marital status were found to have significant

relationship with the job effectiveness of VLWs.

Hunter (1970) felt that allocation of more
administrative responsibilities as against technical work
to extension staff was a real cost to the organisation.
Further, he suggested that sooner the extension could get

back to its real work, the better would be its performance.

Kherde {(1971) identified the relative importance
of eight job areas in different rank order. The job areas

ranked from highest to lowest importance in this study



were ! educatlion, organisation, service, planning, supply,

work, supervision and office,

Shetty and Murthy (1971} reported that caste and
nunber of trainings undergone were determining job effect~

iveness of gramsevaks.

Kherde and Sahay (1972) observed that age,
fathers occupation, living with family at head quarters,
attitude towards bureaucracy, attitude towards villagers,
perception of job were positively correlated with perform-

ance.

Chakravarthy and Singh (1974) concluded that the
VLWs job was primarily that of an educator, communicator

and change agent.

Singh and Singh (1976) said that greater satis-
faction and experience combined with an easily manageable
jurisdiction contributed to higher performance. Further
they indicated that it is not sufficient to look after
only one or two aspects of the situation, if the performa-
nce is to be raised ; the negative effect of one factor can

nullify or pull down the effect of other factors as well.

Dhillon and Sandhu (1977) reported that the
variables having significant relationship with job effecti-
veness as the rural background, attitude towards organis-

ation and job satisfaction. These three variables
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accounted for 35.5 per cent of total variation, while age,
service, academic achievement, communication skill ,
Tesourcefulness, initiativeness had no significant associ-

ation.

Veerabhadraiah (1980) found significant associ-
ation between the personal variables like age, education,
experience and training in administration and management,

and their job performance,

Pareek and Rao (198l) showed the importance of
performance appraisal as an effective 1instrument for

helping people to grow and develop in the organisation.

Reddy (1982) indicated that the training and
mass media participation were significantly associated
with performance ; whereas experience was not significa-

ntly associated.

Reddy (1983a) revealed that achievement motivat-
ion was positively and significantly correlated and all
other variables like exﬁerience, training, perception of
social status of the job and salary were non-significantly
and negatively correlated with the job performance of VEOs.
Further, he said that there was no significant relationship

between the job performance and job satisfaction of VEOs.



Talukdar (1984) revealed that organisational
health, supervisory style, general facilitlies, attitude,
job satisfaction, morale, confirmity, communication
behaviour and caste together explained about 64 per cent
of total variation in productivity of the Agricultural
Development Officers, Further, the path analysis showed
that Jjob satisfaction had the maximum direct effect and

organisational health had the maximum indirect effect,

Heddy {(1986) reported that 1% independent variab-
les viz., communication behaviour, facilities and resources,
knowledge, attitude towards farmers, organisational climate,
perception of work lcoad, communication, attitude towards
T and V system, guidance and supervision,‘ achievement
motivation, organisational commitment, morale, interperso-
nal contact, job perception and job satisfaction were
significantly correlated with the productivity. These
together contributed for 76,50 per cent of variation in
the productivity of VEOs, Further, the path analysis
revealed that while communication behaviour had the

maximum direct effect, Jjob satisfaction had the maximum

indirect effect.

In general job satisfaction, attitude towards
organisation, achievement motivation, and communication
behaviour were seem to be positively and significantly

related with the job performance (effectiveness).
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2.2 TOTAL EXPERLENCE

1t 1teturs to the length ot service ot the
incumbent as VEO as well as any other position held in
extension organisation. It was assumed that past experi-
ence gained by an individual with respect to a task or
problem or activity will have influence on the effective-

ness of his task in the subsequent year.

Barrett (1926) found no significant relationship
between his criteria of success and length of service,
years of employment of agents since leaving college before

being appointed as county agents.

Frutchey (1953) reported that experience was

not a differential characteristic between more effective

and least effective extension workers.

Rahudkar (1962) and Janardhna (1979) identified
that the VLWs who had put 1in more than two years of
service in the development block proved <o be most

effective, whereas VLWs who had less than two years of

experience were least effective,

Salvi and Dudhani (1967) and Reddy (1982)
revealed that tenure of VILWs in extension was not

associated with their job performance.
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Patel and Leagans (1968) observed that VLWs who

worked for more than five years in extension belonged to

more @fiwctive ViWs qgioup,

Reddy ( 1983b)} found negative relationship between

experience and job performance of VEOs,

Reddy (1986) reported that there was no signifi-
cant association between experience and productivity of

VEQCs.

In majority of the studies cited above, it is
noted that experience had no influence on job effectiveness

of VEQOs.
2.3 TRAINING

Vidyarthi (1970) stated that training of exten-
sion personnel is now recognised to be an integral part of
agricultural production programme and embrace the entire
extension agency from Village level to State level, with

a view to build up their professional competency.

Nye (1951) observed that training of  county
agents was positively associated with their job effective-

ness.
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Hudramurthy (1962} reported +that VLWs must be
trained to act - independently to able to understand his

role and relationship with others and also +to plan his
work. Further he expressed that VLWs should be trained to

face problems, analyse them and suggest remedies.

Sharma and Pisharody (1964) reported that VLWs
who Treceived 2 vyears of integrated +training were more

suited to their job.

Salvi and Dudhani (1967) revealed that the pre-
service training of extension personnel had positive and

significant relationship with their job performance.

Patel and Leagans (1968) said that the VLWs
with extension +training are likely to be more effective

than those having no training.

Tripathi et al. (1970) found that 44 per cent
of VLWs had dissatisfaction resulted from inadequate and

insufficient and faulty trainings.

Kherde (1971) observed significant correlation
between inservice training of extension workers with their

job performance.

Shresta and Singh (197%) reported that there was
no association between the participation in inservice
training and level of job satisfaction, with respect to

job content of junior technical assistance of Nepal.



21

Heddy (1982) expressed significant relationship

between training and job performance of  Agricultural

Assistants (AAs).

Reddy (1983a) ruportud that there was no signifi-
cant relationship between training received and role

performance of VtOs.

Reddy (1986) revealed that there was positive
but non-significant relationship between training received

and productivity of VEOs.

It can be concluded from reviews that the train-

ing has a bearing on the job effectiveness of VEOs,
2.4 ACHIEVEMENT MOTIVATION

Rogers and Svenning (1969) defined achievement
motivation as a social value that emphasises a desire for

excellence in order to attain a sense of personal

accomplishment.

Sarkar and Patnaik {(1966) indicated that, the
ViWs had ranked opportunity for promotion and salary

according to work and achievement as of highest importance.

Hosur (1977) reported that, in general the

achievement motivation of gramsevaks was low.
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Janaxdhana (1979) revealed that the achievement
motivation of Agricultural Extension Officers was not

related with their job performance.

Bharamappa (1981) indicated that the achievement
motivation among the Assistant Agricultural Officers was

medium.

Reddy (1983a} found the achievement motivation
was positively and significantly correlated with the role

performance of VLOe.

Reddy (1986) observed that there was positive and
highly significant relationship between achievement motiv-

ation and productivity of VEOs.

From the above review, it could be pointed out
that the achievement motivation was positively and signifi-
cantly associated with the job effectiveness of the

personnel,
2.5 COMMUNICATION BEHAVIOUR

According to Berlo (1960) effective communica-
tion with other people in the work environment is one of
the most important aspects related to the work of - an

employee who has the role of communicator also.
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Kivlin et al. (1968) ; Singh and Sahay (1973)
emphasized that communication behaviour of extension
personnel has important role in bringing about social

change in India.

Rogers and Shoemaker (1971) c¢onsidered communi-
cation behaviour_as the degree to which an individual is
willing to seek information and advice. The behaviour of
an individual, in broadsense, refers to anything the
individual does ; in restricted sense, the activity that

can be observed and recorded.

Communication behaviour refers to information
input behaviour, information processing behaviour and
information output behaviour of VEOs with Tegard to

agricultural technology.

Hussain (1964) observed that the low efficiency
of a worker could often be attributed to in-effective

communication behaviour.

Kolte (1972) found a positive relationship

between communication behaviour and " job performance.

Ambastha and Singh (1977) said that information
input and output was lower in Assistant Research Officers

and Junior Research Officers.
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Reddy and Singh (1977) reported that only five
communication channels were most commonly used by VLWs;
they were : farm and home visits, group meetings, method
demonstrations, result demonstrations and farmers treining

camps.

Talukdar (1984) found positive and significant
relationship between communication behaviour and productive

ity of Agricultural Development Officers in T and V system.

Reddy {(1986) reported that there was positive and
highly significant association between the communication
behaviour and productivity of VEOs, Further the path
analysis revealed that the communication behaviour had
the maximum direct effect in influencing the productivity
of VEOs.

All the above studies reveal, the communication
behaviour as an important factor in Jinfluencing the job

effectiveness of VEOs.
2.6 ORGANISATIONAL COMMITMENT

Sheldone (1971) defined organisational commitment

as an attitude or an orientation towards the organisation

which links or attaches the identity of the person to the

organisations.
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Ladhal and Kejner (1965) found no significant
relationship between job performance and job involvement.

Kitzer and Trice (1969) expressed that organisational

commitment  was positively related to professional

commltment.

Lawler and Hall {1970) found no relationship
between involvement and performance, and attributed this
to the point that people can be involved in their job for

reasons that are not related to performance.

Siegel and Ruh (1973) said that job involvement
was be positively related to effectiveness as measured

in terms of productivity.

According to Punekar and Haribabu (1976), a
commited worker is one who possesses in him the two values
namely, the value of performance and the value of discipli~
ne. Jauch et al. (1978) reported that those researchers
with the strongest proffessional commitment had higher
research productivity, whereas 1loyalty was found to be

unrelated to productivity.

Bartol (1979) postulated that proffessional
commitment factor has significantly and negatively

related to turn-over expectancy.

)
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Mowday et al. (1979) stated that a positive
relationshlip existed between organisational commitment and

employee performance.

Veerabhadraiah (1980) identified significant

assocliation between job involvement and job performance.

Angle and Perry (198l) revealed that organi-
sational commitment was related with organisational
adoptability and turn over but not with operating costs

of absentism.

Jagirdhar (1986) reported that majority of the
subject matter specialists had high level ofarganisational

commitment towards T and V system work.

According to the study conducted by Reddy (1986)
there was positive and highly significant relationship

between organisational commitment and productivity of VEQOs.

Here the findings of most ¢of the studies are
in-consistent with regard to its relationship with

job effectiveness.
2.7 ATTITUDE TOWARDS T AND V SYSTEM

Zende (1979) observed that VEOs attitude towards
the deveiOpmental programme was one of the determinants of

their job performance.



Ghosh (1978) concluded that 63,34 per cent of

the officials had moderate to less favourable attitude and

26 per cent had unfavourable attitude towards T and V

system.,

Pandey (1979) said that 72 per cent of the VEOs
were favourably disposed 20 per cent were neutral, and
8 per cent were unfavourably disposed towards T and V

system.

Rao (1979) revealed that 73.33 per cent of the
VEOs had moderately favourable, 16.16 per cent had highly

favourable and 10 per cent had less favourable attitude

towards T and V system.

Sarkar (1979) reported that majority of the VEOsg
and officials had moderate attitude towards T and V system.
The findings were, 63,34 per cent possessed medium attitude,
26.66 per cent low and 10 per cent high attitude towards

T and V system.

Kulhari (1980} expressed that majority of the
VEOs had favourable to highly favourable attitude towards
T and V system; 18 per cent unfavourable and about 2 per

cent neutral in their attitude.
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Prajapati and Patel (1980) reported that 15 per
cent extension workers had unfavourable attitude and 62.%0
per cent had neutral attitude and 22,90 per cent had a

favourable attitude towards selected components of T and V

system.

Rao (1983) concluded that 80 per cent of the
VEOs had favourable to highly favourable attitude; 18 per
cent unfavourable and 2 per cent neutral in their attitude.
towards T and V system. Reddy (1986) reported that 63.89
per cent of the VEOs had neutral attitude,21.67 per cent
had wunfavourable and only 14.44 per cent had favourable
attitude towards T and V system. Further he revealed that
the attitude towards T and V system was highly and
positively correlated with the productivity of VEOs.

In majority of the studies the VEOs reflected

moderate to favourable attitude towards T and V system.
2.8 TIME UTILISATION

According to the county extension workers report
(194%), 60 per cent of the working time was spent in the
field and 40 per cent in the office; most of the extension
workers felt that the time spent in the field was most
effective than the time spent in office.



Sabroskey (19Y96) emphasised that extenslion
agents spent 31.50 per cent of their time in office, 28.40
per cent in the field in the county; 11.60 per cent out
of the county but in state, 4.80 per cent out of state,
13,60 per cent travelling and 10.10 per cent in other

states.

Taylor (1956) reported that VLWs performed the
service functions more than educating farmers on the adop-

tion of new practices.

Fay (1962) narrating the county unit in American
extension, stated that an adequate share of county agents
time was spent in farm visits apart from making use
of group meetings, newspaper contacts, radio, television,
office telephone calls and bulletins. He further stated
that American extension agent each year made 20 million
personal contacts by farm visits, officé calls and tele-
phone calls ; contacted 75 million individuals in group
meetings, trained one million local leaders, released

0.9 million educational news stories and also distributed

23 million bulletins,

Taylor (1965) reported that VLWs were compelled
to devoie much time on record keeping when compared to

educational activities.



Khosla (1966) in his study on role expectation
and performance of VLWs reported that VLWs had devoted
too much time for maintaining records and sending reports

which affected their field work.

Earnest (1970} reported that on an average an

Agricultural Extension Officer devoted 276 hours a month

(i.es, 11.6 hours per day) for his work.

Naidu (1974} stated that on an average the
Deputy Agricultural Officers (Extension} were working for
484 minutes per day ; out of these, 181 minutes (37.50%)
on miscellaneous function, 148 minutes (30.30%) on educat-
ing the farmers function, 78 minutes (16X} on maintenance
of office and office routine function, 54 minutes (11.50%)
on arranging supplies and services function and 23 minutes

(4.70%) on supervising the staff function.

Brown (197%) reported about Home Economics
Extension Agent spending approximately 45 per cent of
their time in the fleld with 24 per cent of that time
spent on travel. The next highest per cent of time was
spent in oral communications either face to face or by

telephone.

Jalihal et al. (1979) indicated that gramsevaks
had utilised 16 days in a month for educational activities
and 6 days on the service type activities. The study

showed that, large share of their time was wused on farm

31)
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and home visits and the important educational:methods like
demonstrations and meetings were not given sufficient time.
Further, the study indicated 74 per cent of the gramsevaks
were satisfied with the time spent by them on educational
activities while, the remaining 26 per cent were not

satisfied.

Veerabhadraiah (1980) observed that there was no
significant association between time management and job

performance of the DDAs and ADAs.

Vittal (1982) revealed that 49 per cent of
Agricultural Assistants had spent 2 te 3 hours for
rendering individual technical guidance to contact farmers.
Apart from this, 33 per cent of the respondents had spent
less than 2 hours and 18 per cent had spent more than 3
hours in a day for this purpose, The time spent by 43 per
cent of Agricultural Assistants is less than 2 hours,
followed by 33 per cent who spent 2 to 3 hours and 24 per
cent who spent more than 3 hours for rendering individual

technical guidance.

Gunasundar Kumar (1983) reported that  the
Assistant Horticultural Officers of the Department of
Horticulture, Government of Karnataka had spent 48 per cent

of their days time 1in extension education work, advisory

including supervision of extension field work and trainings,
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20.87 per cent on office work other than reporting, 11.52
per cent on reporiing and 10.43 per cent to arrange supp=-
lies, 9.18 per cent of thelr days time on other unforseen
activities like accompanying supervisors and other import-

ant persons.

Ramakrishna Rao (1985) found that the Assistant
Agricultural Officers had spent 89.7) per cent of their
time on essential tasks and 10.29 per cent on supporting
duties. Rank ordering of +time in respect of different
tasks showed that the AAOs, had spent more time on tasks
such as guiding and +training of Agricultural Assistants

and other supervisory works.

. Srinath (1987) reported that Deputy Horticultural
Officers spent 70 per cent of thelr total time on essential
tasks and remaining 30 per cent on supporting tasks; while

the Asslistant Directors of Horticulture spent 02 per cent
of thelr total time on essential tasks and remaining 38

per cent on supporting tasks.

Shakuntala Balaraman {1987) reported that produc-
tion managers spend approximately two-thirds of their time
contacting and communicating with their subordinates,

superiors, colleagues in other departments and trainees.

From the above reviews 1t could be concluded

that the extension personnel are spending most of their
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time on educational activities when compared to other

activitles,
2.9 ORGANISATIONAL CLIMATE

Prethus (1965} indicated that the bureaucrats
situation is not seen in the same way by all its members.
While some perceive the organisation as a favourable place
in which to assert their carrier claims, others view its

system of authority and status as threatening.

Fiedlander and Margulis (1969) identified that
maximum satisfaction with different areas of one's work

demands dlifferent mixes of climate components,

Fiedlander and Greenberg (1971) reported a
significant and positive relationship between job perform-

ance and organisational climate.

Lyon and Ivancevich (1974} concluded that ,
different climate dimensions are found to influence indivi-
dual job satisfaction facets for nurses and administrators
and the impact of organisation c¢limate 3} satisfaction
varies with the <climate dimension and the type of

satisfaction.

Gavin (1979) revealed that most of the investi-
gators climate perceptions are believed to be a function

of the organisation and their interaction.
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Scheinder and Snyder (197%) reported that, . each
individual perceives his organisation in any number of
ways,depending upon the context and the set of information
about the organisation, which is operative for that indivi-
dusal. Koehler et al. (1976) opined that employees may
experience the same climate differently at different times
or different employees may perceive the same climate
differently depending on seniority, age, position in
hierarchy,so that the perception of organisational climate

is dynamic and variable.

Ushakumari (1976) reported that a negative
relationship existed between organisational climate and

some of the self actualization factors.

Ganeshan (1977) indicated that personality orien-
tation was not related to need satisfaction and organisati-~
onal <climate, and that need satisfaction is alone related

to organisational climate.

Venkataraman and Anantharaman (1979) reported
that c¢orrelation between need satisfaction and organis-
ational climate variables, were all negative and it showed
that when needs are deprived the perception of organi-

sational climate becomes negative.
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Talukdar (1984) showed that organisational
health had positive and significant relationship with the

productivity of Agricultural Development Officers,

Jhansi (1985) reported no significant relation-
ship between organisational climate and extension product-

ivity of Agricultural scientists.

Jagirdhar (1987} revealed that majority of Sub-
ject Matter Specialists were in good climate. Further he
sald, organisational climate of Subject Matter Specialist
was not significantly associated to their job involvement
and organisational commitment but organisational climate

was significantly associated to job satisfaction,

Reddy (1986) reported that there was positive
and highly significant association between organisational

climate and productivity of VEOs.

Reviews of above studies points out that organi-
sational climate influence the job effectiveness only to a

limited extent.

2,10 MORALE

Towle (1962) defined morale as ''a state of mind
and emotions, affecting the attitude and willingness to
work which in turn affects individual and organisational
objectives''. Though morale and job satisfaction have

been treated as the same concept by many others, these
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were aleo studied 4d8 two sepurate concepts. Apple white
(1965) analysed a number of research studies and concluded
that though the components of each one are the same, they
differed operationally. He further emphasised that the
distinction between morale and job satisfaction is the
term 'satisfaction' applying to individual and morale to

grOl.lp.

Hence morale 1is an overt manifestation of the
level of motivation, morale measurement provides a proper

assessment of motivation in organisational settings .

Khan and Katz (1953) stated that morale comprised
3 dimensions namely, satisfaction with their job, satisfa=-

ction with theilr supervisor and satisfaction with the

company.

Davis (1957) pointed out that there was a close
relationship between morale and productivity. By morale
he meant the collective attitude of individuals and groups
towards their working environment, Further he said that
the workers with high morale liked their job and organis-

ation and had a drive to work cooperatively.

Mathur (1972) found significant relationship

between morale and efficiency of an organisation.



Minocha (1977) reported that morale positively

influences the job performance,.

Talukdar (1984} revealed that morale had positive
and significant relationship with the productivity of
Agricultural Development Officers. Further he identified
significant relationship with organisational health,
attitude, job satisfaction and confirmity.

Reddy {1986) reported that there was highly
significant and positive relationship between morale and

productivity of VEOs.

The above findings were rather emphetic about

the importance of morale in the productivity of employees,
2.11 JOB SATISFACTION

The emphasis on the study of job effectiveness
of a worker has not only been on their job performance but
also on their job satisfaction. Gilner (1961) defined job
satisfaction or dissatisfaction as the result of various
attitudes the person holds towards his job, towards

related factors and towards life in general.

Vroom (1964) found weak relationship between job
satisfaction and job performance of employees. John (1966)
in his study established no¢ significant relationship

between job satisfaction and job performance of VLWs,
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This finding was supported by the findings of Kherde (1971),
Rajagopal (1977) and Reddy (1983a).

Programme Evaluation Organisation (1970) reported
that more number of VLWs were not satisfied with their
service conditions. There were no chances for promotion
and facilities 1like accommodation and education were
lacking. Further they stated that they could not ensure
supplies and credit for implementation of production

plans.

Wanous (1974) concluded that sometimes there
was relationship between job satisfaction and job perform-

ance scores of workers. He further stated that performance

causes intrinsic satisfaction and that extrinsic satisfac-

tion causes performance,.

Jalihal et al. (1975) observed that 74 per cent
of VLWs were satisfied with the time spent by them
on educational activities while, the remaining 26 per cent

were not satisfied.

Phyllis (1975) said that a satisfied worker was
in general a more flexible, better adjusted person who has
come from a superior family environment or who has the
capacity to overcome the effects of an inferior environ-
ment. He is realistic about his own situation and about

his goals.



Singh and Singh (1976) study indicated that there
was significant relationship between level of job satig-
faction of extension persons and position in the hierarchy

of the extension organisation.

Rajagopal (1977) revealed that %0 per cent of
the VLWs had more job satisfaction while, +the remaining

50 per cent had less job satisfactlion.

Sandhu and Singh {1977) studied life related job
satisfaction and found that 8.9 per cent of individuals
were highly satisfied as compared to 73,3 per cent

exhibiting a low level of satisfaction on the job.

Jaiswal et al. (1978) said that many of the old
VLWs who were working for the last 15-20 years were not
satisfied with the T and V system which made them mono
purpose workers. They were also dissatisfied with their
pay scales, promotion opportunities and other facilities

like residential quarters, conveyance etc.

Zende (1979) reported that job performance of
gramsevak was determined by their satisfaction with

respect to work.

Kulhari (1980) reported that 68,13 per cent of
the VEOs were satisfied, 20 per cent were neutral and the
rest 11.87 per cent were dissatisfieé with the jobs in
T and V system.
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Reddy (1982) found that 51.54 per cent of Agri-
cul tural Assistants were dissatisfied, whereas 48,46 per
cent were satisfied with their jobs in T and V system of
Karnataka. He further stated that job satisfaction was

not associated with the job performance.

Samantha (1982) said that majority of the VLWs
were not satisfied with the allowance like provident fund,
service, security and salary etc. Further he revealed
that most of them were also not satisfied or some what
gsatisfied about 1incentives and rewards, service rules,

leave facility, work distribution and job authority.

Vittal (1982) reported that 38 per cent of
Agricultural Assistants in T and V system had low job
satisfaction, 27 per cent had medium and 35 per cent had

high job satisfaction.

Pratap and Srivastava (1983) reported that the
employees above 35 years of age had shown better job
satisfaction than those below 35 yearé. Further he said,
persons holding experience above 12 years and persons in

higher income group had shown Dbetter job satisfaction.,

Rao (1983) expressed that 55 per cent of the
VEOs were satisfied, 18 per cent were neutral and 27 per

cent were dissatisfied with their jobs in T and V system,
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A study concluded by Reddy (1983a) indicated
that 57.50 per cent of the VEOs were dissatisfied with
their job,whereas, 41,25 per cent were satisfied and only

1.2% per cent were highly dissatisfied.

Susilkumar (1984) revealed that job satisfaction
was positively and significantly related with overall

performance of Assistant Agricultural Officers.

Heddy (1986) reported that 65.55 per cent of
VEOs were medium in their level of satisfaction, 17.78 per
cent were highly satisfied and 16.67 per cent were in low
job satisfaction. Further he said that job satisfaction
had highly significant and positive relationship with the
productivity of VEOs,

A large number of studies indicated job sati-

sfaction as an important factor in the job effectiveness.
2.12 JOB INVOLVEMENT

Blaumer (1964) hypothesized that job involvement
in work may come from personal control, from association
with others and from a sense of purpose. A man who is in
control of his immediate work process - regulating the
pace, the quality of the product, choosing tools or work

techniques, must be relatively immensed in the activity of

work.
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Bass (1965) stated that job involvement by
echoing the feelings that conditions, lead to a strength-
ening of the variables; (1) the opportunity to make some
of the job decisions, (2} the feeling that one is making
an important contribution to success, (3) achievement ,
(4) success, (%) self determination and (6) freedom to

set one's own work pace,

Ladhal and Kejner (1965) reported that the meas-
ure of job involvement and job satisfaction is as measured
by the job description index. Further he said that high
job involvement was assoclated with job satisfaction with

the work itself, promotion, supervision and people.

Lawler and Hall (1970) revealed that no relation-
ship existed between involvement and performance, and
attripbuted this to the point that people can be involved
in their job for reasons that are not related to performae

nce.

Siegel and Ruh (1973) postulated that job
involvement would be positively related to performance as

measured in terms of preductivity.

Schuler {197%) found no significant relationship

between job performance and job involvement.
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Veerabhadraiah (1980) reported that there was

a significant association between job involvement and jeb

performance of DDAs and ADAs,.

An insight into the above cited studies reveal
that except in one case the job involvement had no influe~

nce on job effectiveness,
2.13 WORK FACILITY

The Programme Evaluation Organisation (1965)
emphasized the need for co~ordinated management in supply

and services.

Samantha {(1982) revealed that the productive
efficiency of the gramsevaks is found to suffer for want

of adequate supplies and services.

Reddy (1983b) reported that there was no signi-
ficant association between facilities and resources, and

communication behaviour.

Talukdar (1984) reported a significant relation-
ship between several facilities and preoductivity of Agricu-

ltural Development Officers.

Jhansi (1985) found no significant relationship
between facilities provided and extension productivity of

Agricultural scientists.
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Reddy (1986) concluded positive and highly
significant relationship between facilities and resources
and productivity of VEOs. Further he said that facilities
and resources emerged as the dominant variables, influenc=-

ing the productivity of the VEOs.

The studies showed mixed trend regarding the

importance of work facilities.
2.14 COMMUNICATION SKILL

The message to popularise an activity needs to
be amplified and made understandable to the farmers in the
field, through VEOs to achieve the desired results in the
field of Agriculture. The communicative task of the VEO

has grown immensely over recent years.

Parshad and Sandhu (1974) noticed that 46.53 per
cent of VLWs were having medium level of communication
skillsy 15.97 per cent having low level of communication
skills and 37.50 per cent of them having high level of

communication skills.

Dhillon and Sandhu (1977) reported non signifi-
cant relationship between communication skill and job effe=-

ectiveness of a farm advisory service.
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2.15 DEPENDENCE

Dependence refers to the degree to which an
individual depends on superiors for accomplishing the
targeted activities. Here, mainly this variable deals with
the VEOs judgement and actions based on superiors decisions.
In general the VEOs although receives the instrucfions and
guidance from their respective officers,while implementing
the decisions of superiors, they may 1look into local

feasibility.
2.16 SOCIABILITY

Sociability is said to be the degree to which an
individual participates in the social organisations and in
informal social situations within his ‘'social world',
But the present concept, has a wider meaning and includes
the day~-to-day interactions in the society in addition to
his participation in the formal social organisations. It
was particularly so since the job of VLW involves such
subtle and closer relations with his clients, and his

working environment.

Parshad and Sandhu (1974) found a significant and
positive relationship between communication skills of VLWs

and their sociability.
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Reddy (1976) reported that sociability had both
direct and indirect positive influence on VLWs communi-

cation behaviour.
2.17 GUIDANCE AND SUPERVISION

It is a very important factor in administration
of extension organisation, The success of the VLWs may
depend wupon the regular guidance 1in technical matters ,
guidance and supervision in professional growth, timely

advice, etc., from the superiors.

Reddy (1976) revealed that there was positive
assoclation between guidance and supervision, and communi-
cation behaviour of VLWs in community development

programme.

Bhaskaram et al. (1979) indicated that the guid

ance and supervision provided by Assistant Agricultural
Officers and Assistant Directors of Agriculture seem to be

not quite adequate in T and V system.

Samantha (1982) found that VLWs were satisfied
with the guidance given to them in respect of their field
work, job responsibility and their professional growth.
But 50 per cent of the VLWs were only satisfied with their

guidance in technical matter, and timely advice from their

superiors.
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Talukdar (1984} concluded that positive and
significant relationship existed between supervision and

productivity of Agricultural Uevelopment Officers.

Reddy (1986) revealed that there was positive
and highly significant relationship between the guidance
and supervision, and productivity of VEOs under T and V

system.

Majority of the studies indicated that guidance
and supervision as a wvital factor in the direction of

improving the job effectiveness.
2.18 SELF CONFIDENCE

It refers to the degrece to which an  individual
possess confidence in himself regarding execution of
various activities., This variable reflects the perception
of VEOs about their capabilities. It includes his confi-
dence about taking a decision, facing a difficult situati-
on, faithfulness towards himself and his concentration to

work, also the indicators of self confidence.



2,19 PROBLEMS FACED BY THE VEOS

Sapkal (1960) classi-
fied the problems of VLWs which bothered them more in
their work under three categories, viz., 1)} problems due
to short comings in the people i.e,, party functions among
the people; casteism, vested interests, prejudies and
supergtitio s and local obstractionists elements H
2) short comings in the department which include lack of
coordination, targets beyond capacity, conflicting demands
of work, area of operation too wide, too many orders
resulting in conclusion and lack of timely guidance and
supply 3 3) short comings in themselves that include lack
of practical training in public health, animal husbandry,

agriculture and cooperation.

Murthy (1965) found that insufficient  and
untimely supply of agricultural inputs such as seeds,
fertilizers and insecticides as the main source of frustre
ation. The VLWs also felt that they should work entirely
for agricultural development and not as a multipurpose

worker.

Reddy and Bhaskaram (1966) noted that inadequacy
of material -equipment and literature needed for extension

work, non-availability of supplies for demonstrations,
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inadequate transport facilities, lack of sufticient audio-
visual aids in block head quarters and too much office

work, as the barriers for effective extension work.,

Bhaskaram et _al. (1979) concluded that the
arrangements for inputs was not quite satisfactory in the
T and V system. They further said that VEOs were not
satisfied with their pay scales, promotion avenues and
other facilities like quarters, conveyance etc., Rao (1983)
in a study on T and V system revealed that the problems
perceived by VEOs were : rigid visit schedule, lack of
control over agricultural inputs, lack of proper mobile
facilities, lack of incentives and rewards for good work,
lack of opportunity to visit different research stations
to get acquitance with the on going research, poor facili-
ties for persuing higher studies, lack of promotion, lack
of sufficient knowledge on crops and subsidiary enterprises
and poor training facilities to up-date their knowledge in

this order.

Reddy (19 83a} reported that the problems as faced
by the VEOs were : lack of supply of inputs and credit to
the farmers, lack of basic amenities to the VEOs, lack of
encouragement, appreciation, recognition and incentives or
rewards to the VEOs, non cooperation of contact farmers at

fixed place and time, Jlower pay scales 1in comparison to
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the heuvy work involved in T und V systum, lack of suffice
lent number of plant protection equipment, lack of convey=-
ance and conveyance allowance, lack of proper coordination
between the interdepartments of Command Area Development,
availability of spuriocus inputs 1like damaged seeds ,
adulterated fertilizers and pesticides, lack of 50 per
cent subsidy facility to the cultivators for the purchase
of plant protection equipment, 1lack of Village Qfficers
cooperation, lack of supply of literature to the farmers
on modern agricultural technology, were the problems

expressed by the VEOs in the order of priority.

Bora (1984) identified the difficulties of VLWs
as ¢ 1irregularities in payment of salary, no godown
facility, insufficient implements and equipments, lack of

repairing works and no residence facility.

Reddy (1986) revealed that lack of inputs in
required quantity, lack of teaching aids, non availability
of residential quarters and lack of plant protection
equipment 3 lack of conveyance for the mobility, no
medical facilities, no promotional opportunities, no
facilities for their c¢hildren's higher education, and
political interference in work,were the problems indicated

by the VEOs in that order of priority.
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CHAPTER 111

MATERIAL AND METHODS

This Chapter of Material and Methods 1is
presented wunder the following heads :
l, Locale of the study
2., Research design
3. Selection of respondents
4., Operationalisation and measurement of the variables
5. Conceptual representation of the study
6. Techniques used in the collection of data

7. Statistical tools used
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3.1 LOCALE OF THE STUDY

This study has been conducted in Andhra Pradesh
state, primarily since the researcher hails from this state
and secondly since the researcher was deputed for higher

studies by the Andhra Pradesh Agricultural University.
3.2 RESEARCH ODESIGN

The research design used for this study was
Ex-post = facto design. The main purpose of this investi-
gation was to measure the. job effectiveness of VEOs and to
identify the relationship and contribution of some
selected independent variables on this dependent variable

i.e. Jjob effectiveness of VEOs,

3.3 SELECTION OF RESPONDENTS

The selection of VEOs was confined to Command
Area Development Authority (CADA) canal districts, since
it was felt that there was enough scope for maximum
utilisation of resources by the Agency, resulting in the

optimum impact of the programme.

There are 10 districts covered under CADA out
of a total of 23 districts in Andhra Pradesh., These 10
districts are distributed under four CADA canal regions
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viz ¢ (i) Nagarjunasagar right canal (ii) Nagarjunasagar
left canal (iii) Kakateeya canal and {iv) High level
canal (Fig. 1).

One canal district from each of the above CADA
regions was selected as shown below based on the criteria
of the highest area covered under Training and Visit
system as well as the area covered in the first phase of

the introduction of T and V system.

Nagarjunasagar right canal = Guntur District

Nagarjunasagar left canal Nalgonda District
Kakateeya canal «~ Karimnagar District

High level canal -~ Ananthpur District

Later, one division each from these selected
districts was selected at random. The particulars of the

selected divisions are given below :

District Division
Guntur - Narsaraopet
Nalgonda - Miriyalguda
Karimnagar - Jagtial
Ananthpur - Ananthpur

The 1list of VEOs working in each of these
selected division units was prepared. Then 55 VEQs from

Narsaraopet division, 55 VEOs from Miriyalguda division,
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50 VEOs from Jagtial division and 40 VEQs from Ananthpur

divigsion were selected purposively. Thus, making a total

sample of 200 VEQOs for the purpose of collecting data.

3.4 OPERATIONALISATION AND MEASUREMENT OF THE VARIABLES

The present study is centered on the measurement
of job effectiveness and factors influencing the level of
job effectiveness of Village Extension Officers in T and V
system of Andhra Pradesh. In order to select the suitable
variables for this study, besides reviewing the relevant
literature, a wide range of discussions were also held with
the Extension specialists and the experts at Andhra Pradesh
Agricultural University, Hyderabad as well as the personnel
of the T and V system of Government of Andhra Pradesh. The
variables selected accordingly and toocls of measurement

utilised are presented here under in a tabular form :

Variables and their emperical measurement

St- | Variables Emperical measurement

1  Dependent variable

ek e A P T ——

Scale developed for the
study.

>

l. Job effectiveness

I1  Independent_variables

A e g, A e . S

l. Total experience t Schedule developed for
the study.
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No. Variables Emperical measurement
2, Experience as VEO : Schedule developed for
the study.
3. Training t Schedule developed for
the study.
4, Achievement motivation : Scale developed by
Reddy (1976).
5. Communication behaviour $ Scale developed by
Reddy (1976).
6. Organisational commitment : Scale developed by
Porter et al. (1974).
7. Attitude towards T and V | Scale developed by
system ) Kulhari (1980).
8. Time utilisation ¢ Scale developed for the
study.
9., Organisational climate : Scale developed for the
S tudy .
10, Morale : Scale developed by
Talukdar (1984).
11. Job satisfaction t Scale developed by
Laharia (1978).
12, Job involvement : Schedule developed for
the study.
13, Work facility ¢ Schedule developed for
the study.
14, Communication skill : Schedule developed for
the study.
15. Dependence : Schedule developed for
the study.
16, Sociability : Schedule developed for
the study.
17. Guidance and supervision : Schedule developed for
the study.
18, Self-confidence : Schedule developed for

the study.
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J.4.1 Job effectiveness : Lanham (1955) defined the term

job as ''a collection of tasks assigned to a worker. Any

group of tasks, whether related or not, which are assigned

to an individual, constitutes his job''.

Sengupta (1966), the job effectiveness of workers
in diffqrent industries, firms and organisations has been
‘measured with the help of jobh performance chart. Hence it
is often referred to as job effectiveness. Shakuntala
Balaraman (1987) stressed that the job effectiveness is
essential not only for organisational purpose but also for
the advancement of behavioural science and it is possible
to define effectiveness 1in a meaningful way for each

managerial level, function and type of technology.

In the present study, the job effectiveness of
a VEO has been operationalised as the cumulative effeci-
ency of an individual on quantitative aspects such as
extension activities, farmers participation, HYV's of major
crops, NPK fertilizer consumption, inputs distribufion,
average ylield of major crops, etc., on his job porformancp

which infact are the aspects in his jurisdiction.

Efficiency is related with the economy and speed
of efforts, on the otherhand effectiveness related to the
attainment of established objectives in organisational

settings., Prior studies have shown that most of the



researchers had used superior rating, while some of them
ugsed self-rating for evaluating the effectiveness of exten-
sion personnel. In the present study the level of VEQOs
effectiveness has been measured by self-rating on quantit-

ative aspects.

3.4.1.1 Measurement of Job effectiveness on quantitative

criteria ¢ In the T and V system supported by the World
Bank, stress has been given for professional agricultural
extension work, exclusively through systematic training

and visits, concentration of efforts, best use of available
resources and continuous improvement on the job etc, The
main objective of this system was to increase the agricul-
tural production per unit of cultivable land by introducing.
high yioldinq varieties, critical inputs and through
educational activities. In the present study, the gquantie
tative aspects have been selected keeping in view these

dimenslions.

Development of iob effectiveness scale (quantitative)

a) Definition of the Universe : Depending on the aims

and objectives of the T and V system and the job chart of
the VEOs, the various dimensions covering all quantitative

aspects of VEOs job was determined.
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b) Collection of Statements and kEditing ¢ bBased on the

regearchers wide range of discussions with extension
professionals, the review of literature on T and V system

and the Job chart, 47 statements were delineated under two
major areas of activities viz., (1) extension activities
carried out and the farmers participation in these
activities § (2) crop production which includes ares
covered under HYVs, consumption of fertilizers, inputs
distributed as well as average vyields of major crops
pertaining to the period June 1985 to May 1986 in each
VEOs jurisdiction. These statements were then edited
using the criteria suggested by Likert (1932) and Edwards
and Kilpatrick (1948).

¢) Selection of scalable statements ¢ Out of these 47

gtatements, 42 statements were related to lst category and
5 statements were related to 2nd category. These were
then given to 20 extension professional of Andhra Pradesh
Agricultural University and University of Agricultural
Sciences, Bangalore and also 20 extension personnel of
T and V system of Government of Andhra Pradesh for thelr
valuable judgement with regard to the statements relevance
and importance on a five point continuum viz., very much
relevant (VMR), much relevant (MR), relevant (R}, some
what relevant (SWR), least relevant (LR), carrying weight-
ages of 5, 4, 3, 2, 1 respectively in the first part § and
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very important (VI) important (1), some what important (SWI),
less important (LI), least important (LSI}) with a scoring
of 5, 4, 3, 2, 1 respectively in the second part. After
getting the responses from these 40 judges, the average
scores assigned to each statement was calculated by using
the formulae,

Total score on all the items
for all the judges

Overall average =
Total number of items x total
number of judges
The calculated average value were found to be
3.4 for relevance and 3.% for importance. After identify-
ing the items with their average values being higher than
the one's calculated, 28 statements having an average
relevance value of 3.4 and above and the average importance

value of 3,5 and above were selected and the same are

presented in Appendix - II.

d) Reliability of the scale : The reliability of the

scale was determined by split-half method, The scale was
administered to 20 VEOs in a non=-sample area. The scores
for the odd and even numbered items of the same 20 respon-
dents were correlated by using Pearson product moment
correlation coefticient which was found to be 0.60. This
was corrected by using Spearman's Brown formulae and
obtained the reliability coefficient (rtt) of the test.
The rtt was O.7% which indicated reliability of the scalse.



60
e) Validity of the scale: The validity was inbuilt in the

gcale itself as greatest care was taken to include all the
related items to represent the Universe of contents, at the

time of preparation of scale iiself,

£) Administration and gcorings The data on job effective-~

ness aspects were acquired directly from VEOs using the
gtructured questionnaire. Because the questionnaire was dis~

tributed in group meetings, the researcher took advantage of

the situatlon and explalned in detall the wignificnnce and
importance of this investigation to the VEOs, BEqual weightage
wag given to two major aspects viz., (1) extension activities
carried out as well as the farmers participation in these acti~
vities, and (2) crop preoduction which includes area covered
wder HYVs, fertilizer consumption, inputs distribution as well
ag average ylelds of major crops, The scores were calculated
separately for each aapect and them combined to obtain the job
effectiveness score, The scoring pattern followed for the com-

ponents of the scale are detailed below:

For the first aspect extension activities as well as
the farmmers participation was taken into consideration while
scoring. It was ascertained by discussion that the Extension
Workers normally atftend to 17 itens of Extension Activities
in their work, such as farmm visits, field visits, demonatra~
tions ete, The number of times each one of these activities
organised during the year was taken as the basis for comput-
ing the score on Extension Activities (EA). Tor example, if
an Extension Workeor hne organised 30 field dayes he ocould get
a score of 0.3 and a total of 100 of different such nctivities,

the scoring was 1,
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The farmers participation score was computed on the
bagis of the number of farmers actually participated in each
of the 7 Extension Activities of farmers participation (FP).
The scoring was on the lines of 1 score for 100 famers par—
ticipation., The cumulative score was obtained on the total
number of farmers actually participated in the Extension
Aotivities orgnnioud, Por exomple if 150 farmers pnrticipa~
ted in Field Days and another 100 fammers participated in
group meetings the score obtained was 2.5. The Extension
Activity and Fammer's participation score (EAFP) was thus
obtained by using &he formulae.

EAFP = TFA ¢ PP
where, EA = Extension Activity
FP = PFarmers Participation
Thus the sum of the scores on all items formed helf of the

value asaigned to the job effectiveness of VEOs,

The second major job activity included in measuring
the job effectlveness was crop production aspect which
includes four major sub-job activities viz; area covered
under HYVs (acres), quantum of fertiliser consumption (gtls.)
inputs distributed (qtls.) and average yields (qtls.) obtai-
ned for major crops. The differential scoring pattern was
followed to quantify the crop production aspect. For the
area covered under HYV, guantum of fertilizer consumption
and inputs distributed, a score of one for every 100 units
wiy usslgned,  Irrvepoclbive of Lhe typo of Lhe sub-uctivilby

equal welightage was gliven for each one of them keeping in
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-~

view the efforts of the Extension Worker., Also, the scoring
procedure followed for the average yield of the major crop
was one score for every one quintal of crop yield; this

procedure was adopted since all the VEOs are working on more

than one major crop.

Then the obtained score on these four sub-activities
of second aspect were combined to get the crop production
score value as detailed below:

CP = HYV ¢« FC + IP + CY
where, CP = Crop Production

HYV = High Yielding Varieties

FC Quantity of Pertilizer Consumption
IP = Quantity of Inputs Distributed

CY = Yields of major Crops

Thus the crop production score oblained was the
socore on area ooverod under high ylelding vuriellics, quan-
tity of fertilizer consumption, quantity of inputs distri-
buted and ylelds of major crops.

The job effectiveness (JE) score was obtained by

summat ing the scores on EAFP and CP detailed as JE = EAFP + CP

Then the respondents were tegorised into 'hree nb
effectiveness categories ed he mean and st ard

deviation of the index scores & a measure of chc ..

+

Above 188,09
83.75 - 188,09
Low (Mean -~ 1 S,D) : Below 83,73

High (Mean + 1 S.D)

-

Medium (Mean ¢ 1 S.D)

-t
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3.4,2 Total Experience : It has been operationalised as

the number of completed years of service in the Department
of Agriculture. A score of one was assigned to each year
of experience/service., Then the respondents were categor-
ised into three groups based on mean and standard

deviation of the experience scores as detailed below

High (Mean + 1 S.D) : Above 21,80
Medium (Mean + 1 S.D) : 6.47 - 21.80
Low (Mean - 1 S.D) : Below 6.47

3.4,3 E ence as VEQO 31 Experience as VEC was worked

out as the number of completed vyears of service in
Training and Visit system. A score of one was assigned
to each year of experience/service. Then the respondents
were grouped into three categories based on mean and

standard deviation as given below.

High (Mean + 1 S.D) : Above 8.94
Medium (Mean + 1 S.D) : 2,74 - 8.94

Ll

Low {(Mean -~ 1 S.D) : Below 2.74

3.4.4 Training : It contains both pre~service and
jin-gervice trainings and was performed as a number of
weeks of training received by the respondents. A score of
one was assigned to each week of training received. Then

the respondents were grouped intc two categories based on

mean as a measure of check.
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High "Above 33,84

L L]

Low t Below 33.84

3.4,5 Achievement Motivation : This emphasises the value

associated with an individual which drives him to excel in
his activities and thereby attain a sense of personal
accomplishment. This variable was measured by adopting
the scale developed by Reddy (1976). The scale consisted
of 7 statements and the possible score ranéed from 5 to 35.
The respondents were grouped into three categories based

on mean and standard deviation as mentioned below.

High (Mean + 1 S.D) : Above 32.49
Medium (Mean + 1 S.D) : 25,53 ~ 32.49
Below 29.53

Low (Mean - 1 S.D)

3.4.6 Communication Behaviour 3 Communication behaviour

relates to three aspects namely information input
behaviour, information processing behaviour and information
output behaviour of VEOs with regard to agricultural
technology and was measured with the aid of a scale deve-
loped by Reddy (1976) with necessary modifications. The
respondents were grouped into three categories based on

mean and standard deviation as given below 3

Above 299.83

High (Mean + 1 5.D)
158.82 - 299,83

-

Medium {Mean + 1 S.D)

Low (Mean - 1 S.D} Below 1958.82



3.4.7 Organisational Commitment : Organisational commit-

ment was operationalised as the degree to which an indivi-
dual 1s commited to organisational goals and objectives.
This variable was measured by using the scale developed by
Porter et al. (1974) with slight modifications. The scale
coneists of 14 statements and the possible score ranged
from 14 to 70, The respondents were grouped into 3 cate~
gories based on mean and standard deviation as detailed

below :

High (Mean + 1 5.D) Above 57.19

Medium (Mean + 1 S.D) 44,89 - 57.19

Low (Mean - 1 S§.D) : Below 44.89

3.4,8 Attitude towards T and V system : It is the degree

of positiver or negative affect associated with some
psychological object. Psychological object may be a
particular job, organisation etc. Attitude of respondents
towards T and V system was measured by adopting the
scale developed by Kulhari (1980) with slight modificati~-
ons. This scale consists of 17 statements and the score
varied from 17 to 85. The VEOs were categorised into 3
groups based on mean and standard deviation and are as

follows ¢

Favourable (Mean + 1 S.D) Above 65,23

L L]

Neutral (Mean + 1 S.D) : 53,73 - 65.23
1 5.D) : Below 53,73

Lessfavourable {(Mean
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3.4.9 Time Vtilisation : Flumer (1976) stated that time

is a wunique and valuable resource. it can be managed

wisely or misused, because every individual enjoys control
over personal use of time. Westbrook and Lifer (1976)
observed that +time is an unused commodity. Une cannot
have it ; one cannot borrow it § one cannot lend it § one
cannot leave it ; one cannot take it. One can do only two
things with it -~ use it or lose it. These authors further
stated that time is an economic resource and it is highly
perishable. For extension professionals, time is probably

4 most valuable resource,

In the present study, the time utilisation of a
VEQO has been operationalised as the cumulative spending of
time by an individual on various activities like education,
planning, services and office work. The different investi-
gators have used different scales in the measurement of
time wutilisation of extension personnel. The earlier
studies show that most of the investigators had used self
rating and interview methods, In the present study,‘the

time utilisation was measured by self rating.

3.4.9.1 Measurement of time utilisation by VEOs : Jalihal

et al. (1975) collected the information as written in the
monthly diaries of gramsevaks by personal interview method
with the help of pre-tested schedule which was prepared on

the basis of the job chart of gramsevaks.



Vittel (1982} etudled a8 to how the assistants
were spending their time on education, supervisation of
extension field work and training by questionnaire method

(self-rating).

Srinath (1987) measured this variable for study-
ing how ADHs and DHOs spent their time on essential tasks
and supporting tasks by using questionnaire method only

(self-rating).

The above description indicated that time
utilisation evaluation of agricultural extension personnel
has been done mostly on specific job areas as such, but
with the introduction of T and V system some organisational
as well as job related changes have taken place at the
grass root level. Ofcourse, Benor and Harrison (1977} have
outlined that in the T and V systuem the extension perso-
nnel should devote all their time to professional agricul-
tural extension work exclusively. Hence in the present
study while selecting the time utilisation, the dimensions

that have been emphasised in this system have also been

taken into consideration.

Development of time utilisation scale

a) Definition of the Universe : Instead of using certain

criteria or Job chart as such, an attempt was made to
prepare as many related statements as possiblé} covering

the time utilised for all aspects of VEOs job.
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b) Collection of statements and editing : Initially 47

statements were prepared based on the job chart, review of
literature and consultations with the extension specialists.
Then the statements were edited using the criteria suggest-

ed by Likert (1932) Edwards and Kilpatrick (1948).

c) Selegtion of scalable statements : These 47 statements

were then circulated among the 20 extension speclalists of
Andhra Pradesh Agricultural University and University of
Agriculture Sciences, in addition to 20 extension personnel
of T and V system of Andhra Pradesh, for their valuable
judgement with regard to the statements, relevance and
importance respectively on a five point continuum viz,
Very Much Relevant (VMR), Much Relevant (MR), Relevant (R),
Somewhat Relevant (SWR), Less Relevant (LR) for the
relevance part and Very Important (VI), Important (I),
Somewhat Important (SWI), Less Important (LI} and Least
Important (LSI) for the importance part. After getting
the responses from 40 judges, the average scores assigned to

each statement was calculated by using the formulae :

Total score on all items for
all the judges

Overall average =
Total number of items x Total

number of judges
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Based on the average value of relevance, 23 items
with 3,5 and above score were selected ; then, based on the
average value of importance, 24 items with a score of 3.6
and above were ldentified. But at the time of final
selection of scale items, one item which met the criteria
of importance but not the criteria of relevance was
deleted as it was not considered relevant to study. Thus
the selected items fell between much relevant (4) and
relevant (3) as well as, important (4) and some what
important (3). Accordingly, 23 statements were reteained,

for the study and the same are presented in Appendix-II,

d) Reliability of the scale : The scale was tested for

reliability by split . half method. The scale was admini-
stered to 20 VeOs in a non-sample area. The scores for
the odd and evén nunbered items of the same 20 respondents
were correlated by using Pearson product moment correlation
coefficient which was found to be 0.75. This was corrected
by using Spearman Brown formulae and obtained the reliabie
lity coefficient (rtt) of the test. This rtt was 0.86
which indicated high reliability of the scale.

@) Validity of the scale : The Validity was inbuilt in

the scale 4itself,. as greatest care was taken to include

all the xelated items to represent the universe of

contents at the time of preparation of scale itself.



f) Administration and scoring : The data on  time

utillisation aspects were acquired directly from VEOs using
the structured questionnaire with open c¢olumns to get the
information. MBecause the gquestionnailre was distributed in
fortnightly meetings, the researcher took advantage of the
opportunity to explain in detail the significance and
importance of this research to the VEOs, Equal weightage
was given to all the activities. While computing the total
score all the 23 activities were divided into 4 sub-areas
viz,, education with 13 activities, planpning with 7
activities, service with two items and finally office work
with a single activity. The above four sub-area scores
were calculated separately and then combined to obtain the
time wutilisation score. Later, one score was assigned
for each day for the time expended on any activity., This
cumulative score formed the total time utilisation by VEOs.
This time utilisation was measured with respect to Kharif
season 1986~87, Then, the respondents were grouped inteo
three categories based on the mean and standard deviation

as a measure of check as detailed below :

High (Mean + 1 S.D) : Above 147,74

Medium (Mean + 1 S.D) : 93.94 - 147,74
Low (Mean - 1 S.D) : Below 93.94
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3.4,10 Organisational «climate : Katz and Kahn (1966)

defined organisational <climate as a conglomerate of the
organisations taboos, folkways and other cultural factors.
The climate or the culture of the system reflects both

the norms and the values of the formal system and their

interpretation of the informal system.

Litwin and Stringer (1968) defined organisational
climate as a set of measurable properties of work environ-
ment perxceived directly or indirectly by the people who
live and work in this environment and assumed to influence
thelr motivation and behaviour. Upadhyay (1983) defined
organisational <c¢limate ''as those external and. internal
environmental conditions in which an organisation exists
and grows, and in which people of the organisation work
for the achievement of the goals'’. In the present study
the organisational climate has been operationalised as the
overall climate of an individual on gqualitative aspects of
climate viz., atmosphere freedom, efficiency, confidence,
trust ;3 abilities wutilisation, accountability, line of
command, constant supervision, communication towards

contact farmers, job security, etc.,, in his job.

’ A perusal of the earlier studies showed that
most of the researchers had used self-rating for evaluating
the organisational climate. In the present study also the
level of organisational «climate has been measured on

qualitative aspects, using self-rating method,



3.4.10.1 Measurement of organisational climate scale : The

different investigators used different types of scales in
the measurement of the organisational climate. Some of
these are outlined here in order to get a better under-

standing of the organisational climate.

Fiedlander and Margulis (1969) evaluated the
climate and indicated that the maximum satisfaction with
different areas of over work demands different mixes of
climate components. Pareek (1974) evaluated the <climate
on 11 dimensions viz., general orientation, interpersonal
relationship, supervision, communication, decision making,
trust, managing problems, managing mistakes, managing
conflicts, managing rewards and risk taking. Each dimen~
sion possessed 6 statements representing one of the
following six types of <climates viz,, (1) Achievement
oriented <climate (2) Affiliation oriented climate
(3) Extenslon oriented climate (4) Dependency oriented
climate (5) Control eoriented climate and (6) Power
oriented climate. Reddy (1986} evaluated the VEOs climate
on 6 types of climates which was used by Pareek (1974)
with slight modification, The above description suggests
that organisational climate evaluation of agricultural
extension personnel has been done mostly on specific job
areas as such with the introduction of T and V system some

organisational as well as job related changes have taken
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place at the bage level. Hence in the present study while

gselecting the gualitative criteria those dimensions that
have been emphasised in this T and V system have also been

taken into consideration.
evel opme of the Organ ional climate scale

a) Definition of the Universe : Instead of using certain

criteria or job chart as such, an attempt was made to
prepare as many related statements as possible to cover

the organisational climate aspects in relation to VEOs job.

b) Collection of statements and editing : Initially 44

gstatements were prepared based on the job chart, review of
literature and consultation with the extension specialists,
Then wusing the criteria suggested by Likert (1932) and

others, the statements were edited.

¢) Selection of scalable statements : These 44 statements

were then circulated among 20 extension gpecialists of
Andhra Pradesh Agricultural University and University of
Agricultural Sciences and 20 extension personnel of the
T and V system for rating. Especially, these judges were
requested to rate the statements for their relevance and
importance in measuring the organisational climate in
relation to VEOs job, on a five point continuum, viz,.,
Very much Relevant, Much Relevant, Relevant, Somewhat

Relevant and Less Relevant in the relevance part while,
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Very lmportant, Important, Somewhat Important, Less Import-
ant and Least Important in the 1importance part, After
getting the responses from 40 judges, the average scores

assigned to each statement was calculated by using the

formulae.

Total score of all the items for
all the judges
Overall average =

Total number of items x Total
number of judges

The average relevance value was 3.2 and the
average importance value was 3.4, Based on these average
values 27 and 31 items were identified under relevance and
importance dimension respectively., But at the time of
final selection of scale items, those items which satisfied
both the criteria of relevance and importance were selected.
The selected items lay between much relevant (4) and
relevant (3) ; and important (4) and somewhat important{3).
Finally out of 44 statements, 27 statements were retained
based on the above criteria for the study and the same are

presented in Appendix - 1I.

d) Reliability of the scale ¢ The scale was determined

by split-half method, The scale was administered to 20
VEOs in a non-sample area. The scores for the odd and
even numbered items of the same 20 respondents werne correl-
ated by using pearson product moment. Correiation coeffi-

cient was found to be 0.79. This was corrected by using
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Spearman Brown formulae and obtained the reliability
coefficient (rtt) of the test. This rtt was 0.88 which
indicated high reliability of the scale.

@) Validity of the scale : The validity was inbuilt in

the scale 1tself as greatest care has been taken to include
all the related items to represent the universe at the

time of preparation of statements itself.

f) Administration and scoring ¢ The data on organisation-

al climate aspects were acquired directly from VECs
using the structured questionnaire. The respondents were
requested to rate each statement on a five point continuum
viz., Almost always, wusually, sometimes, rarely, almost
never. Because these questionnaire were distributed in
fortnightly meetings, the researcher took advantage of the
situation and explained in detail the significance and
importance of this research to the VEOs, Equal weightage
was given to all the 27 activities listed and taken into
consideration while scoring. The sum of all the scores on

all activities formed +the organisational climate score..

Then the respondents were grouped into three
categories based on the mean and standard deviation as

detalled below :
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Highly facilitating (Mean + 1 S.L) : Above 127.%8
Facllitating (Mean + 1 S.D) : 107.45 -~ 127.58

Less facilitating (Mean - 1 S.D) : Below 107.45

3.,4.11 Morale ¢ Morale was operationalised as the mental
state with regard to spirit and confidence. This was
measured by adopting the scale developed by Talukdar (1984)
with little modifications. The scale consists of 14 state-
ments and the possible score varied from 14 to 70. Depend-
ing on the escores obtained, the VEOs were classified into

three classes wusing the mean and S.D as detailed below:

High (Mean + 1 S.D) : Above 65,22
Medium (Mean + 1 S.D) : 53,85 ~ 65.22
Low {(Mean - 1 S$.D) : Below 53.85

3.4.12 Job satisfaction : Job satisfaction observes whether

an individual was satisfied or dissatisfied with different
aspects of his job. This was measured by adopting the
scale developed by Laharia (1978) with little modifications,
The scale consisted of 12 statements and the possible score
ranged from 12 to 60. Then the VEOs were formed into 3
categories based on mean and Standard Deviation as shown

below :

High (Mean + 1 S.D) : Above 45,81
Medium (Mean + 1 S.D) : 33.09 - 45.81

-

Low (Mean = 1 S.D) : Below 33.09
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3.4,13 Job involvement : The varlable was operationalised

as the degree to which a person is identified psychologi-
cally with his work or the importance of work in his total
self-image. This variable was measured by wusing the
schedule developed for the study. The schedule consists
of 12 statements and the possible score ranged from 12 to
60. Then the resgpondents were categorised into 3 groups

based on mean and S,D as listed below :

High (Mean + 1 S.D) : Above 49.67

Medium (Mean + 1 S.D) 40,62 - 49,67

Below 40,62

Low (Mean - 1 S.,D)

3.4.14 Work facility ¢ This refers to sufficient provi-
sion of facilities to the VEOs for effective functioning
in their job activities. This was measured by using the
schedule developed for the study. This schedule consisted
of 7 statements, with the first statement having 3 sub
item +the possible score ranged from 9 to 27. Later the

respondents were classified into 3 classes based on mean

and S.D as given below :

High (Mean + 1 S.D) : Above 23,04
14,13 - 23.04

Medium (Mean + 1 S.D)
Low (Mean - 1 S.,D) : Below 14.13
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3.4,15 GCommpunicatjion skill 2 This 1relates to the blood
stream of an organisation. bEffective communication skill
within and to the clientele and also hierarchial levels in
an organisation is the fundamental element for job effect=
iveness. This variable was measured with the help of
schedule prepared for this study. This particular variable
is having 6 statements and the possible score varied from
6 to 18. As usual the respondents were categorised into

three groups based on mean and 5.U as shown below 3

High (Mean + 1 S$.D) Above 17.96
Medium (Mean + 1 S.D)

Low (Mean - 1 S.D)

Lild

14,03 ~ 17,96
Below 14.03

*¥

3.4,16 Dependence : It directs to the degree to which
the VEO dependence on his superior for guidance and help
in the organisation. This variable was measured with the
help of schedule developed for this study. This variable
had 9 statements and the possible score varied from 9 to
18, The respondents were classified into 3 classes based

on mean and S.D as shown below :

High (Mean + 1 S.D) : Above 17.58
Medium (Mean + 1 s.b) : 195,01 - 17.58
Low (Mean - 1 S.D}) : Below 15.01
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3,4,17 Sociability ¢ This variable was operationalised

taking into consideration his social relations with people
in the community he lives. This variable was measured by
with the help of schedule developed for this study. In
this case the VEO was asked to rate himself against each
statement and his responses were scored on the basis of
weightages indicated for each response. The schedule
consisted of 6 statements and the possible score varied
from 6 to 18. The total score on sociability of VEO was
calculated by summing up the scores obtained. Then the
respondents were categorised into 3 groups based on mean

and Standard Deviation as given below :

Above 17.83

High (Mean + 1 S.D)

*4

L]

Medium (Mean + 1 S.D)

Low {Mean -~ 1 $.D) Below 12.62

L 1]

3.4.18 Guidance and supervision : It pertains to the

extent of guidance and directions given to the VEOs in
performing their work as well as motivating them to do
a better work by their immediate superiors. This variable
was measured with the help of schedule developed for the
study. This schedule consists of 13 statementis and the
possible score varied from 13 to 39. Guidance and supervi-
sion of VEQO was calculated by summing up the scores obtain-
ed. Then the respondents were divided into 3 groups based

on mean and S.D as mentioned below :
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+

High (Mean + 1 S.D) : Above 38,73
Medium (Mean + 1 S.,D) : 32.0% - 38.73
Low (Mean - 1 S.D) : Below 32.05

3.4.19 Self confidence : Self confidence variable relate

to the degree to which an individual was confident enough
to undertake or execute different activities of his job.
This variable was measured with the help of schedule
developed for the study. This consisted of 10 statements
and the possible score varied from 10 to 20. The total
‘gcore on self-confidence of VEQ was calculated by summing
up the scores on all items. Then the respondents were
categorised into 3 groups based on the mean and S$.D as

given below :

High (Mean + 1 S.U) Above 17.82

14,60 - 17.82

*¥

Medium (Mean + 1 S.D)

Low (Mean - 1 S.L) Below 14,60

L]

3.5 CONCEPTUAL KEPRESENTATION OF THE STUDY

The present study was conducted with the chief
intention of measuring the job effectiveness of village
extengion officers and for identifying the factors influen-
cing their effectiveness levels. According to Oxford
dictionary (1973), effect means what is produced by a
cause, or something that follows as a conseguence, while

effectiveness refers to a productive, efficient, having a



desired effect, Effectiveness 1is ''having an effect,
coming into operation, actual, existing''. (The concise

Oxford dictionary, 1986).

The performance (effectiveness) of an individual
at work 1in an organisation depends on his own personal
qualities and the environment where he works. According
to McGregor (1967), this environmental situation may be
the nature of ones job, rewards associated with his perfor-
mance and the Jleadership provided to him, This can be
extended to the jub effectiveness of VEO's, The effective=
ness of VEO is a function of various activities.on differe-~
nt factors and the environment where he works. Shakuntala
Balaraman {1987) stressed that the effectiveness is essen-
tial not only for organisational purposes but also for the

advancement of behavioural sclilences.

Independent varjables :

The independent variables covered in the study
were: total experience, experience as VEO, training, achie-
vement motivation, communication behaviour, organisational
commi tment, attitude towards T and V system, time utilis-
ation, organisational climate, morale, job satisfaction,
job involvement, work facility, communication skill, depe-
ndence, sociability, guidance and supervision, as well as

gself confidence,
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LUependent varlable 3
The dependent variable included was the job

effectiveness ot the VEUs,

1t is wundertaken here that all these variables
associated with the individual and the organisation
affect the VEOs job effectiveness. They may influence
either directly or indirectly. The diagramatic represent-
ation of the conceptual frame work with which the present

study has been formulated is depicted in figure 2.
3.6 TECHNIQUES USED IN THE COLLECTION OF DATA

3.6.1 Development of questionnaire ¢ The questionnaire

developed initially for the collection of data consisted
of different scales and schedule items. The questionnaire
was pretested by administering the same to 20 VEOs who
were not included in the sample. The final questionnaire

was arrived at by making necessary modifications, deletions,
additions based on this pretesting. The questionnaire used
for the study is given in Appendix - 1II1,

3.6.2 Administration of the questionnaire: The questionaire

was administered in the selected divisions of Narsaraopet,
Miriyalguda, Jagtial and Ananthpur by the investigator
personally to the VEOs in small groups of 6-18 at the
time of their weekly/fortnighly trainings. The doubts
raised by the VEOs while filling up the questlionnalre

were cleared by the researcher.



3.7 STATISTICAL TOOLS

3.7.1 Coefficient of variation {cv): Because coefficient

of variation is independent of units, it is useful for
comparison of any two series with different units. Coeffi=-
cient of variation is the percentage ratio of Standard
Deviation to mean, Smaller the coefficient of variation,

the more homogeneous in nature it is.

Standard Deviation
Coefficlent of variation = x 160
Mean

3.7.2 Coefficient of correlation (r) : Coefficients of

correlation were reékoned to find out the relationships
between each of the independent variable and the dependént

variable, The formulae used was as follows :

LXY - nXY
s VTEXQ-niz)(ZY2-n72)
where,
r = Correlation’coefficient between X and Y
X = Value of first variable
Y = Value of second variable
n = Size of sample.

Then the correlated value of 'r' was tested for
its significance using the table value at (n-2) degrees of

freedom. When the computed value was equal to or more than
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the table value, then the relationship between the selected

variables was considered as significant.

3.7.3 Techniques for testing the equality of means ¢ The

objective of identifying the differences in the pattern of
time utilisation-education, planning, service and office
work of VEOs would involve the testing of equality of more
than two means. For this the following procedure was adop-
ted. The hypothesis of equality of more than two popula=-
tion means was tested by applying analysis of variance

test, suggested by Wonnacott and wWonnacott (1977).
The null hypothesis for the purpose is @
H0 PHy S By seeeces By
against the alternative hypothesis

HA : HO is not true.

Where pi's are the population means of the chara-
cteristic measured for different groups 1, 2,.ccevstteseyd

respectively, 1'?:

Service

= Education 3

Qffice work

1
2 = Planning 4

The test statistic is @



K _ _
| [ & (R-02)
Fl{k~l), K(n-1)] = iil n
| i LoL (X, .~X.)%)
K{n-1) i=l j=1 i3 73
where,
ii = Mean of the characteristic measured

under 1th group.

X = Grand Mean.

= Characteristic measured under ith group

of Jth respondent.
K = Number of groups.
n = Number of observations in each group.

N = nk Total number of respondents.

The resulting F-computed values are compared
with F[(K=1) K(n-=1)] critical values at reasonable level
of significance to test the HO .

1f the H, is rejected the cause for the reject~
ion of the HO is analysed by least significant difference
(L.5.D) (Snedecof and Cochran, 1967). That is, we propose
to know whether the rejection of the Hy is because of

significant differences between By Bp OT By Ha seee By Hys



86

The L.S.D is estimated by using

L.S.D = ta YE.M.S(— + i)
n n
1 2
where,
t = Table t value
a = Level of significance
a = 1is chosen level of significance
E.M.5 = Error mean sum of

= Gize of sample 1

= Size of sample 2

The resulting L.S.D values are compared with
differences in the means, for the characteristics measured
for the different groups under two groups, separately., 1If
the computed value 1s smaller than the difference in the
mean value of the characteristics, then HO is rejected in

favour of alternative hypothesis (H.A).

3.7.4 Path analysis ¢ 1t was carried out to identify the

direct and indirect effects of significant independent
variables on the job effectiveness of VEOs as well as to

know the nature of influence extended on the dependent

variables.



Path coefficlient technique 1is the rates of the
standard deviation of the effect due to a given cause of
the total stendard deviation ot the ettect, FPath effects
were obtained by solving the simultaneous equations set up
for the purpose using the correlation matrix. As per
Singh and Choudary (1977) considering X; as independent
variables to be influencing the dependent variable Y
the job effectiveness, the simultaneous equation can be

written as :

k
X = Pvyx + z Ix,x P
where,
Lyx, is the correlation coefficient of
X3 with vy .
Pyx; 1is the direct effect and each of the
other terms in the equation is an
indirect effect.
3.7.5 Principal Component Analysis : The principal

component analysis 1is a method for separating the total

variation of variables into orthogonal sub-sets.

Principal component analysis is a method for
reducing correlated measurement variables (P) to a smaller

set of statistically independent linear combinations having



85

certain unlque properties wlth regard to characterising
individual differences (Overall and Klett, 1972). The
first principal component 1is that welghted combination of
the several original wvariables which accounts for a
maximum amount of the total wvariation. The second
principal component 1is that weighted combination of the
several original variables wuncorrelated with the first
principal component and which accounts for a maximum
amount of the remaining variation or individual differences.
Similarly, the rth principal component is that weighted
combination, 1independent of the {irst (r-1) and which
accounts for a maximum amount of the remaining variation-
among individuals in terms of their original score values.
The properties of statistical orthogonality (independence)

and maximization of variance wuniquely define principal

components.

Principal components analysis was developed by
Hottelling in mid 1930's. This method of analysis is
extensively wused in plant breeding, but its use in the
field of agricultural extension research has been rather
limited. The main objective of principal component analy-
gis 1s to economise the number of variables under consider~-
ation. Principal components of a matrix of covariances or
inter correlations among 'P' variables represent new compo-

gsite variables which account for or describe a maximum
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amount of the total variability among individual variables
on all the original measurements. For details see Overall

and Klett (1972).

The analysis was carried out on a set of 12
variables in the present study. The variables included

weare 3

=
n

Achievement motivation

X. = Communication behaviour
X, = Urganisational commitment
X = Attitude towards T and V system.
X, = Time utilisation

xlo = Morale

X,, = Job satisfaction

Xl4 = Communication skill

X15 = Uependence

X = Sociability

X,, = QGuidance and supervision

X = Job effectiveness

-:000:~
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CHAPTER 1v

RESULTS

The 7results of the study are presented in this

Chapter, wunder the following sub-heads :

1, Levels of job effectiveness of VEOs,

2, Distribution of VEOs under each
characteristic category.

3. Relationship between the independent
variables and job effectiveness of
VEOs.

4, Direct and indirect effects of signi-
ficanly correlated independent
variables on the job effectiveness
of VECOs.

5. Principal components of job effecti-
veness of VEOs,

6. Problems encountered by VEOs in
achieving higher effectiveness.



Ji
4.1 LEVELS OF JOB EFFECTIVENESS OF VEOS

An examination of table 1, reveals that a large
majority of VEOs were grouped under the category of medium
level of job effectiveness. The percentage of VEOs grouped
under high and low categories of job effectiveness was
equal.

Table 1. Distribution of VEOs depending on their
job effectiveness t

Categories Frequency Percentage
High- 25 12,50
Medium 150 75.00
Low 25 12.%0
Total t 200 100,00

Mean = 135.91 S.D = 52.18 C.V = 38.39

The computed coefficient of variation (38.39)
indicates that there is considerable variation in the

job effectiveness scores of ViDs.

4,2 DISTRIBUTION OF VEOS UNDER EACH CHARACTERISTIC
CATEGORY

4,2.1 Total experience : It is clear from the table 2,

that a large majority of VEOs were grouped under medium
experience in the Department of Agriculture, while a
relatively high percentage of VEOs grouped under high

experience category as opposed to low experienced group.



Table 2. Distribution of VLUs based on thelr
total experience :

Categories Frequency Per cent
High 39 19.50
Medium 140 70,00
Low 21 10.50
Total s 200 100.00

Mean = 14,14 5,0 = 7,66 C,V = 54,17

The value of coefficient of variation (5%4.17)
Indicates that there is considerable variation in the

total experience scores of VEOs,

4.,2,2 Experience as VEQO : As seen from the table 3, a

majority of the VEOs fell in the medium category in

terms of their total experience as ViU, in T and v

system.

Table 3. Distribution of VEOs as per their levels
of experience as VEO :

Categories rrequency Per cent
High 52 26,00
Medium 125 62,00
Low 23 11.50

Total : 200 100,00

Mean = 5.84 S.L = 3.10 C,V = 53,08

o)
(A
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Comparatively large percentage ot respondents
fell wunder high experienced group of respondents. The
coefficient of variation calculated (53.08) indicated that

greater variation in the experience scores of VEQs,

4.2.3 Training : It is clear from table 4, that a large
number of respondents had low training, and only 8even per

cent had high training,

Table 4, Distribution of VEOs depending on the
duration of training :

Categories Frequency Per cent
High 14 7.00
Low 186 93.00

Total : 200 100.00

Here the respondents were grouped into two cate-
gories as the standard deviation was greater than the mean.
Further the large value of coefficient of variation {157.61)
showed higher variation among the VEOs with respect to

thelr training scores.

4,2.4 Achievement motivation ¢ An insight into table 5,

showed that a majority of the VEOs were in the category

of medium achievement motivation group.



Table %, UListribution oi VLUs on thelr levels
of achievement motivation :

Categories Frequency Per cent
High 31 15,50
Medium 137 68, 50
Low 32 16,00
Total : 200 100,00

The percentage of VEUs both in high and low
categories of achievement motivation level was seen to be
almost equal, The computed coefficient of variation was
only (11.99) which clearly proves their equality in quantum

of achievement motivation.

4,2.% Communication behaviour : An examination of table

6, revealed that more number of VEOs identified themselves
under the category of medium group with respect to their
communication behaviour.

Table 6. Distribution of VEOs based on their
communication behaviour @

Categories Frequency Per cent

High 27 13.50
Medium 137 68.50
Low 36 18.00

Total 3 200 100.00

Mean = 229,33 S5.D = 70.50 C.V = 30.74
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Whereas relatively a less number of the VLEOs
(13.50%) fell under the category of high group, 18.00 per
cent of them grouped under the low group. The coefficient
of variation (30.74) suggests that there is considerable

variation 1in the communication behaviour scores of VEOs,

4.2,6 Qrganisational commitment ¢ A 1look at the table

7, reveals that three fourth of the VEOs were grouped under

medium organisational commitment.

Table 7. UDistribution of VEOs on their levels
of organisational commitment :

Categories Frequency Per cent
High 26 13.00
Medium _ 150 75,00
Low 24 12,00
Total s 200 100,00

Mean = 51.04 S5.0 = 6,15 C.V = 12,05

The percentage of VEOs having high and low
organisational commitments was seem to be more or less
equal. The coefficient of variation (12.05) was found to
be low, indicating least variability in the organlisational

commitment scores Of.VEOS.

4.2.7 Attitude towards T and V system ¢ A perusal of the

table 8, rTeveals an unexpected trend in which 3 out of

every 4 VEOs remained uncommitted in their attitude towards
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T and V system ; while only fourteen per cent of them
depicted a favourable attitude towards this system the rest
of them of course, showed less favourable attitude towards
the agency in which they are a part.

Table 8, Distribution of VEOs based on their
attitude towards T and V system ¢

Categories Frequency Per cent

Favourable 28 14.00

Neutral 152 76.00

Less

favourable 20 10.00
Total : 200 100,00

The coefficient of variation (9.67) was found to
be low, indicating least variability in the attitude

towards T and V system scores of VEOs.

4,2.8 Time utilisation : An examination of table 9,

reveals that a larger majority of VEOs were in the category
of medium group with respect to their time utilisation on

various activities of their job.



Table 9. Distribution of VEOs according fo their
time utilisation :

Categuries Frequency Per cent
High a7 18.50
Medium 128 64,00
Low 35 17.50
Total : 200 100.00

Mean = 120,84 S.D = 26.90 C,V = 22,26

There was more or less equal distribution of
VEOs on the other two categorivs-hlgh und low with respect
to their pattern of time utilisation. The calculated
coefficient of variation (22.26) indicates that there is

less wvariation in the time utilisation scores of VEQs.

4,2.8.1 VEOs time spent on major areas ¢ The table 10,

and fig 3 depict the time utilisation for VEOs on the four

major area of their job.

Table 10. Time utilisation of VEOs for four major activie

ties @
Major areas Toggisin Mean Per cent
Education 16638 83.19 68,84
Planning 4964 24,82 20,54
Service 2045 10.23 8. 46
Office work 521 2.61 2.16

Total :24168 120,84 100,00
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The data revealed that the VEOs were spending

more time on educational activities and this followed by
planning, service and office work in that order. Each VEO
had spent on an average 83 days (68.84xX) on educational act-
ivities , 25 days (20.%4%) on planning, 10 days on
service and only 3 days on office work, Further the table
reveals that each VEO is spending on an average 121 days
on the above said major areas during Kharif seasons which
covers a period of 165 days. Thus the data clearly indica-
ted that about 75 per cent of the time in the Kharif
season is being spent on these 4 important job activities,
while the rest 25 per cent is being spent on some miscel~

laneous activities that goes with the job.

4.2.8.2 Analysis of variance of time utilisation : An

analysis of variance was carried out with the independent
variable~time utilisation, which consisted of four major

areas viz., education, planning, service and office work.

Table 11. ANOVA for +time wutilisation by VEOs :

Source d. f S.5 m.s.s f.ratio

Major areas of time
utilisation 3 799473.8 266461, 30

1805,.91
Error 796 117463.0 147.%7

tss 199 916936.8 1147.61




99

The scrutiny of the results of analysis of vari-
ance presented in table 11, revealed that the time utilis~-
ation for education, planning, service and office work
varied significantly among the various groups of VEOs,
This is indicated by highly significant 'F' ratio.

4,2.9 Organisational climate : The table 12, indicated

that a more number of VEOs were ldentified in the category
of 'facilitating' group with regard to their perception of
organisational climate.

Table 12. Distribution of VEOs based on their
perception of organisational climate :

Categories Frequency Per cent
Highly

facilitating 28 14.00
Facilitating 141 70.50
Less

facilitating 31 15.20

Mean = 117.5%2 S.D = 10,07 C.V = 8,57

The rest were distributed almost equally as ,
highly and less facilitating with regard to their perception
of organisational climate, The calculated coefficlent of
variation (8.57) clearly shows that there is less variation

in organisational climate.



160

4,2,10 Morale : It is clear from the table 13, that a
large majority of VEOs were in the category of medium

group with respect to their level of morale.

Table 13. Distribution of VEOs on their levels
of morale :

Categories Frequency Per cent
High 34 17.00
Medium 139 69.50
Low 27 13.50
Total : 200 100,00

Mean = 59.54 S.D = 5,69 C.V = 9,%6

But only 17.00 per cent of respondents were
having high level of morale. The coefficient of variation
(9.56) reveals that there is less gap in the morale scores

of VEOs.

4,2.11 ob satisfa on ¢ A large majority of VEOs were
found to be in the medium category of in their level of

job satisfaction.



Table 14, Distribution of VEOs according to
their levels of job satisfaction :

Categories Frequency Per cent
High 32 16.00
Medium 135 67,50
Low 33 16.50
Total : 200 100,00

Mean = 39,45 S.D = 6,36 C,V = 16,12

101

However, the low and high groups were seem to be

almost equal in their
coefficient of variation

much difference in the

respondents.

4,2.12 Job involvement :

level of iob satisfaction. The

(l16.12) shows that there is not

job satisfaction

scores

of the

Table 15, revealed that a major-

ity of the VEOs had the medium job involvement. The number

of VEOs having higher job involvement were marginally more

than the one's with low job involvement.

Table 1%. Distribution of VEOs depending on their
levels of job involvement :

Categories Frequency Per cent
High 28 14,00
Medium 146 73.00
Low 26 13,00
Total : 200 100,00

Mean = 45.1%5 S.D = 4,53 (C,V = 10.03
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The calculated coefficient of variation (10.03)

indicates that the job involvement scores of VEOs were

homogeneous on this account.

4,2.13 Work facility : Table 16, showed that a majority

of the VEOs were under the medium category in terms of
their level of satisfaction with regard to facilities
provided by the organisation,

Table 16, Distribution of VEOs based on their
satisfaction with work facilities

Categories Frequency Per cent
High 27 13.50
Medium 132 66.00
Low 4] 20,50

Total ¢ 200 100.00

Mean = 18,59 S5.D = 4,46 C,V = 23.99

This was followed by 13.50 per cent of the VEO's
having grouped under high satisfaction and a little over
onefifth of the VEOs having low work facilities, at the
local level. Further the coefficient of variation (23.99)

revealed more variation in the work facility scores of the

respondents.

4.2.14 Communication skill : It is clear from the table

17, that a little more than half of the respondents were in
the category of medium with regard to the variable

communication skill.
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Table 17. Distribution of VEOs at various levels
of their communication skill 3

Categories Frequency Per cent
High 54 27,00
Medium 107 53,50
Low 39 19,50
Total : 200 100,00

Mean = 16.00 S.D = 1.97 C.V = 12,31

A little over onefourth of the VEOs were having
high communication skill and only 19.50 per cent of them
were in the low communication skill group. The calculated
coefficient of variation (12.31) reveals that the communi-

cation skill scores of VEOs were almost similar.

4.2.1%5 Dependence ¢ More number of respondents were
found to be in the category of medium in their level of

dependence.

Table 18. Distribution of VEOs as per their
levels of dependence :

Categories Frequency Per cent
High ' 34 17.00
Medium 117 58.50
Low 49 24,50

Total : 200 100.00

Mean = 16.30 S.D =1.29 C.V = 7,91
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However, onefourth of the respondents were under
low dependence category, whereas 17,00 per cent of the
VEOs were under high dependence category. The coefficient
of varlation (7.91) shows the dependence scores of VEQs

were not much different from each other.

4,2.16 Sociability : An insight into table 19, showed

that about threefourth of the respondents were in the
category of medium sociability group. The rest of the
VEOs shared almost equally the high sociability and low
sociability.

Table 19, Distribution of VEOs on the
dimension of sociability :

Catugories Fruquuency Per cent

High 26 13.00
Medium 145 72.50
Low 29 14,50

Total : 200 100,00

Mean = 15,23 S.D = 2.61 C,V = 17.14

The coefficient of variation (17.14) indicates
not much variation 1in the level of sociability scores of

VEO's,
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4,2.17 Guidance and supervision : From the table 20, it

can be inferred that a majority of VEOs fell under the
category of medium group with respect to the dimension of
guldance and supervision., This was followed by 14,50 per
cent of the VEUs grouped under low satisfaction, while
12.00 per cent of the respondents clustered under
high satisfaction group. |

Table 20, Distribution of VEOs based on their

satisfaction with regard to
guidance and supervision @

Categories Frequency Per cent
High 24 12,00
Medium 147 73.50
Low 29 14,50
Total : 200 100.00

The coefficient of variation (9.44) revealed

homogeneity in the guidance and supervision scores of VEOs.

4.2.18 Self confidence ¢ It is clear from the table 21,

that majority of VEOs were in the category of medium with

regard to their self confidence.
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Table 21. Distribution of VEOs according to
their level of self confidence :

Categories Frequency Per cent
High 43 21.50
Medium 136 68,00
Low 21 10.50
Total : 200 100,00

Mean = 16,21 S.D = 1,61 C,V = 9,93

whereas, about onefifth of the respondents were
in the high group, only onetenth otf the VEOs were in the
level of low self confidence. The coefficient of variation
(9.93) reveals that the self confidence scores of respond-

ents were not dissimilar.

4,3 RELATIONSHIP BETWEEN THE INDEPENDENT VARIABLES
AND JOB EFFECTIVENESS OF VEOS

An attempt is made in the study to identify the
nature of relationship between 18 independent variables
and one dependent variable-job effectiveness of VEOs.
Table 22 presented below reflects the correlation coeffi-
cients between these 18 independent variables and the
dependent variable. It is found that out of 18 independent
yvariables, 11 were positively and significantly correlated

with the job effectiveness of VEOs. These variables were:
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achievement motivation, communication behaviour, organis-
ational commitment, attitude towards T and V system, time
utilisation, morale, job satisfaction, communication skill,

dependence, sociability, and guidance and supervision.

The other seven independent variables viz. total
experience, experience as VEO, +training, organisational
climate, job involvement, work facility and self confidence
were found to have positive but non significant correlati-
ons with the job effectiveness of VEQs.

Table 22. Correlation coefficients between independent
variables and job effectiveness of VEOs :

Sl, Variable

No. No. Independent variables ‘pt

0l. X4 Achievement motivation 0.1948 =+
02, Xl7 Guidance and supervision 0.1943 **
03. xll Job satisfaction 0.1876 **»
04, le Sociability O.1869 #+
05, X5 Communication behaviour 0.1866 **
06. X7 Attitude towards T and V 0.1805 *

. system

07. XB Time utilisation 00,1765 *

o8, Xl4 Communication skill 0.1659 *

09, X6 Organisational commitment 0.1650 *

10. X Morale 0.1593 *
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Sl. Variable

Mo, No. Independent variables ‘r'
11, X15 Dependence 00,1463 *
12. xls Work facility 0.0864
13. X2 Experience as VEO 0.0573
14, xl Total experience 0.0505
15, X3 Training 0.0422
16, Xl2 Job involvement 0.0396
17. Xg Organisational climate 0.02%1
18, X8 Self confidence 0.0084

*#* Significant at 0.01 level.
* Significant at 0,05 level,

4.4 DIRECT AND INDIRECT EFFECTS OF SIGNIFICANTLY
CORRELATED INDEPENDENT VARIABLES ON THE  JOB
EFFECTIVENESS OF VEOS

The correlation analysis of the data reported
pefore implied positive and significant relationships
between 1l independent variables and the dependent variable.
The data suggested that the observed relationship between
the independent and dependent variable is only partially
obsolute and partially relative, A portion of observed
relationship is the contribution made by other indepen-~

dent varliables through which the independent variables
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excercise their influence jointly. It is hence, of
interest to study the influence of independent variables
on the dependent variable both directly as well as

indirectly.

Therefore, paeth analysis was carried out to
analyse the direct and indirect effects of significantly
correlated independent variables on the job effectivenéss
of VEOs as the dependent variable., The data are presented
in the table 23 fig 4, the highest direct effect was
recorded by the variable achievement motivation, ©.182
(X4), followed by the variables communication behaviour,
0.181 (X.), communication skill, 0.113 (X,,), job satisfac-
tion, ©O.1ll0 (Xll). dependence, 0.105 (Xl5), sociability,
0.101 (xlé)' guidance and supervision (XIT)’ time utilis-
ation (XB), organisational commi tment (Xé). attitude
towards T and V system (X7) and morale (Xlo), towards the

job effectiveness of VEOs in that order.
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Table 23, Path analysis of significantly correlated
independent varlables with job effective-
ness of VEOs
Varia- . _
ble Independent  Lirect eftect '°'¢) hdirect Laigest dndirect
No. variable Effect Rank Effoct Rank he variable
Effect variable
name
X, Achievement 0.182 1 0.014 10 0.011 Guidance
motivation and
supervision
X5 Communication 0.181 2 0.005 11 0.008 Dbependence
behaviour
X6 Urganieational .U 9 V. luy 4 U.028 Job
commitment satisfaction
X7 Attitude towards 0,029 10 0.152 2 0.039 Job
T and V system satisfaction
XB Time utilisation 0,073 8 0.133 3 0.025 Communi-
cation
skill
X Morale ~0.009 11 0.168 1 0.027 Job
10 .
satisfaction
Xll Job satis- 0.110 4 0,078 7 0.022 Guidance
faction and
supervision
Xl4 Communication 0.113 3 0.052 8 0.017 Guidance
skill and
supervision
X Dependence 0.105 5 0.042 9 0.016 Guidance
15 and
supervision
x16 Sociability 0.101 6 0.086 6 0.019 Communi=
cation
skill
Xl7 Guidance and 0.093 7 0.104 5 0.027 Job
supervision satisfaction
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Table 23 and fig 4 revealed that the ranks of
the variables with respect to the direct and the total
indirect effects were not the same. Here the variable
morale (Xlo) which occupies the least position in terms
of direct effect, occupies first rank by contributing
maximum to the job effectiveness of VEOs indirectly. This
was followed by attitude towards T and V system (X7), time
utilisation (Xa), organisational commitment (X6), guidance
and supervision (Xl7)’ sociability (X16), job satisfaction,
(xll), communication skill (X14), dependence (XlS)’ achie-
vement motivation (XA)' and communication behaviour (XSJ
in that order for contributing to the job effectiveness

of VEOs, indirectly.

The achievement motivation, job satisfaction,
communication skill and dependence variables had their
largest indirect effects through the variable guidance and
supervision (Xl7). Whereas organisational commitment,
attitude towards T and V system, morale, guidance and
supervision variables, had their largest indirect effects
through the variable job satisfaction (xll) ; time utilis-
ation, sociability variables had their largest indirect
effects through the variable communication skill (Xl4) but

the communication behaviour interestingly had its largest
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indirect effect through the variable dependence (Xls).
Since 11 independent variables were 1ncluded in the
analysis, 110 independent effects emerged out of them
through each other. The complete set of indirect effects

are presented in Appendix III.

Dominent direct and indirect effects 3

The direct and 1indirect effects of the 11
independent variables on the job effectiveness of VEOs
were presented earlier. Now it is important to identify
the dominent variables (> O0.1) among these 11 variables,
which had the direct as well as indirect effects on the
job effectiveness, in order to identify the most important
variables that have influenced the job effectiveness. In
this study the dominent variables which had the largest
direct effect on the Jjob effectiveness of VEOs, were
jdentified with the criteria of having the path value of
0.1 and above. Accordingly achievement motivation (X4),
communication behaviour (XS)' communication skill (Xl4),
job satisfaction (Xll), dependence (Xl5) and sociability
(xlé) in that order were identified as the dominent ,
variables that have largest direct effects on job effecti-

veness of VEQg as shown in fig 5.
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4.5 PRINCIPAL COMFONENTS OF JOB EFFECTIVENESS
OF VEOS

Principal component analysis 1s a8 method for

reducing correlated measurement variables to a smaller set
of statistically independent liner combinations having
certain unique properties. The main objective of the
analysis is to economise the number of variables under
consideration, This is used to describe difference between
individuals in terms of relatively few composite variables.
From the statistical analysis it was cohcluded that the
job effectiveness of VEQOs had positive and significaht
correlation with the 1l independent variables. Hence, the
analysis was carried out to determine the differences
between individuals these 1l variables and job effective~
ness of VEOs by using the technique of principal component

analysis. The results of which are presented in table 24,

Table 24, Principal components of job effectiveness of

VEQs :
Variable . principal components

No. Variable name 0 2

X4 Achievement -0, 00005 0.00017
motivation

x5 Communication 0.95664 -3, 49266
behaviour

Xe Organisational 0.03008 0.10622

commitment
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Varﬁg?lo Variable name principal componenta
X7 Attitude towards 0.01068 0.01660
T and V system
XB Time utilisation 0.01634 0.04244
xlO Morale 0.00794 0.03831
xll Job satisfaction Q.00303 0.015%36
xl4 Communication skill 0., DLV66 0.01113
X15 Dependence 0.0025%0 0.00415
X16 Sociability 0.00114 0.00247
X Guidance and Q,00089 Q.00975%
17 A
supervision
X19 Job effectiveness 0.28891 0.86139
Percentage of variability 55.51 33.62

As could be seen from the above table, the first
component accounts for 55.51 per cent, where as the second
component accounts for 33.62 per cent of the total variabi-
lity. The subsequent nine components account for the
remaining 10.87 per cent which is negligible and therefore
they were not considered for detail discussion. The total,
variation of the variance-covariance matrix is explained
by Jjust two components. In the first principal component

the variables communication behaviour, 0.9%56 (XS) and job

effectiveness, 0,288 (XLQ) emerged. The coefficients of
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the other variables were less and thus of very little
significance. In the second principal component, the
important variables emerged were job effectiveness, (xlg)
communication behaviour, (X5) and organisational commite

ment, (X6). Communication behaviour had a coefficient of
~-0.492 while job effectiveness had a coefficient of
Q.861. The coefficient of organisational commitment was

0.106,
4.6 PROBLEMS ENCOUNTERED BY VEOS

An attempt 1is made in the study to understand
specifically the problems encountered by VEOs in achieving
higher job effectiveness. Not only the independent
variables that are listed in the study, contributed to the
variation in the level of job effectiveness but some other
situational and organisational problems also had their
play in affecting the job effectiveness level of the VEOs.
Hence, the respondents were asked to identify the problems
that they encountered, as the most important ones. Only
134 responded to this items of the questionnaire. The
i1ist of 13 problems faced by the VEOs are listed in the
descending order of importance and presented in table 25.
Qut of +these 13 problems listed, majority of the VEOs

cited lack of transport facilities, lack of residential
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facilities and lack ot inputs supply at the appropriate

time as the most lmportant problems ; these followed by
other important problems like lack of plant protection

equipment supplles, lack of teaching aids for educational

use, less fixed travélling allowance, more farm families,

less financial assistance and non supply of technical

information in time in that order.

Table 2%, Problems encountered by VEOs in achieving
higher effectiveness :

ﬁi' Problems ' No, Per cent Rank

Ql. Lack of transport facilities 79 39.50 I

02, Lack of residential 54 27,00 11
facilities

03. Lack of inputs supply at 43 21.50 11X
appropriate time ‘

Q4. Lack of P.P equipment 25 12,50 v
supplies

05. Lack of teaching aids 20  10.00 v
for educational use

06. Less fixed travelling 15 7.50
allowance (FTA)

07. Morxre farm families 10 5.00

08. Less financial assistance B 4,00

09. Non supply of technical 7 3.50
information in time

10. Less godowns in local areas 4" 2,00

11. Insufficient irrigation 4 2.00
water supply

12. Lack of educational facili- 2 1.00

ties for staff children

13. More of contact farmers 2 1.00
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DISCUSSION

The results of the study are interpreted and

discussed 1in this Chapter under the following heads 3
1. Levels of job effectiveness of VEOs,

2. Distribution of VEO's under each
characteristic category.

3. HRelationship between the independent
variables and job effectiveness of
VEO's. :

4, Direct and indirect effects of signi-
ficantly correlated independent
variables on the job effectiveness
of VEO's,

%, Principal components of job effective-
ness of VEO's,

6. Problems encountered by VEO's in
achieving higher effectiveness.
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5.  LEVELS OF JOB EFFECTIVENLESS OF VEO'S

By perusal of table 1, it is clear that three
fourth of VEO's had medium level of job effectiveness., It
implies that there is lot of potentiality among the VEO's
which is yet untapped. It suggests that the supervisory
staff have not identified the factors responsible and
utilised for making the VEOs highly effective in their job.
These are achievement motivation, communication behaviour,
organisational commitment, attitude towards T gnd V system,
time utilisation, morale, job satisfaction, communication
skill, dependence, sociability as well as guidance and

supervision.

It was also noticed that, the VEOs with high job
effectiveness got 391 score while the VEOs with least job
effectiveness got 41 score with a mean of 135.91. There
1is a considerable gap between low and high job effective-
ness scores. The less job effectiveness of VEOs (12.50%)
might be due to the lack of transport facilities,
non availability of teaching aids, not having higher
education facilities and also inability to conceive
effectively the four foundations provided by Department of
Agriculture viz., division of work, scholar and functional
process, structure, and span of controil. The less effecti-~

veness of VEOs is in confirmation with the findings of
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Singh et al. (1967) and Reddy (1986), whereas high job
effectiveness of VEOs (12.50%x) might be due to the better
work place, good training, and organisational commitment.
The high job effectiveness 1s in confirmation with the
study of Singh et al. (1976).

5.2 DISTRIBUTION OF VEOS UNDER DIFFERENT
CHARACTERISTIC CATEGORIES

9.2.1 JTotal experience : The minimum and maximum vyears
of total experience of VEOs ranged between 3 and 35 years
with a mean of about 14 years. The data presented in
table 2, revealed that a large majority of the VEOs {70x)
had experience between 6 to 22 years; while, 19,50 per cent
of them had higher experience between 22 and 35 years,
10.5 per cent of them had less experience of 3 to 6 years.
It is a good trend that about 90 per cent of the bulk have
a minimum of 6 years of experience. This is so because,
many of the VEO's appointed in the T and V system are |
those who were already working in the Community Development
blocks. Since the ratio between the staff and clientele
was reduced to 1 : 500, some more VEQ's were added with the
introduction of T and V system, and hence only 10 per cent
of them fell under low experience category. This is in

confirmation with the finding of Reddy (1986).
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5.2.2 Experience as VEO ¢ The data presented in table 3,

indicated the distribution of respondents based on the
experience as VEOs in T and V system. The minimum and
maximum vyears of experience as VEO varied between 1 and
12 years with an average of about six years. A majority
of (62.%0%) them had medium experience between three to
nine years ; whereas 26 per cent of them had more than
nine years of experience and relatively a less number of
respondents (11.950%) had less experience of below three
years, Such greater variation in the experience as VEOs,
reflects more or less the trend observed in the total
experience of VEOs discussed earlier. The probable reason
for this trend may be that many of the grass root level
workers are working since inception of T and V system and
only a few were added at later dates, due to the transfer
of VEO's from the other non CADA districts to these CADA
districts, where T and V system was in operation. This
was done in order to increase the concentration of efforts
of VEO's in these areas as per T and V system guidelines.
This finding is in concurence with the finding of Reddy
(1986}.

5.2.3 Iraiping : The results in table 4, revealed that
majority of them (93X) had low level of training while a

negligible number of respondents (74) had more training.
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This finding is in agreement with the finding of Reddy
{(1986). This low 1level of organised pre and inservice
trainings might be due to the fact that more importance is
given for weekly and fortnightly training programmes, which
is inbuilt as a methodalogy in T and V system. The
objectives of inservice training are perhaps very well
achieved 1in these regular training programmes and as such

this finding 1s expected.

5.2.4 Acghievement motivation : An examination of table 3,
indicated that more number of VEOs {68.504) had the level

of achievement motivation between 25 and 32. This study
1s supported by the finding; of Bharamappa (198l1) and
Reddy (1986). This trend has emerged may be because, the
group 1is almost homogeneous and their level of aspiration
is also of moderate level; 15.%0 per cent of them had high
achievement motivation may be because of thelr orientation
towards hard work and service to the people,. Almost the
same percentage of them was at the other end of the pole
i.e. low achievement motivation., This may be due teo laék
of enthusliasm, lack of incentives for the good work done
and least scope for promotional opportunities. This is in
confirmation with the study by Hosur (1977). Coefficient
of variation showed limited variation among the VEO's in
their achievement motivation. The scores obtained from

the respondents varied between 19 and 35 with a mean of

29.01.
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5.2.5 Communication behaviour : The data 1in table 6,

showed that majority of the VEOs had medium level of
communication behaviour (1%9 to 300). Only a limited
number of respondents were having high communication
behaviour because, only a few had higher education ad
developed ability to communicate constatntly with the
clientele system. But 18 per cent of the VEOs were in low
level of communication behaviour due to their 1lack of
contacts with the farmers and lack of interest to under-

stand things and communicate to others for their betterment.

The scores obtained by the respondentis ranged
between 62 and 40 with a mean of 229,33. 1t shows that
the VEOs communication behaviour was of moderate level as
evidenced by the obtained mean value, The probable reason
for +this trend might be that the respondents in T and V
system are exposed to the same kind of information input
behaviour and processing behaviour, which could cause for
not much changes in output behaviour except for some indi-

vidual differences among VEOs,

5.2.,6 Organisational commitment : The data presented in
table 7, revealed that threefourth of the VEO's had medium

organisational commitment, while the rest of them had high
and low organisational commitments in almost equal propor-
tions. This finding is in line with the finding of Reddy

(1986). The scores obtained by the respondents ranged
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batween 30 and 63 with a mean of 51.04, However there
was not much variation among the VEO's in this regard. The
possible reason might be the identical work targets, simi-
lar work situation, opportunities for promotions etc. But
still some of them are having low organisational commitment
probably because of lack of enthusiasm, work consiousness
and relatively higher ages. Some of the VEOs were on the
higher score in respect of organisational commitment, may
be because of their sincerity, prone +to hard work and
interest in the nature of the job of extension exclusively,
due to de-~linking of supply of inputs and advancing of
loans from the VEOs job,

$.2.7 Attitude towards T and V system : An evaluation of

table 8, it is clear that 76 per cent of the VEQ's had
neutral attitude towards T and V system. This 1is in
confirmation with the finding of Rac (1979), Sarkar (1979),
Prajapati and Patel {1980) and Reddy (1986). Comparatively
more number of VEO's (14x) had favourable attitude towards
T and V system when compared to less favourable (10%)
attitude of VEQO's, This may be due to the many advantages
of T and V system over C.D programme like monopurpeose,
single line of command and reduction in the number of farm

families to work with.
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Further the data indicate the homogeneity among
the VEO's with respect to this variable. The scores
obtained by VEO's ranged between 37 and 71 with the mean
of 59.48. The analysis revealed that the VEO's attitude
in general homogeneous but number of respondents grouped
under neutral to favourable than less favourable. The
T and V system is being production oriented, the farmers
are more responsive to the suggestions of VEO's, Piobably
this factor too must have compelled the VEO's to develop

a favourable attitude towards this programme/system.

5.2.8 Time utilisation : A close observation of table 9,
indicated that a 64 per cent of the respondents had
utilised their time moderately 94-148 days on their job
activities. Among the rest almost equal number of them
were on the 'high' and 'low' category of time utilisation

with regard to job activities.

The Qcores obtained by the respondents varied
between 61 and 178 with a mean of 120,84, Since the grass
root level workers were expected to concentrate their
efforts more on job activities than on miscellaneous acti-

vities, this trend is expected.

The iable 10, revealed that out of a total of
180 days considered for Kharif season (May 1 to October 31,
1986) VEOs were spending 8l days (68.84% of their time) on
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educational activities like visiting farmers holdings,
arranging field visits and trainings, conducting method
demonstrations and visiting demonstration plots. The VEQs
in T and V system are supposed to use training and visits
baslcally as extension methods in disseminating agriculs
tural information to the farmers. So, it is logical that
the VEO's had spent arround 69 per cenf of their time on
these two methods in addition to related extension methods
like, conducting method demonstrations, group meetings at
demonstration plots etc. This finding is in confirmation
with the findings of Jalihal et al. (1975), Vittal (1982)
and Ramakrishna Rao (198%). While 25 days (20.94X of their
time) were spent on planning like selection of contact far-
mers, visits to the farmers fields, scheduling training,
method demonstrations and result demonstration plots. Prog-
ramme planning is given most importance in extension as
it provides direction to the Extension personnel in effect-
ive implementation of the programme., In this case the VEOS
are supposed to work out the schedule of 'training and
visits', the number of demonstrations to be conducted and
the contact farmers to be selected as the same has to be
done in consultation with the farmers and keep them
informed. Hence, i1t is just, that they have spent 20 per
cent of their time on this important aspect of planning,
Only nine days (8.46% of their time) were utilised for
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service activities 1like collection of soil samples and
distribution of literature to the farmers. Interestingly,
just three days (2.16% of their time) were made use of for
office work like maintainance of demonstrations, trials
and minikit plot records. In the T and V system not much
importance 1is given for supplies and services and VEQ's
were releaved of these responsibilities, in order to help
concentrate on production functions. Except keeping
records of some educational aétivities, not much emphasis
was given for writing reports. Therefore, the minimum time
spent on these activities is compatible with the organis-~-
ational norms. The data also revealed that VEOs were
spending 121 days out of 140 working days (after deducting
40 holidays for festivals and public holidays from 180
days) on the four major activities - education, planning,
service and office work, which is fairly good enough.
Ofcourse, these are the four important areas on which the
VEO's are expected to spend their time and the results are
in confirmity with the expectation of the organisation.
About 20 days which are not covered by these activities,
might have been spent on accompanying the supervisory
staff in their visits to the circle, helping the farmers
to find solutions to their non-agricultural problems and
other miscellaneous activities., Horticulture and Animal

Husbandry activities are not covered under T and V system.



But still, the VEO's may have to help solve these problems,
in order to gain confidence and achlieve the cooperation of
the people in executing their work. Arranging loans 1is
not the job of VEO, but still, they may have to do it, 1n
order to implement the Agricultural production programmes

on a large scale. Hence the time spent on these miscella-

neous activities is in a way appropriate.

The analysis also revealed that there was signi-
ficant difference in the time allotted by VtUs for each of
‘the activities delineated. This was indicated by the
significant 'F' ratio. This trend clearly points out that,
the VEO's are budgeting their time according to the

requirements of the organisation and the demands of their

job activities,

5,2,9 Organisational climate : The data in table 12,
revealed that 70.50 per cent of the respondents had perce-
ived the organisational climate as facilitating to their
effectiveness (107~127). This may probably due to the
special characteristics of the organisation - the single
line of command, opportunities for interaction with colle~ -

agues, specialists and supervisory staff, in the fortnightly

meetings.
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This finding 1is in complete agreement with the
finding of Reddy (1986). 14 per cent of them had perceived
the organisational climate more facilitating may be because
of the individual differences in social and psychological
characteristics and their ability to empathise with other
coclleagues in the organisation, Almost equal number of
VEO's perceived the organisational climate as less facili-
tating mostly due to their 1lack of sociability and under-
standing in addition to <conservatism associated with the
individuals. The scores obtained from the respondents in
this aspect ranged between 82 and 135 with a mean of 11752,
Majority of the respondents fell under the category of
facilitating to highly facilitating continuum. It is
evidently so becauss, the T and V system as such facllitat-
ed for better inter personal relationships, effective
communication and constant consultation as an inbuilt

mechanism in the methodology.

5.2,10 Morale : An examination of the data in table 13,
revealed that half the VEOs inter-viewed (69.50%) had
medium level of morale (53~6%). This may be due to lack
of incentives like promotions, quarters for living and
vehicles for mobility. Also some of the VEO's who had

worked in the Community Development Programme not very
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happy 1in this programme because of restricting the acti-
vities to only aqriculture and that too for unly education-
al work. This study 1is in agreement with the finding of
Reddy (1986). Some of them exhibited (174) high morale
probably, those who have a concern for the development of
farmers and have a rural back ground. The youngsters
who have joined directly the T and V system might be happy
with this organisation and the nature of work, this in
turn must have augmented their morale. Only tew of them
(13,50%) exhibited low morale perhaps due to lack of
emotional attachment, monotony and frustration. The
coefficient of variation (9.56) suggested that the group
was homogeneous in nature, The scores obtained by the
respondents varied between 46 and 70 with a mean of 59,54,
It showed that in general the VEO's level of morale was
moderate to high, The probable reason for this trend may
be the in-built strength of the organisation, simplicity
of the message, constant gquidance they get from their
superiors, the objectives of the department and more than

anything else,his status in T and V system and the support

of World Bank.

5.2.,11 Job satisfaction ¢ The data presented in table 14,
revealed that a majority of the respondents (67.504£) had
medium level of job satisfaction (33-46). This finding is
in concurence with the findings of Rajagopal (1977),
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Reddy (1982) and Reddy (1986). Among the remaining, almost
eéqual number of them grouped under high and low job satis-
faction categories. The high job satisfaction among some
VEO's may be because of job sccurity, satistaction of help-
ing the farmers 1in increasing food production, better
opportunities for meeting farmers often and limited report-
ing. The low job satisfaction among some might be due to
lack of opportunities for taking up allround development
of the people, limited work during off season, monotony of
repeating the same messages over a period of years., This
finding is in concurence with the finding of Vittal (1982).
The maximum and minimum scores obtained by the respondents
were 59 and 22 respectively with the mean of 39.45. The
results showed that the job satisfaction of a majority of
the respondents was on the medium to high level. The
possible reason for this trend might be, in addition, to
other factors discussed above, majority of the VEO's were
partly satisfied with their educational activities and

single line of command,

5.2.12 Job involvement ¢ A large majority of the VEO's

(73%) showed up medium level job involvement, whereas 14
per cent of them had high 1level of job involvement;
probably because of the compuslison inbuilt in to the

system for regular schedule of work and limited work areas.



131

While less number of VEO's (13%) had low involvement in the
Job due to lack of interest in the job, lack of new messages
to pass on to the farmers, unfavourable attitude of the
farmers towards the system itself for devoid of supplies
and services, low empathy and risk taking ability. The
scores obtained by the respondents varied between 34 and
6C with the mean of 495.15. The data revealed that only
a less percentage of VEO's were on the low level of job
involvement when compared to those on the high and medium
levels of job involvement. The probable reason for this
trend may be that the T and V system makes the VEO's to
comprehend their job activities in clear terms through the
regular training and visits. In addition, immediate
success in crop production, continued monitoring and
gvaluation, close supervision and limited area of operation
might have also facilitated for their better job invol~

vement.

5.2.13 Work facility ¢ It is clear from the table 16,
that 66 per cent of the VEO's had indicated the level of

work facilities ranging from 14-23 provided by the
Department of Agriculture. This study is in line with the
finding of Reddy (1986). A few of them did indicated
(13.50%) that the work facilities provided were as 'good'.
A more number of respondents (20.50%) then this number

opined that the work facilities provided are meagre. As
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seen from the results of the dnalysisa a majority of the
VIIO's are in the categury of medium and below with respect
to work facilities provided. The reasons may be lack of
demonstration equipment, lack of input supply at appropri-
ate time, less financial assistance, lack of teaching aids
for educational use and lack of transportation facilities,
This 1is in confirmity with the study of Samantha (1982),
About 160 VEO's out of 200 were of the opinion that the
work facilities are medium to high. The probable reason
for this +trend, may be due to the principal involved
in T and V system of making no supply and services ; more
importance 1is given in this system for educational input

rather than material input 3

5.2.14 Communication skill ¢ The data in table 17, showed

that about half of the respondents (53.50%) were having
medium level of communication skills (14-18). This may be
for the reason of low level of education of VEU's, lack of
new messages and opportunities for mass contacts. In T
and V system highest priority is given to communication of
new technologies. Hence, the VEO's by compulsions atleast
have developed some abilities to communicate. But still,
about onefourth of the VEO's contacted, possessed high
level of communication skills. This is so because of

higher level of education of a few of them and the acquired
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abilities to communicate better. These extension perso-
nnel might have utilised all the opportunities available
for developing their communication skills in T and V syst=~
em. OQfcourse a few, remained on the ladder of (19.50x%x) low
communication skills may be because of the lack of achleve-
ment motivation and lack of knowledge about new messages.,
In general the range of scores obtained by the VEO's were
10 and 18 with a mean of 16,00 on this dimension. About
threefourth of the V0LU's grouped in the medium to high
continuum in respect of communication skill, The plausible
reason for this may be, the importance given in T and V
system for effective communication of new ideas to the
contact farmers and fellow farmers. Ufcourse, extra
care 1s taken in the system to provide only the relevant
and most useful information to contact farmers for onward

transmission to fellow farmers.

5.2.1% Dependence : The result in table 18, revealed that

a majority of VEO's (58.90x} had mediun level of dependence,
whereas only 17 per cent of the VEO's had high dependence,
24.50 per cent of the VEO's had low dependence, The mini-
mum and maximum scores obtained from the respondents were
11 and 18 with a mean of 16,30, More number of VEQ's
exhibited low dependence than the one's exhibited high

dependence. It is a good trend that a large bulk of the



134

VEO's were on the medium to low level on the score of depe-
ndency. The probable reason for this trend might be that
the ViO's get relevant and useful information through fort-
nightly meeting:. for onward transmission to contact and
fellow farmers. Also, the VEO's get the same training as
of their supervisory staff-Agricultural Officers in the
training sessions, As such the dependency on superiors for
getting information is limited. In addition, the supply of
inputs and credit facilities are delinked and hence there

is limited scope for dependence as such,

5.2.16 Sociability ¢ An examination of table 19, revealed

that a good majority, 72.50 per cent of the VEOs were on
the medium level on the score of sociability (l2-18). It
is so because of the limited contacts they have with the
farmers as such ; they are supposed to reach other farmers
through contact farmers only., Some (13%) of the VEOs
scored high on this sociability variable, because of
bipolar aspects~interest on the part of the VEO to help
the farmers on one hard, and the curiosity on the part of
the farmers to know more and get their problems solved.
On the contrary some of them (14,50%) were on the low
sociability range because of their restricted visits <o
non contact furmer fields, and less participation in

village social functions. The coefficient of variation
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Indicated that the ViEU's were not having much variarion
in the level of sociability, The scores obtained by the
VEO's ranged between 8 and 18 with a mean of 15.13,
Comparatively the percentage of respondents grouped under
low sociability were more than the respondents grouped
under high sociability. The possible reason for this
trend may be that the VEO's are not having regular indivi-
dual contacts with the non contact farmers as per the

principles involved in the T and V methodology.

5.2.17 Guidance and supervision : The data presented in

table 20, revealed that almost threefourth of the total
VEQSs considered were, on medium level (32~39) on the
variable guidance and supervision aspect. Guidance and
supervision at grass root level is an important feature of
the T and V systen. This is unfortunately not very well
met by the supervisory staff, Because of lack of research
findings to add to the messages every year, this aspect
of guidance and supervision has lost its importance and
has become ritual. The rest 12 per cent of them indicated
*high' on the level of guidance and supervision due to the
availability new information on some crops and the ability
of some Agricultural Officers to seek information and
provide guidance and supervision, with a purpose. However

14,50 per cent of them scored low on the aspect of guidance
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and supervision due to lack of ability on the part of the
Agricultural Officer to identify the 1local problems and
provide solutions ;3 lack of initiative and technical
competence, The maximum and the minimum scores obtained
by the respondents were 39 and 18 respectively with a mean
of 35.29. In general about 85 per cent of the VEQs are of
the opinion that the guidance and supervision from provided
was medium to high. The possible reasons for this trend
may be the inbuilt regular trainings and the constant foll-
ow=up activities undertaken by the Subject Matter Speciali-

sts and superiors in T and V system.

%.2.18 Self confidence : According to the data presented

in table 21, that 68 per cent of the VEOs had medium level
(14-18) of selt confidence in their job activities. The
VEO's Dbasically work on agricultural crops whose success
depend mostly on rainfall, more than anything e¢lse, Hence,
always risk is involved 1in the work of VEO's in their
objective of achieving increased yield per acre. Hence
probably, this kind of medium level of self confidence
among a majority of VEO's., But still with all that, 21.50
per cent of the respondents had exhibited high level of
self confidence may be due to thelr capaclity to face the
difficult situations, having faith on himself and optimis-
tic. Only 10,50 per cent of them had low self confidence
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due to lack of capacity to acclamitize themselves to new
sltuations and paucity of confidence In himself. The

coefticient of variation revealed that the respondents
were homogeneous in nature in this respect. The maximum
and minimum scores obtained by the respondents were 20 and
12 respectively with a mean of 16.21. In gene¢ral almost
90 per cent of the VEO's were on the ladder of medium to
high in their self confidence, The probable reason for
this +trend may be the inbuilt training and constant
guldance support that has equiped the VEQ's to face the
challenges posed by the farmers and the situation, to a

greater extent,

5.3 RELATIUNSHIP BETWEEN THE INDEPENDENT VARIABLES
AND JOB EFFECTIVENESS OF VEO'S

To study the relationships Detween independent
variables and job effectiveness of VEOs the correlation
coefficients computed are presented in table 22. The data
revealed that out of 18 independent variables considered
only 1l variables were seem to be correlated with the job
effectiveness of VEQOs significantly. These were @
achievement motivation, communication behaviour, organisa~
tional commitment, attitude towards T and V system, time
utilisation, morale, job satisfaction, communication skill,
dependence, sociability, guidance and supervision. These

are discussed in the following paras.
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5.3.1 TJotal experience : The total experience of VEQO's

was found to have no significant relationship with their
level of Job eftectivencess, This tinding is in concurrence
with the findings of Frutchey (1953), Salvi and Dudhani
(1967), Reddy {1982), Reddy (1983b), and Heady (1986) .

But this finding is not in confirmity with the findings of
Rahudkar (1962), Patel and Leagans (1968) and Janardhana
(1979). It is expected that the length of experience
facllitate better understanding of the job and efficiency
would lead to better job effectiveness, in general.
It is not so here probabiy because many experienced ;eOple
gshow symptoms of disinterest and compliance due to an
exposure to the same nature of development work at the
grass root level, over a period of long time, Lack of
promotional oppertunities for a long time may also act as
a factor of redressal in their job efficiency. In general,
the VEO's who had worked in commnunity development blocks

are not showing enthusiasm in the work of T and V system.

The hypothesis that there is no relationship between total

experience and job effectiveness of VkO's, is accepted.

5.3.2 Experience as VEO : The length of experience as

VEO's was also found to be non significant in its relation~
ship with the job effectiveness. More experience as VEO
should necessarily help to improve their job. The experi-

enced VEO can better communicate with the people, can
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understand and solve the tarmers problems eftfectively. In
addition, repetetion of the same extension methods and
messages leads to expertise in the knowledge and techniques.
All these in general should enhance the job effectiveness.
But the length of experience may not promote job effective-
ness at the same proportion, In T and V system, because
the VEQ has +to repeat the same messages over a larger
periocd of time-may be few vyears, they develops some sort
of aversion to repeat the same messages to inquiring and
innovations seeking farmers. Some times the disinterest
on the part of the farmers towards the messages of VEO
leads to dishearting and inetfectiveness on the job. Hence
this kind of result is not unexpected. So, the hypothesis
that there is no relationship between experience as VEO

and their job effcctiveness is accepted,

%.3.3 Iraipning : Pre service and inservice training
(excluding the fortnightly and weekly training) undergone
by the VEO's also exhibited no significant relationship
with thelir job effectiveness. The training is normally
given te the VEO's in order to increase their job effecti-
veness 3 it is always true, But sometimes, if the train-
ing given is not qualitatively good and need-orienteq,then
it may not contribute much to the effectiveness of an indi-

vidual. In T and V system the regular trainings are
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inbuilt in the system and they are situation and need-orie-
nted, as such, the special training programmes considered
here 1is a variable, may not leave significant impact on
the job eftectiveness of the individual, though it may
have marginal impact. This finding was in agreement with
the findings of Shresta and Singh (1975), Reddy (1983b)
and Reddy (1986). But the findings of Nye (1951), Salvi
and Dudhani (1967), Patel and Leagans (1968), Kherde (1971)
and HReddy (1982) did not corroborate this finding., Here,
the hypothesis that there is no relationship between train-

ing and job effectiveness of VEO's, is accepted.

5.3.4 Achievement motivation : This was found to have

positive and significant relationship with theilr level of
job effectiveness. This indicates that higher the achieve-
ment motivation of VEO's, the higher would be their job
effectiveness. This finding is compatible with the find-
ings of Laharia (1978), Reddy (1983a) and Reddy (1986).
But this finding 1is not 1in line with the findings of
Janardhana (1979), Higher achievement motivation lead the
individual +to work consistantly towards reaching some
déstination which they carved for themselves. Higher it
is associated with an individual higher will be his
efforts ; in the process, he tries to excell others and

thus end up with higher job effectiveness. Therefore, the
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hypothesis thet there Is no relationship betwuun achieve-
ment motivation and job effectiveness of VEO's, is reject-
ed and the laternative hypothesis that there is relation-
ship between achievement motivation and job effectiveness

of VEO's is accepted.

5.3.% Communication behaviour : This variable showed up

positive and significant relationship with their Job
effectiveness, This finding is in concurence with the
findings of Hussain (1964), Hiranand and Jain (1967),
Kolte (1972), Talukdar (1984) and Reddy (1986). It is
quite logical that facilitating communication behaviour
would lead to higher job effectiveness of VEOs. 1In T and
V aystem the whole strategy is bullt around comnunication
of new technologies to the clientele system. Hence, a
better communication behaviour should necessarily form an
important factor 1in influencing the job effectiveness of

VEO, According to Hogers and Shoemaker (1971) communica-

tion behaviour is the degree to which an individual is will
ing to seek information and advice. This definition suits
well to the definition considered in this study. The VEQO's
expected to seek new information from specialists and
advice the farmers about improved farming practices. This
is an education activity which he is expected to give

priority in his job, So, necessarily the communication

i
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behaviour should have a bearing on the job effectiveness.
As per the statistical analysis the hypothesis that there
is no relationship between communication behaviour and job
effectiveness of VEQ's, 1is rejected and the alternative
hypothesis that there 1is relationship between communication

behaviour and job effectiveness of VEO'sJis accepted,

5.3.6 Organigational commitment.: A positive and signi-

ficant relationship was observed between organisational
commitment and job effectiveness of VEO's., This finding
is in agreement with the stucdies of Ritzer and Trice
(1969), Siegel and Ruh (1973), Punekar and Haribabu

(1976), Jauch et al. (1978), Veerabhadraiah (1980), Angle
and Perry (198l1), Jagirdhar (1987) and Reddy (1986). But
this finding 1s not in agreement with the studies of
Ladhal and Kejner (1965), Lawler and Hall (1970) and
Bartol (1979). The probable reasons for this trend may be
that the individuals who perceive their job as valuable
and emotionally attach themselves to the ideals of the
organisation as a service to the community, and have
a sense of honesty, do better on the job. Some will derive
satisfaction by doing a good job 1irrespective of the
extrinsic rewards offered by the organisation, Hence, the
commitment to the job lead to better performance and self

satisfaction, Here, again the null hypothesis set for the
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study that there is no relationship between organisational
commitment and job effectiveness of VEO's is rejected and
the alternative hypothesis that there is relationship bet-
ween organisational commitment and job etfectiveness of

VEO‘gJis accepted.

5.3.7 Attitude towards T and V system ¢ The ottitude of

VEQ's towards T and V system indicated a positive and
significant relationship with their level of job effective-
ness. This finding is supported by the findings of Ghosh
(1978), Pandey (1979), HKao (1979}, Sarkar (1979), Kulhari
(1980), Prajapati and Patel (1980), Rao (1983) and Reddy
(1986). In any organisation the favourabie attitude of
the workers towards that organisation 1s one of the fators
that promotes enthusiasm and drive to work., Even in a
development programme like T and V system, the favourable
attitude towards the system as such should vyield good
dividends in terms of inducing more farmers to accept and
adopt new ideas. This specially designed methoudology has
a built in special features that induce favourable attitude
towards the system among 1its personnel, Attitude is
nothing but a pre-disposition +to action. Therefore, the
VEOs with favourable attitude towards this system would
certainly evince keen 1interest in its programmes and

do their best resulting in better performance. Hence, the
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statlstlcal results ure wexpected ; the hypothesis that
there is no relationshiip between attitucde towards T and V
system and job effectiveness of VEQO's i< veiecled and
alternative hypothesis that there is relationship between
attitude towards T and V system and job effectiveness of

VEO's , is accepted.

5.3.8 Time utilisation : The VEO's time utilisation on

~various job activities was also seem to be positive and
significant with their level of job effectiveness. This
finding 1s in complete agreement with the finding of
Ve 2rabhadraiah (1980), The above trend could be explained
by the analysis of job activities on which VEQO's have
sf 2nt their time. As the data indicated VEO's have spent
mest of their time (8l days) on educational activities
like visiting the farmers holding and guiding them about
Acricultural aspects, participation in weekly and fortnigh-
tly treining programmes to acquire higher knowledge for
erlightening the peasants. Planning is an another import-
arnt aspect which have a bearing on the better functloning
ot the VEO's, As seen from the data the VLO's had spent
scae time on planning activity (25 days) which includes :
planning for identification and selection of contact

farmers, lay out of demonstration and minikit plots. In

acdition, they had earmarked some time for service and
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office work +too, which have some influence on their
job effectiveness in the major Kharif season., Therefore,
perhaps the variable of time utilisation has shown a
positive relationship with job effectiveness. So, the
hypothesis that there is no relationship between time
utilisation and job effectiveness of VEO's is rejected
and the alternative hypothesis that there i1s relationship
between time utilisation and job effectiveness of VEO's, is

accepted.

5.3.9 0Organisational climate : The organisational climate

of VEO's had no signiflicant relationship with their level
of Jjob effectiveness, This finding was in concurrence
with the finding of Jhansi (1985}, bBut this finding is
not In concurrence with the findings of Fiedlander and
Greenberg (1971), Talukdar (1984) and Reddy (1986). As
evident from the past studies the organisational climate
has direct bearing on job effectiveness. In this case due
to 1interaction effect of other wuncontrolled variables
the effect of this variable might have not shown up as
significant, even though it has influence on job effective-
ness., Hence, the hypothesis that there is no relationship
between organisational climate and job effectiveness of

VEQ's, is accepted.
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9.3.10 Morale : The finding showed positive and signifi-
cant relationship between morale and job effectiveness of
VEQ's, This finding 1is in 1line with the findings of
Mathur (1972), Minocha (1977), Talukdar (1984) and Reddy
(1986). It is quite anticipated that morale and job effec~-
tiveness go hand-in~hand. Morale is an index of motiva=
tion, mental condition with respect to courage, discipline,
confidence, collective attitude and overall satisfaction
towards the working environment and job situation. As
such hligh morale should certainly lead to better efforts
and in turn to higher job effectiveness. As revealed by
analysls the hypothesis that there is no relationship
between morale and job effectiveness of VEO's is rejected
and the alternative hypothesis that there is relationship

between morale and job effectiveness of VEO's 1s accepted.

5.3.11 Job satisfaction : Again a positive and signific~

ant relationship was observed between job satisfaction and
their job effectiveness. This finding is in concurrence
with the findings of Jalihal et al. (1975), Singh.. and
Singh (1976), Susilkumar (1984) and Reddy (1986). Butl
this is not in concurrence with the findings of Vroom
(1964), John (1966), Wanous (1974), Kherde (1971},
Rajagopal (1977) and Reddy (1982). In general, job satis=-
faction and job effectiveness are associated. 1t is logi=-

cal to expect that those people who are satisfied with
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their job are likely to perform their job in a better way

since, they enjoy doing it. Thus the effeciency of doing
a Job increases 1leading to a better job effectiveness .
Hence, this type of relationship is expected. As evidenced
from the results, the hypothesis that there is no
relationship between job satisfaction and job effectiveness
of VEOQ's is rejected and the alternative hypothesis that
there 1is relationship between job satisfaction and job

effectiveness is accepted.

5.3.12 Job involvement : It is found  that the job
involvement of VEO's had no significant relationship with
their level of job effectiveness, This finding is in
¢uncurrence with the ftindings of Lawler and Hall (1970),
Schuler (197%)., However, this finding is not in concurren-
ce with the findings of Ladhal and Kejner (1965), Siegel
and Ruh (1973) and Veerabhadraiah (1980). The job involve-
ment do always facilitate better command over the job and
better job execution. When a job is done with great-
er interest and enthusiasm, then the chances of better job
performance leading to higher job effectiveness, is always
evident. In this case it is not significant probably
because of some other factors which have a stronger
influence on job effectiveness. Thus 1in effect, the

hypothesis that there 1is no relationship between job

involvement and job effectiveness of VEOs, is accepted.
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5.3.13 Work facility : The computed correlation coeffi-

clent between work facllity and jub effectiveness of VEO's
is found to bhe non-significant, This finding is in line
with the findings of Samantha (1982}, Reddy (1983b) and
Jhansi (1985). But this finding is not in confirmity with
the findings of Talukdar (1984) and Reddy (1986). In
general lesser the job effectiveness of VEO's. In T and V
system the VEQ's are expected to do only educational work
and as such the technical input is the most important
aspect. In addition to technical knowledge, some support-
ing items like demonstration materials, godown facllities,
transport, finance for their activities are to be provided
at the work point. But these are insufficiently provided
as perceived by the VEO's, As a result of these situation-
al factors the work facilities could not show up signific=
ant relationships with job effectiveness ; eventually, the
hypothesis that there is no relationship between work

facilities and job effectiveness of VEO's, is accepted.

5.3.14 Communication skill : This variable showed up a

positive and also significant relationship with their job
effectiveness, in the present investigation. This finding
is supported by the finding of Parshad and Sandhu (1974)
but not in concurrence with the finding of Dhillon and

Sandhu (1977}, Skill in effective communication is the
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baslc requirement of change agents in an organisation like
T and V system where highest priority is given for communi-
cation of agricultural technologies. As the VEO's are
working at grass root level, they act as the spokesmen,
educators and communicators. Really to have an impact of
the T and V system it is this last link in the organisa-
tion which has to be sound or otherwise the entire quantum
of training at different levels will go futile. Hence,
their communication abilities remains vital in educating
and persuading the farmers dbout new agricultural technolo-

gies. The results obtained reflect the prevailing situation.

As evident from the, results the hypothesis that there is
no relationship between communication skill and job effe-
ctiveness of VEU's is rejected and the alternative hypoth-
egls that there is relationship between communication skill

and job effectiveness of VEO's is accepted.

5.3.15 Dependence : Dependence of VEO's exhibited a
positive and significant relationship with their job
effectiveness in the present research. The possible
reason for this result might be that the VEO's, according
to the T and V concept have to look to the Subject Matter
Specialists for technical knowledge and messages. Even
for literature, selection of demonstration plots and

contact farmers, they have to take the help of supervisory
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staff. Even +their effectiveness depends to a greater
extent on the cocoperation of contact farmers and fell-
ow farmers. Hence the type of relationship observed between
these wvariables is in confirmity with the happenings in
the situation at the field level, In the 1light of the
statistical analysis, the hypothesis set for the study
that there is no relationship between dependence and job
effectiveness of VEO's is rejected and alternative hypothe-
sis that there is relationship between dependence and job

effectiveness of VEO's is accepted.

5.3.16 Sociabliity ¢ In case of soclability of VEO's

also a positive and significant relationship was observed
with their job effectiveness. This finding is in concurr-
ence with the findings of Parshad and Sandhu (1974) and
Reddy (1976). 1t is quite obvious that the VEOs who are
more soclable with theilr farmers can communicate and influ-
ence the farmers better in adopting innovations. A Village
Extension Officer who <can make it possible to keep in
direct contact with the non contact farmers also to some
extent in addition to contact farmers, can implement the
programmes on a larger scale. 5Some time he may have to go
out of the way to help the furmers in solving their non
agricultural problems ; and participate in village social

functions to gain their confidence, S0, soclability is a



151

gift that VEO's possess and it will have its influence on
their effectiveness. The results of analysis are also in
line with this analogy. Here again the hypothesis that
there 1s no relationship between sociability and job
effectiveness of VEO's, 1is rejected and the alternative
hypothesis that there is relationship between sociability

and job effectiveness of VEO's is accepted.

5.3.17 Quidance and supervision : The wvariable guldance

and supervision had positive and significant relationship
with the Jjob effectiveness of VEOs. This finding is in
confirmity with +the findings of Reddy (1976), Talukdar
(1984) and Reddy (1986), It is an administrative concept
that for successful implementation of any programme, proper
guidance and constant supervision is very important. It
is much so in a programme like T and V system which
requires constant guidance to solve many situational and
technological problems that arise during the implementation
of Agricultural programmes, That is the reason why guidance
and supervision is consi;ered as crucial element in exten-
sion administration also. In general, the supervision
refers to creation and maintainance of environment in
which an 1individual works smoothly and effectively .
Supervisors are the creators of situation for better

performance through constant advice, consultations and
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hence this positive relationship between the variables,
As per the 'r' wvalues, the hypothesis that there is no
relationship between guidance and supervision and job
effectiveness of VEQ's, 1is rejected and alternative
hypothesis that there is relationship between guidance and

supervision and job effectiveness of VEO's is accepted,

5.3.18 Self confidence : The self confidence of VEOs was

found +to be non significant in its relationship with the
job effectiveness. The self confidence 1is one dominant
character any 1individual should possess to achieve his
goalé. It 1s wmuch so 1in an organisation like T and V
system -the success of which depends on many climatic and
other extraneous factors which are beyond the control of
the extension agents. So, evidently there is association
betweéen self confidence and job effectiveness. But this
variable has not emerged significant because of the lack
of solutions to all the farmers problems, lack of coopera-
tion from the farmers and lack of input supplies. Hence,
this kind of results might have emerged in T and V system.
As per the statistical results the hypothesls that there
is no relationship between self confidence ot VEO's and

their job effectiveness is accepted.

In general the hypothesis set for the study that

there is no relationship between independent variables
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total experience, experience as VLU, training,organisation-
al climate, job involvement, work facility as well as self
confidence, and the dependent variable - job effectiveness

of VEO's is accepted,

As  evidenced by the 'r' values the hypothesis
that there 1s no rulationahip betweon independent variables
(the other eleven) considered for the study and the
dependent variable - job effectiveness of VEO's is rejected
and the alternative hypothesis that there is relationship
between the independent variables, achievement motivation,
communication behaviour, organisational commitment, attit-
ude towards T and V system, time utilisation, morale, job
satisfaction, commnunication skill, dependence, soclability
as well as guidance and supervision, and the dependent

variable - job effectiveness of VEO's, is accepted.

5.4 DIRECT AND INDIRECT EFFECTS OF SIGNIFICANTLY
CORBELATED INDEPENDENT VARIABLES ON THE JOB
EFFECTIVENESS OF VEO'S

Path analysis of job effectiveness as dependent
variable and 1]l significant independent variables, selected
on the basis of their correlation coefficient with job
effectiveness (Table 22), was carried out and the results

have been presented in Table 23, These results depict the
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direct effect, total indirect eftect and the largest
indirect effect on the dependent variable ; job effective«

ness through some independent variables,

The path coefficient analysis of job effective~
ness of VEQOs (Table 23) showed that achievement motivation
(X4) had the highest direct effect followed by communicati-
on behaviour (XS)’ communication skill (Xl4), job satisfa-
ction (Xll), dependence (Xl5), sociability (Xl6), guidance
and supervision (Xl7), time utilisation (XB), organisation-
al commitment (Xé), attitude towards T and V system (X7)
and morale (Xlo) in that order of highest to least direct
effect, The achievement motivation had taken the first
place among the variables having direct effect, probably
due to the instinct that the VEO's possess to reach the
goals within the stipulated time. Achievement motivation
being psychological variable associated with an individual
without any external factors operating, this should
necessarrily be a function of job effectiveness. To avoid
redundancy the reasons given earlier for the association
of the above listed independent variables with the depend-

ent variable is not discussed here again to indicate why

they are having direct effect.

Table 23 and fig. 4 revealed the ranks of the
variables with respect to the direct and the total indirect

effects. The variable morale (Xlo) which occupies the
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least position in terms of direct effect, occuples the
first rank by contributing maximum te the job et fectiveness
of VEOs indirectly. The probable reasons might be that
the morale is a mental state with respect to courage,
confidence  collective attitude, and overall satisfaction
towards working environment and job situation. As such,
high morale should certainly lead to better efforts and

inturn to higher job effectiveness.

The results also revealed that the variables
having bhigh total indirect effects were attitude towards
the T and V system (x7), organisational commitment (xb),
morale (Xlo), guidance and supervision (XIT) and time
utilisation (XB) which registered first, second, third,
fourth, and fifth largest indirect effect, had attained
tenth, ninth, eleventh, seventh, and eight ranks respecti-
ively when analysed for their direct effects, This indi-
cates that the above variables contributed a maximum to

the job effectiveness of VEOs indirectly than directly.

Among the eleven variables, the variables
organisational commitment (Xé), attitude towards T and V
system (X7), morale (Xlo), as well as guidance and super-

vision (XIT) exhibited the largest indirect effectjthrough
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the variable job satisfaction ; (Xll). This might be due
to the reason of better commitment of individuals to the
job, favourable attitude towards the system, their high
morale as well as the guidance and supervision provided
in the organisation. It is 1logical to expéct that those
people who are satisfied with their job are likely to
perform the job in a better way since they enjoy doing it.
Another four variables-achievement motivation (X4), job

satisfaction (X)) communication  skill (X and

14)’
dependence (xlS) exhibited their largest indirect effects
through the variable guidance and supervision (x17). The
reasons being the VEO's orientation towards hard work to
achieve the set goals, job satisfaction, opportunities
for Dbetter communication, and dependence on superiors for
information flow in T and V system. Whereas two variables=
time utilisation (XB)’ sociability (Xlé) exerted their
largest indirect effects through the variable communication
skill (Xl4). The probable reasons might be that the VEO's
are spending much of their time on educational activities
like regular trainings in addition to having regular visits/
contacts with the contact farmers. Communication behaviour
(X5) exhibited largest indirect effect through  the
variable dependence (XlS) may be because that the VEO's
seek to help of supervisory staff in their effective
communication of agricultural innovations or agricultural

technologies to the clientele. S0, job satisfaction,
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guldance and supervision, communication skill, and depend=

ence have also indirectly affected the job etfectiveness,

5.4,1 Dominant direct and indirect effects : Among the

eleven variables having direct effects on the job effecti-
veness, six variables were having higher direct effects on
the Job effectiveness of VEO's. Those were achievement
motivation (X, ), communication behaviour (X5), communicati=-
on skill (Xl4), job satisfaction (Xll)’ dependence (XLS)’
and sociability (xlé) in that order of importance.
Interestingly all the six variables which had significantly
contributed for the variation in the job effectiveness of
VEOs, had emerged as dominant variables indirectly affect-

ing the job effectiveness.

The path analysis clearly showed that there are
some variables which have direct effect and some which
have indirect effect ofcourse in varying degrees on the
‘job effectiveness of VEOs. From the study, it is seen
that even the variables that did not exert much direct
impact on the job effectiveneés of VEOs had played dominant
role 1in. influencing the job effectiveness indirectly. Seo
the study indicates that in improving the job effectiveness
of VEOs all the variables having dominant direct influence
as well as those having the dominant largest indirect

affects through some variables have to be considered.

These are projected in Fig. 5.
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9.5 PRINCIPAL COMPONENTS OF JUB LFFECTIVLNLSS
OF VEO'S

A review of the data in Table-24, reveals the
emergence of job effectiveness as an important variable
in the first component, testifying its importance in the
analytical frame work ; it was crucial and also assoclated
with communication behaviour variable. An examination of
the coefficient of the second principal component revealed
that +the important variables of the component were, again
job effectiveness and communication behaviour. Also, to
some extent the variable organisational commitment was
having positive influence on the job effectiveness, in
the second principal component the communication behaviour
showed negative relationship with job effectiveness which
seems to suggest that the organisation commitment is an
important factor in determining the job effectiveness.
Hence, foregoing analysis reveals that a strong relation-
‘ghip exists between communication behaviour and Jjob
effectiveness and further the job effectiveness is having

relationship with the organisational commitment variable.

Communication behaviour refers to, how an VEO
possesses the information that he receives and transmits
the same to the farmers. The way he conceives dJnd process

the information has bearing on his job effectiveness,
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since the VEO is disseminating technical knowledge to the
farmers. bBesides this, the VEOs commitment to the organi-
sational goals and objectives would definitely influence
his job effectiveness. Normally a committed individual
would perform the 1roles stipulated by the organisation
better. The importance of these two factors on job
effectiveness have been clearly broughtout by the principal

component analysis.
5.6 PROBLEMS LENCOUNTERED 8Y THE VEOS

Data in table 25, present the nature of problems
as encountered by the VEOs. It could be observed from the
table that, thirteen problems were cited by the respondents.
Among them lack of transport for the mobility ranked first.
This finding is in concurrence with the findings of Reddy
and Bhaskaram (1966), Bhaskaram et al. (1979), RKao (1983),
Reddy (1983a) and Reddy (1986). The above was followed by
the problem lack of residential facilities. This finding
is in confirmity with the findings of Bhaskaram et al.
(1979), Reddy (1983a), Bora (1984) and Reddy (1986}. Then
comes the problem of lack of inputs supply at appropriate
time_ this finding is in concurrence with the findings of
Murthy (1965), Reddy and Bhaskaram (1966), Bhaskaram et al.
(1979), Rao (1983), Reddy (1983a) and Reddy (1986).
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Lack of plant protection equipment supplies, was
another problems perceived by the VEO's ; this finding is
in line with the findings of Reddy (1983a), Bora (1984),
and HReddy (1986). Next comes 1lack of teaching aids for
educational use § this finding is in concurrence with the
findings of Reddy and Bhaskaram (1966) and Reddy (1986).
The other ones mentioned in the order of importance were :
Less fixed travelling allowance, more farm families, less
financial assistance, non supply of technical "information
in time, less godown facilities in their jurisdictions,
insufficient irrigation water supply for farmers, lack of
educational facilities for staff <children and more of

contact farmers.

Most of the VLUs had expressed dissatisfaction
about the lack of transport facility. There is no provision
for conveyance or for providing lecans for purchase of bicy-
cle in T and V system because of the limited jurisdiction
area of operation and limited number of people to be
contacted (500U) by the VEQ's, Lack of residential facility
in 1local areas might be due to the fact that innumerable
number of VEOs are working in T and V system and it becomes
an 'Herelian' task for the Department of Agriculture to ;
provide quarters for all the local workers. The lack of

supply of inputs in time has been observed to be a handicap
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since the responsibility of supplying inputs is not include
ed in the methodology of T and V system. The responsibili-
ty for supply of inputs lies with the Agricultural Officer
(inputs) and there seem to be considerable slackness in
the supply of inputs at appropriate time due to some
handling problems. With regard to lack of supply of PP
equipment, the Department of Agriculture may not be able
to cope up with the supply of adequate PP equipment due to
financial constraints, Add to this the equipmuent availa-
ble at most of the places are not used for want of repairs
and replacement of accessorles. Lack of teaching aids for
educational wuse could be attributed to the reason that
some of the VEOs are not supplied with either the teaching
aids like posters/charts and roll-up black boards or the

necessary finances to prepare them locally.

Further they have expressed dissatisfaction
regarding fixed travelling allowances, due to the frequent
hike in bus fares and fuel charges in case of those who
are having mopeds on their own. With regard to their
complaint about large number of farm families under their
jurisdiction, it is not really true as they have to reach
other farmers through contact farmers only. Ofcourse, the
Department of Agriculture has taken 1971 census 1into

congnisense for fixing the target audiences ; the increase
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in number in recent vyears may not be a big burden as to
attract the attention of planners. Then the problem of
less contingency (financial assistance) may be overcome
if some funds are diverted from other budget heads not
very helpful in increasing the effectiveness of VEU's,
Lack of educational facilities vremain as long as VEO's

are posted to work in interior rural areas,

-t0U0:—
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SUMMARY

Although, lot of latest technical know~how is
available at agricultural research farms for increasing
agricultural production, the average per hectare vyields
of major crops in 1lndia are still for below the yields
obtained 1in some other developing countries like China,
Korea, Egypt, and Phillippines, (FAQO 1985). This is
primarily because of the <considerable gap between the
technology developed on the research farms and its applica-
tion in the farmers' fields. This was attributed among
other things, to the ineffective extension system which
could not able to motivate a large bulk of the population,

to accept and adopt the latest agricultural technologies .,

The Annual conference of World Bank held at
Noirobi (1970) identified certain weakness is in the Agri-
cultural Extension systems operating in many developing
countries of the world. Some of these deficlencies were @
lack of single - direct line of technical support,dilution
of efforts, poor mobility of Extension Workers due to
excessive coverage of area, lnadequate and out dated traine
ing for Extension Staff, lack of ties with research, low

status of Extension Personnel and duplication of services,
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In order to overcome the afore said deficiencies Daniel
Benor suggested a new model of extension system known as
'Training and Visit system' which is very popular in most
of the underdeveloped and a few developing countries in the
world. The back bone of the entire organisation of Train-
ing and Visite (T «and V) system is the 'Villague Lxtenslon
Officer' (VEQ), as he is the grass root level extension
worker, He is the strategic link between the research
organisation and farmers. His function is critical in
teaching and persuading farmers +to adopt agricultural
production practices ; giving feed back to the extension
and research services, the information on actual farm
production conditions, <constraints and farmers reactions

to recommend practices.

Bventually the success of the programme in general

depends to a great extent on the extent of job performance

of the VEUs.

A large number of studies conducted in India,
highlighted the importance of grass root level extension
functionaries and their job performance. But, the role of
the VEOQO is frequently stressed, as his function is not
only persuading farmers to adopt production recommnendations,

but also to give feed back to the extension and research



services. It is therefore, highly important that his profe-
iclency in job effectiveness is raised and maintained at a
high level. In this context it is essential to evaluate
objectively, the effectiveness of the VEOs with respect to
specific job behaviours. The effective worker is an
optimiser in utilising all available and potential resour-
ces - material, human and financial, both within and
outside the organisation towards its sustained long term
functioning. Not many of the available studies have
specially looked 1into this agpect and hence a study on
this dimension was considered to be of practical value to
the administirators as well as Extension professionals in

effectiveness implementation of T and V system.

In this study the variables time utilisation and
communication behaviour have been given more importance
than the other independent variables which have a bearing
on job effectiveness of VEO. Time 1is an unique and
gconomic resource ; it 1is the dimension of time which
1t utilised effectively and effeciently pay dividends of
for reaching effect. 50 in T and V system the most effici-
ent and purposeful time utilisation by the grass root

level functionary the VEO, is expected to enhance his level

P

té
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of job performance.. Also the communication behaviour of
the same functionary VEO 1is considered as an important
variable as the whole concept of T and V system is centred
around communication of new technologies to the clientele
system. The VEO's are supposed to acquire new knowledge
through trainings and disseminate the same to the farming
community. This is an educational activity which is expect~
ed to be given priority in his job. As such it was cons-
idered as one of the important factors which influence the

job effectiveness of VEQO,

In this background, the present investigation
'"A study on time utilisation, communication behaviour and
other selected factors as determinants ¢of job effectiveness
of Village Extension Officers in T and V system of Andhra
Pradesh'' was designed and undertaken in the selected
canal area {CADA) districts of Andhra Pradesh basically ,
to measure the extent of job effectiveness of the VEO's
and to ldentify the factors, having influence on their job
effectiveness,

The specific objectives of this study were 3
1. To understand the extent of job effectiveness of

VEOs in T and V system.

2. To analyse the impact of time utilisation, commu-

nication behaviour and other selected variables
on the job effectiveness of VEOUs,
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3. To know the extent of time utilisation by VEus
on educational and other activities in T and
V system.

4, To identify the problems encountered by the
VEOs in achieving higher eftfectiveness.

This study was conducted in the four districts
of the state of Andhra Pradesh. One district was selected
randomly from each of the canal areas of CADA having the
highest area covered under T and V system as well as the
area covered in the first phase of the Introduction of
T and V system. Accordingly, Guntur from Nagarjunasagar
right canal, Nalgonda from Nagarjunasagar left canal,
Karimnagar from Kakateeya canal and Ananthpur from high
level <canal areas were selected. Then one division was

gselected from each of the four selected districts using

random sampling technique.

Out of the 1list of VEOs in position in the
selected division units 55 VEOs from Narsaraopet division,
%5 VEOs from Miriyalguda division, 50 VEOs from Jagtial
division and 40 VEOs from Ananthpur division were selected

purposively 3 thus making a total sample of 200 VEOs,.

The dependent variable selected for the study was
job effectiveness of VEUs., This job effectiveness varlable
was measured by using a scale developed for this study.

The independent variables selected for the study were: time
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utilisation, communication behavious, total experience, exp-
erience as VEO, training, achievement motivation, organisa-
tional climate, organisational commitment, attitude towar-
ds T and V system, morale, job satisfaction, job involve=~
ment, work facility, communication skili, dependence, soci-
ability, guidance and supervision as well as self-confidence.
The variables time utilisation and organisational climate

were measured by using the scales developed for this study.

The data were collected in fortnighly/weekly
meetings in groups (6~18) using a structured questionnaire
developed for the study., The statistical tools like per-
centages, analysis of variance, correlation, path analysis
and principal component analysis were employed to analyse

the data, The major findings of this study are as followsi

l., Majority of the VEOs were in medium level on all the
18 independent variables considered, However, . more
number of respondents were on the high category when
compared to low category, on the variables like total
experience, experience as VEO, orgenisational commitment,
attitude towards T and V system, time utilisation, morale,

job involvement, communication skill and self-confidence.
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2, More number of VEO's were on low category when compared
to high category on the variables like training, achieve-
ment motivation, communication behaviour, organisational
climate, Job satisfaction, work facility, dependence,

sociability and guidance and supervision.

3. Regarding communication behaviour, majority of the
VEOs (137) were at medium level and whereas with respect
to time utilisation large majority of the VEOs (128) were

in medium level,

4, The VEOs 68.84 per cent of the time was utilised for
educational activities, 20.54 per cent of the time for
planning, 8.41 per cent of the time for service and 2.16
per cent of the time for office work., Further, there was
significant differences in the time utilized by VEOs on

each of these four major areas.

5. There was positive and significant relationship between
the independent variables, achievement motivation, communi=-
cation behaviour, organisational commitment, attitude
towards T and V system, +time wutilization, morale, job
satisfaction, communication skill, dependence, sociability
as well as guidance and supervision, and the depended vari-

able -~ job effectiveness of VkOs,



6. There was positive but non-significant relationship
between total experience, experience as VEO, training,
organisational climate, job involvement, work facility as
well as self confidence and the dependent variable - job

effectiveness of VEOs,

7. The achievement motivation was found to have the maxie
mum direct effect, while the morale had the maximum indir-
ect effect-which holds the least position in terms of dir-

ect effect., The variables achievement motivation, communi-

cation behaviour, communication skill , job satisfaction, -

dependence and soclability emerged as the dominant vari-
ables among the eleven significantly correlated variables,
in contributing and explaining the job effectiveness of

VEOs,

8, As regards the largest indirect effects, the dominant
variables achievement motivation, job satisfaction,communi-
cation skill and dependence channeled through the variable
guidance and supervision while communication behaviour
variable channeloed through dependence and sociablility

variable through the communication skill variable,



9. Principal component analysis revealed that, the commun~
ication behaviour and job effectiveness were having strong
relationship among themselves and to some extent the job
effectiveness was having relationship with the crganisa-

tional commitment.

10, Lack of transport facilities, lack of residential
facilities, lack of input supply at appropriate time, lack
of plant protection equipment and lack of teaching aids for
educational use were perceived by VEOs as the major prob-

lems in that order, in their effective functioning

Implications of the study

In gunwral, thuy level ot jub ettectiveness
majority of the VEOs was medium and a few of them low ;

further the characteristics of the VkOs like achievement

motivation, communication behaviour, organisational commit
ment , attitude +towards T and V system, time utilisation ,
morale, job satisfaction, communication skill, dependence,
sociability as well as guidance and supervision had a
pronounced effect on VEOUs job effectiveness. This implies
the need for improving the job effectiveness of large
majority of VEOs who are in medium to low level categories,

by taking cognisance of the said characteristics.
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As most of the VEOs had less training, the
administrators may have to strengthen the system of inser~
vice 1training to VEOs, in addition to weekly/fortnightly

trainings already in vague,

Communication behaviour and organisational
commitment emerged as the crucial variables in predicting
the variability in the job effectiveness of VEOs. Hence
the supervisory and technical staff should give more atten-
tion to these two variables in increasing the effectivene~
ss of VEOs, The VEOs should be provided with the latest
techniques of crop production and helped in the offective

dissemination of information to the farmers.

Since most of the VEUs expressed the problems
of lack of transport facilities, lack of residential faci=~
lities, lack of input supply at appropriate time, lack of
plant protection equipment and lack of teaching aids for
educational use in enhancing their job effectiveness - the
organisation may have to provide loans to VEOs for the
purchase of bicycles where the villages are sparsely
distributed and no other means of transport is available.
The World Bank may have to provide some funds for construc-

tion of residential quarters for VEO's in a phased manner.



The cooperative agencies have to be instructed to provide
the required quantities of inputs during sowing seasons.
Since VEOs job is mostly educational, demonstration equip-
ments, and teaching aids like charts, posters, black boards,
models, samples and photographs have to be provided to make

the VEOs more effective in their job.

Suggestions for Future Hesearch

The present study was limited to canal areas
of Andhra Pradesh and one category of extension personnel
VEOs. It is opined that further investigations may have
to be taken up in different canal (CADA) areas of the
state having varying situational and economic conditions,
involving VEOs as well as other categories of extension
personnel. This will help to draw some general conclusions
about the overall job effectiveness of extension personnel
in T and V system, Farmers evaluation of the VEOs with
regard to their job effectiveness was not included in this
study due to lack of resources and time available at the
disposal of the researcher. Hence some studies incopor-
ating this aspect would certainly help in arriving at

‘more valid findings.

-s0001~
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APPENDIX I

THE UNIVERSITY OF AGRICULTURAL SCIENCES

Dr, K.M., Jayaramaiah Lept. of Agril. Ekxtension
MS{USA), Ph.D.(IAKI) College of Agriculture

Professor and Ekditor Bangalore 560 024

Communication Centre. September 1, 1986.

Dear Sir,

1 am happy to inform you that one of my Ph.D,

student Mr. M. Srinivasulu Heddy is conducting a
research study entitled ''Time utilisation and communi-
cation behaviour and other selected factors as determi-
nants of Job Lffectiveness of Village Extension Officers
in T and V system of Andhra Pradesh''. Now we are in
the process cof developing a rating scale to measure the
Time utilisation, Organisational climate and Job effect-
iveness of Village Extension Officers.

. You have been selected as one of the experts
for judging the relevance and importance of each of the
items/statements included in the above listed scales,
because of your vast experience and expertise in the
field of extension. In the enclosed three annexures a
set of statements are delineated to cover various aspe-
cts of time utilisation, organisational climate and job
effectiveness of Village cExtension Officers. You are
requested to rate as to the level of relevance of each
one of the statements as well as their relative import-
ance to the variable on a five peint continuum viz.,
very much relevant (VMR), much relevant (MR), relevant
(R), some what relevant (SwR)}, and least relevant (LR),
in the first part, and very important (VI), important
(I), some what important (SwWl), less important (LI1), and
least important (LSI), in the second part of the sche-
dule by putting a tick mark (/) in the appropriate
category. The items listed are only suggestive and we
will be too glad if you can delete any of the items
which does not fall under the realm of the variable
under consideration or add some more items with approp-~
riate rating.

Your judgement will be of much importance to
us in finalising the statuments ; We thank you in adva=-
nce for vyour kind consideration and valuable rating.

Thanking you,

Youry sincerely,

sd/-
(K.M. JAYARAMAIAH)



Time utilisation(by VEO's)
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-~

<

Annexure~I1

1 -~ Part IT - Part
Helevance Iwportance
S1 Statement very|much|rele| some (less | very f[lmpor|some [less |[least
No. fjouch |rele|vant| what (rele | impor|tant |[what [impor|impor
relevant rele jvant | tant impor |tant | tant
vant vant . tant
1l Preparation of

farmers.

10

plan of work.

Planning the
selection of
contact farm-
“Is.

Planning for
filmshows.

Planning for
preparation of
publicity
material.

Planning of
conducted tours.

Planning of
training prog-
rammes for

Planning and
visits to
farmers fields.

Scheduling
officers visits
to farmers plots.

Planning for lay-
ing out of demon-
stration plots,
trial plots and
minikit plots.

L8R4 SR

strations.
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Py
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I - Part 11 - Part
Sl. Helevance _ lmportance
No. Statement veryjmuch|rele some{less very | impoxf some {less |[least
muchjrele|vant|what! rele|] impor tant [ what | impor| impor
relelvant relei vant] tant impor| tant | tant
vant vant; tant
11 Planning for |

12

13

14

15

supplies and
sérvices

Visiting the
farmers hold-
ings and guid-
ing them about
agricultural
aspects.

Advising the
farmers who
seek clarific
ations

(office calls}.

Visiting the
farmers homes
for providing
guidance,

Arranging field
visits to the
demonstration

‘plots.

16

Organising
visits to
farmers fields,

with officers.

17
18

19

20

Arranging field
visits.

Conducting crop
cutting experi-
ments.

Training of
contact farmers.

Training of
other follo-
wer farmers.

|
.
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I - Part 11 - Part
lelevance Lmportance
S1. Statement very [much|rele|some less | very [impor|some |less | least
No. much {Tele|vantiwhat rele | impor (tant |what |impox impor
rele [vant rele vant | tant impor] tant | tant
vant vant tant

21

22

23

24

295

26

27

28

29

30

Visiting demon-
stration plots
(by VEO himself)

Organising groug
meetings.

Organisation
general

meetings.

Organising
plant prote-
ction campa-
igns.

Organising
Agril. exhi-
bitions.

Organising
conducted
tours.

Conducting
result demon-
strations,
trials and
minikit trials.

Conducting
method demon-
strations.

Identification
and selection
of contact
farmers.

Distribution
of HYV's of

seeds.




19

”~

v}

I =~ Part Il - Part
. Helevance importance
Sl. Statement very|much [rele|some [less |very [impor|some [less |least
No. much|rele jvant|what {rele |impor|tant jwhat |[impor |[impor
rele|vant rele |vant !tant impor {tant ltant
yant vant | tant

31 Distribution of
seed treatment
chemicals.

32 Assistance in
the supply of
short term
loans to pur-
chase inputs.

33.Arranging supp-
lies of plant
protection
equipments.

34 Arrangingfor
input supplies.

35 Preparation of
charts,
posters, circ-
ular ~letters
etc.

36 Showing slide,
Films.

37 Preparation of
diagnostic and
advisory cards.

38 Attending for
taking soil
samples from
farmers fields.

39 Distribution of
technical
literature.

40 Consulting
specialists with|
regard to field
problems.
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I - Part II - Part
Helevance lmportance
S1l. Statement very \much [rele| some| less| very | impor|some {less |least
No. uch [rele jvant| what| rele| impor| tant |[what dmpor |impor
rele [vant relel vant| tant impor {tant |tant
vant vant tant
41 Participation
in fortnightly
training prog-
ramme.,
42 Participation
in weekly train-
ing programmes.
43 Coordination

44

45

46

47

work with other
voluntary orga-
nisations,
societies and
banks.

Coocrdination
work with other
developmental
departments like
Horticul ture,
Animal Husbandry,
Home Science and
Fisheries.,

Writing reports,
correspondance
with superiors.

Maintaining
demonstrations,
trial and minikit
plots records.

Organising
fvisits' of
Qfficers to the
farmers fields.
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Urganivotional climaule (Vi) Annexuyre Il
1 - Part 11 - Part
_ helevance _ : Importance
Sl.  giatement very [much fele some [less |very ' impor|some |less [least
No. h |[rele vant What rele imporjtant at | impor limpor
muc [ mpor n wha mpor Aimp
rele |vant rele want jtant impor!| tant [tant
vant Pant ! tant
I
1 Superiors talk - l
high about ! !
their sube- : ;
ordinates, ! |

2 VEO's career as |
such is harmed
in the T and V
system.

3 The targetis are !
set in this :
system.

I
4 Farmers regard
this department ’
as their second
home. .
1
{

% There is infor-
mative and
stimulating dis-
cussion in the
organisation,.

6 Atmosphere in :
the organisa- i
tion is friendly. 1

.7 Superiors take ! i
quick decisions
and communicate
the same to the :
persons concerned. \

8 Confidence and
trust 1ls pre-
velent in the
personnel.

to talk to
superiors about

|
‘ L
.9 There is freedom ] :
the job.
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1 - Part II - Part
Helevance _ Relevance
Sl. very jmuch irele [some less |very |[impor|some ess |least
No, Statement Ezch rele lvant (what rele | impor |[tant |what [impor |impor
rele |vant rele vant | tant imper [tant [tant
yant vant tant

10 Decisions are

11

12

13

14

15

16

made without 3

inveolving
subordinates.

The main concern
of the depart-
ment is about l
upgrading the '
personnel on the
job,

Efficiency in
work is rewar-
ded.

The superiors
and the S.M.S's
take pains to
help a VEO who
wants to learn
more about his
job.

This department
is better than
other similar
departments.

There is suffi-
cient work to |
do in the
system to imp-
rove the lot of
farmers.

VEO's schedule
of visits, work |
for the fortnight!
is decided in

advance,
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1I - Part

I -« PFart
Helevance importance
Sl. Statement very [muchjrele|some 'less |[very {impor |some Jless |least
No, much |[rele{vant|what |rele |impor |tant |what limpor|impor
rele [vant rele,vant [tant impor |tant |tant
yant vant : tant

17 Grievences are

18

19

20

21

22

not settled,
unless they
are takenup by
VEO's assgoci-
ation.,

The VEO's in
the T and V
system could
be happy to
quit the orga-
nisation, if
they have a
cholice,

The VEO's can
approach the
SMS at any
time to get
solutions to
the problems
faced in the
field.

Any special acti;
vity under taken
by, the VEO for
ihe benefit of
the farmers is
appreciated.

As a VEO, one
thinks his job
is very ilmpor-
tant in the
system.

Extension work-
ers in this orga-
nisation are

helpful to each

other.

[
|
i
|




L = Part 11 - Part
nelevance Importance
51. Statement very [much| rele{ some |less [very [imporfsome Jless [least
No. much |relef vant|{what rele |impor|tant |[what |impor |impor
rele {vant rele |vant |tant impor |[tant [tant
vant vant . tant

23 The VED abili-
ties are fully
utilized in
this system.

24 There is scope
for informal
discussions
with superiors
and S.M.S's.

25 There is scope
for flexibility
in the schedule
of visits. -

26 Every individuall
in the organi-

sation is account-
able for the |
job done, even g
though there is !
freedom of :
operations.

27 VEO's take suff-
icient risks in
advocating the
adoption of
innovations.

28 The level of
- aspiration of
VeO's in the
organisation

is moderate.

29 Group-decision
making process
involved in
fortnightly
meeting enthuse
the VEO to

act.




Sl.
No.

I

Part
Helevance

11

Part

lmportance

Very
Statement nuch

rele
vant

much
rele
vant

rele
vant

some
what
rele
vant

rete
vant

‘less

!

very
impor
tant

impor
tant

some
what
impor
tant

less
impor
tant

least
impor
tant

30

31

32

33

34

35

36

The priorities
of work are
identified in
the system.

VEO's are pena-
lised for the
job not well
done.

There is enco-
uragement and
facilities for
doing good job
in the organis-
ations,

In this system
a VEO is
attending the
authors of one
superior only
in the hierarchy}

Technical know-
ledge and
guidance is
given suffici-
ently to the
VEQO's through
fortnightly
training
programmes.

The line of
command is well
defined in this
organisation,.

Job security is
there in this
organisation as
it is handled
by the Dept. of
Agril.
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I Part 11 Part
Helevance Importance

Sl. ¢ very |much |rele [some less |very {mpor |some |less J|least

tatement . . X
No. much jrele vant |what rele [|impor tant |what |impor [impor
ele|vant rele lvant |tant impor jtant [tant
&ant vant tant
37 The subject ' ‘

38

39

40

41

42

matter infor-
mation given in
the training
programmes are |
precise and !
problem orie- i
ntedo

The informa-
tion is not
distorted in
transmission
from superiors
to subordinates
in this system.

In this system
the field

problems of the
VEO's are given
due c¢onsideration
in training
programmes.

Constant supervi-
sion by the
superiors in this
system facili-
tates taking
corrective
measures at the
appropriate time.

Communication is
both vertical and
horizontal in
this system.

The contact form-
ers are identi-
fied as per the
guidelines given
by the

ocrganisation.
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1 bart 11 Part
Helevance Importance
Sl. Statement very|much} rele|some|less |very |impor|some [less [least
No. much {rele| vant|what|/rele |impor tant |what [impor |impor
relejvant rele|vant |tant impor jtant [tant
vant vant tant
43 The contact

44

farmers are
being trained
and utili-

sed for influ-
encing other
fellow farmers
about Agril.
Technology.

Impact points
on various
aspects of
agriculture
are well
developed and
used by the
VEO's in their
educational
activities.
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Annexure 1I1

Sl.
No.

Items

I Fart
lielevance

I
I

I Part
mpoertance

very
much
rele
yant

much |rele

rele |[vant
VdanlL

S Ol e
what
fele
vant

less
rele
vant

very
impor
tant

impor
tant

some |less
what |impor
impor [tant
tant

least
impor

ltant

1

10

11

umber o :

farm visits
made,

field visits
made, with
farmers.

group meetings
held.

general meet-
ings organi-
sed,

field days
organised.

home wvisits
made.

conducted tours

organised.

fortnightly
training pro-
grammes
participated.

weekly train-
ing programme
participated.

result demon-
strations
conducted.

method demon-
strations
conducted.




I Part 1I Part
kelevance Importance
Sl. Items very [much rele |some|less [very (impor|some |[less |[least
No, much [rele yvant what |rele jimpor (tant jwhat |impor |(impor
rele |vant rele|vant [tant impor [tant [tant
vant vant tant
12 plant protec-

13

14

15

16

17

18

19

20

21

22

23

tion campaigns
organised.

exhibitions
organised,

film shows
arranged.,

trials
conducted.

problems of

farmers solved.

farm families
covered.

plan of works
prepared.

contact farm-
ers selected.

training
programmes
organised
for contact
farmers.

plant protec~-
tion equip-
ment supplied.

diagnostic

cards prepared,

advisory

cards prepared,.
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i Part

1 Part I
Relevance Ipportance
Sl. 1tems very /much [rele |some less [very |impor [some [less [least
No. much |rele [vant {what |[rele !impor [tant Mwhat |impor|impor
rele |vant rele ivant jtant lmpor [tant |tant
vant vant tant

24 problems passed

29

26

27

28

29

30

on to the SMS's
seek solutions.

crop cutting
experiments
conducted.

farmers
asslisted in
getting loans.

farmers
motivated
to adopt
new lildeas.

teaching aids
used for edu-
cating farmers.

a)
b)
c)
d)
e)
teaching aids
used to make
them aware

about T and V
system.

a)
b)
c)
d)

charts
posters
models
specimens
black board

pester

C. letter
handouts
film shows

Average number
of farmers
participated
in group meet-

ings.
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I Part 11 Part
Kglevance Importance
Sl. very muchfrele|some [less [very | impor, some |[less [least
No. Items much|relejvant|what ;rele [(impor| tant Jwhat |impor |impor
rele|vant rele |vant |[tant impor |tant (tant
vant vant tant
31 Average number
of farmers
participated in
general meetings.
32 Average number of
farmers participa-
ted in field
visits.
33 Average number
of farmers
participated
in field days.
34 Average number

35

36

37

38

of farmers
participated
in tours.

Average number of
contact farmers
participated in
training progra-
mmes organised

by V0.

Average number
of farmers
visited to

R. demonstration
plots.

Average number
of visits made
by VEO's to
the demonstra-
tion plots in
a month.

Average number

of farmers
participated

M. demonstrations.
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1 Part I1 Part
Helevance Importrance
Sl. Items very|much |relel some |Lless |very | impor|some |[less ﬁeast
No. much| rele (vanti what |rele |impor( tant |what |impor {impor
rele|vant rele |vant |tant impor [tant ftant
vant vant tant
39 Average number

40

4]

42

43

of farmers
participated
P.P. campaigns.

Average number
of farmers
visited
exhibitions.

Average numberxr
of farmers
attended

film shows,

Average number
of farmers
visited trial
and minikit
plots.

Area covered
under HYV's of
major crops in
the jurisdic-
tion (in acres).

Kharif
1. Paddy

2.
3.

Babl
1. Paddy
2.

Summer
1.
2.




1 Part Il bart
Helevance lmportance
Sl1. Items very|much [rele |some jless | very |impor|some |[less | least
No. much]rele jvant |what (rele | impor|tant |what |imporx| impor
rele|vant rele |vant | tant impor|tant | tant
vant vant tant

44

45

46

47

Average yleld

Total fertili-~
Zzer consump-
tion in the
jurisdiction
3approximate
in guintals)

N:P:K

Total quantity
of inputs

distributed in
the jurisdiction

a) HYV seeds
(in Qts)

b) Fertilizer
(in-Tons)

¢) Chemiceals
(in Lte/Kgs)
(except seed
treatment
chemicals).

(per acre) of
ma jor crops
during the
previous year
in the juris-
diction.

a) Paddy
b)
¢)
d)

Total guantity
of seed treat-
ment chemicals
supplied during
the previous
year in the
Jurisdiction.
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APPENDIX 11

THE LNLVEKLLITY Ul AGHICULTURAL SCLENCLS

Dr. K.M, Jayaramaiah College of Agriculture
M.S.(USA), Ph.D.(IARI) GhVK  Campus,

Professor of Agril. Extension Bangalore
(Dev. Edn.), Vecember 26, 1986,
Dept. of Agril. Extension.
Dear Sir,

I am happy to inform you that one of my Ph.D.
student Mr. M. Srinivasulu Reddy 1is conducting a
research study entitled ''A study on the time utili-

sation and communication behaviour and other selected
factors as determinents of job effectiveness of Village
Extension Officers in T and V system of Andhra Pradesh'!
By virtue of your expertise and experience in T and V
system, you have been selected as one of the respondents
for this study. It is a lengthy questionnaire, but

still I hope that you will squeeze some time to help us
by providing your valuable response to the enclosed
guestionnaire items. 1 assure you that your response
would be kept confidential and used only for research
purposes. Ltven though you are supplied with the gquestion-
naire Mr. M. Srinivasulu Reddy the research scholar
would be available during the weekly/fortnightly meetings
to clarify thu doubts, if any in responding to the items
included in the questionnaire.

I thank you in advice for your kind patience,
cooperation and valuable response to all the items deli-
neated inspite of your busy schedule of field work.

With kind regards,

Yours sincerely,

sd/ =~
(K.M. JAYAKAMAIAH)



''A STUDY ON THE TImbt UTLLISATIUN, COMMUNLICATION t3LHAVIOUR

AND OTHER SELECTEDL FACTURS AS DETERMINANTS OF JOUB EFFECTI-

VENESS OF VILLAGE EXTENSIUN OFFICERS IN T AND V SYSTEwm OF
ANDHRA PRADESH''

Questionnaire

1. General :

2,2

Name of the V.k,O. :
Name 0f the Division :

Name of the Circle :

Number of Farm families,
in your jurisdiction. °

Experience :

{(a) Total experience years.

(b) Experience as VEO years.

Training received (other than regular fortnightly/
weekly trainings)

(a) Pre-service : Name of the Duration in
course weeks
1.
2.
3.

L4

(b) In-service
1,
2.
3.



o)
b
ne

2,3 Aghievement Motivation

Please tick (/) any onv of the five alternatives
provided against each statement to 1indicate your degree

of agreement.

Sl. Strongly | Ar-| Un= Dis- | Strongly
No., Statement agree ree | deci-~| agree | Disagree
ded

1l One should enjoy
work as much as

play.

2 One should work
like a slave at
everything one
undertakes until
he is satisfied
with the result.

3 One whould succe-
ed in his occupa-
tion even if one
has to neglect +tis
family.

4 One should have
determination
and driving amb-
ition to achieve
certain things in
life, even if
these qualities
make one unpopu-
lar.

5 Work should cume
first even if
one can not get
rest.

6 Even when ones
own interests
are in danger_he
should concentr-
ate on his job
and . forget his
obligation to
others.
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Sl. Strongly] Ag~ [Un- Dis- "1 Strongly
No. Statement agree ree | deci-| agree| Disagree
ded

7 One should set
different goals

for one self
and try toreach
them.

2.4 Communication Behaviour :

Please provide information about various activit-
ies undertaken by you in the previous year regarding infor-
mation on in put behaviour, information processing behavi-
our and information out put behaviour.

2.4.1 Information_ input Behaviour :

1(a). Particulars of sources used to obtain informa-

tion;
Sl. Freguency of use
No. Source Very Freq-| Less freequ

frequently ! ently | ently

1l Assistant Director of
Agril.

2 Subject matter Specia-
list.

Agril, Extn. Officer.
Leaflets/Folders.
News papers.

Magazines/Journals.

~ 00 b W

Any other (Specify):
(1)
(2)




(3)

1{b). Extent and usefulness of information
obtained from each source.,
Extent of Extent of
- S1. Source information usefulnes
No. Full :Part [Little Very se |Little
useful [ ful |useful

1 Assistant UDirector

of Agriculture. :
2 Subject Matter

Specialist. :
3 Agricultural ?

Extension Officer,
4 Leaflet/Folder.
5 Newspaper. ;

|

6 Magazines/journals. i
7 Any other {

(Speicify) : l

(1)

(2)
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2(a). Indicate the Newspapers and Magazines you are
reading and other particulars as detailed
below :

bscriber Read
Yes [No JHegu-| Occass~| Rarly
larly| ionally

S1. Name of Magazime/
No. Newspaper

1 Enadu
Andhrapatrika
Andhra Prabha

2

3

4 Annadatha
5 Padipantalu
6

If any other (Specify)

(1)

(2)

(3)

2(b). Do you have some technical Publication with
you 7?
Yes No

1l yes give detalls 3

20, Name of the Read
No. Publication Regularly [Occassionally | Rarely

To TS Y S S




|

2(c}. Do you have Radio ? Yes No

2{d). Do you see T.V. Programmes Yes

2(e). Do you listen farm radio Programues ?

Yes No

If yes, how frequently :

No

n
o -

o P A W N

Name of the Listen

Programme

Regularly | Qccassicnally

Rarely

2,4,2

Information Processing Behaviour :

1. Information evaluation :

When you receive research information/recommend-

ations related to agriculture,

How do you react

to it ? Please tick mark (), the ones you con-
sider as appropriate.

(a)
(b)

(c)

(d)
(e)
(f)

(g)

Accept it unreservedly

Weight it in the light of past
experience

Consider its economic and local
flexibilities.

Discuss it with collegues
Discuss it with contact farmer.

Discuss it with Agril. Extension
Officer.

Others, if any specify 3
l.

2.

3.

(
(

e T ]

St

et Yt gt e e



2, lptoxmatlon Storage 3

How du you preserve or keep the infurmation for
future use in your job ?

(a) By memorising ( }
(b) By making notes in a classifiea ( )
note book
(c) By maipta;ning information received ( )
as it is in files.
(d) Any other, specify : ( }
I ( )
2. ( )
3, ( )

3., Information Transformation :

For onward communication to farmexrs, the informa-
tion you received might have been transformed in to a num=
ber of forms suitable to your auidance, what types of tras-
formation did you make 7

(a) Prepare lecture in local language )
(b) Prepare charts, posters etc. ( )
(c) If any other, specify ( )
1. ( )
2, ( )
3. ( )

Information Output behaviour :

Please indicate precisely all of the communica«’
tion channels or methods you used to carry the information
to the farmers :
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Communication Channel/Method No.of times used per

month on an average

(a)
(b)
(c)
(d)
(e)
(f)
(g)
(h)
(1)
(3)
(k)
(1)
(m)
(n)

Farm visits

Home visits

Office calls

Group discussions

Method demonstrations

Result demonstrations

Farmer's training programmes

Exhibitions

Conducted tours

Compaigns

Filmshows/Slide shows

Trial plots

Posters

Any other, Specify :
(1)
(2)
(3)
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Orqanizational Commitment

14
*
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Listaed below are a series of statements that

represent possible feelings that individuals might have

about the organization for which they work.

Flease ind-

icate the degree of your agreement or disagreement with

statements with regard toyour Department by putting,

tick (V) mark, in the column against each of the state-

ment.

Sl.
No.

Statement

Stron-

gly
agree

Ag-
ree

Un-
| deci-

Dis—~
agree

Strongly
disagree -

1

I am willing to put
a great deal of efif-
ort to help T and V
system to be succes-
sful.

I talk about the
T and V system to
my friends as 2

- great organization

to work for.

I feel very little
loyalty to theT and
V system,

I would accept almo-
st any type of job
assigrunent in order
to keep working for
the organization.

I find that my valu-
es and organization
values are very
similar,

I am proud to tell
others that, 1 am
part of the T and V
system,




o2
N
o

S1.
No,

Stron-
gly
agree

Statement

Agree

Un-
deci-
ded

Dig~
agree

Strongly
disagree

7

10

11

12

13

14

I would just as
well be work for
a different org-
anisation as the
type of work was
similar.

The T and V syst-
em really inspires
the very best of
me in the way of
job effectiveness.

I would take a
very little chance
in my present
circumstances to
cause me to leave
the organisation.

I am extremely
glad that, I
choose the T and
V system to work
for over others.

There is not too
much to be gained
by sticking with
the organisation
identified.

Often, I find it

difficult to agree
with organisations
pelicies on impor-
tant matters rela-
ting to its employ-
ees.

For me this is the
best of all possible
organisations for
which to work,

Deciding to work for
the T and V system
was a definite mist-
ake on my part.




O
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2.6 Attitude of VEU's towards T and V_system :

Written below are some statements that represent the
attitude of an individual towards T and V system., Each state-
ment has five responses i.e., Stirongly agree (SA), Agree (A),
Undecided (UD), Disagree (DA) and Strongly disagree (SDA). You
are requested to go through and tick mark (/) any one of these
five responses against each statement indicating your own

affect towards T and V system.

51, Strongly [ Ag- | Un~- Dis=] Strongly
No. Statement . agree ree | decli-| agr-| dlsagree
ded ee

1 The T and V system is
an step towards Agril.
Development.

2 The technological base
of SMS's is week in
the new extension
system and no adequate
attention is being
paid to this in the
system.

3 The new system provided
sufficient incentives
and facilities to its
employees for promoting
their professional
competence.

4 There is poor coordina~
tion between research
and extension programmes
in the T and V system.
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Ry

Sll
No.

Strongly
Statement agree

Ag-
ree

Un-
deci-

Dig=-
Gagr-
ge

Strongly
disagree

10

11

12

In this extension
system the contact
farmers have major
contribution in
persuading other
farmers to adopt
improved practices,

Only these farmers
who got benefits of
communlty develop=-
ment proyrammes
earlier are now gett-
ing the benefits of
the T and V system.

The T and V system has
falled to serve the
common farmers.

1 always get proper
guidance in the T and
V system.

The T and V system looks
for coordination with
cooperative organisationq.

My knowledge about agri-
cultural technology has
much improved because of
the training programmes
being organised by T and
V system.

The prescribed work norms
of functionaires are
insufficient in the new
extension system.

The T and V system is
quite effective because
it maintaining regular

contacts with farmers.

ded




BT,
No,

Statement

Stronaly
agree

ree

pAg-"] Un~"" 7

deci-
ded

~ et

" DIs-
agr-
ce

Strongly
disagree

13

14

15

16

17

There is a little work
and more of propagandd
about the T and V
system,

In the T and V system
agricultures Scienti-
sts have come cut with
research findings suit~
able for this area
which have helped in
solving the problems of
farmers.’

In the T and V system
programme of circle
visits of extension
functionaries are
never planned accord-
ing to the needs and
convenience of farmers.

Because of T and V

system farmers have
developed faith and
trust in the exten~
sion functionaries.

1 doubt the succes of
the T and V system
because its extension
functionapisass lack

the sense of responsi-
bilities.
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2.7 Iime wutilizetion @

Please indicate the appropriate time spent (utilised)
for each of the items of work attended by you during the last

KHARIF season,

ST, R Time spent
No. Ltem in days

1 Preparation of plan of work.

Planning the selection of contact farmers

Planning of training programmes for farmers

Planning of visits to farmers fields

oA w N

Planning for layout of demonstration plots,
trial plots and minikit plots.

o

Planning for method demonstrations.

7 Visiting the farmers holdings and guiding
them about agricultural aspects.

8 Arranging field visits to the demonstration
plots.

9 Organising visits to farmers fields with
officers.

10 Arranging field visits for farmers.

11 Training of contact farmers.

12 Visiting demonstration plots by VEO only.

13 Organising group meetings.

14 Organising plant protection compaigns.

19 Conducting result demonstrations, trials
and minikit trials.

16 Conducting method demonstrations.
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S1. Time spent
No. ltem in days

17 Identification and selection of contact
farmers.

18 For taking soil samples from farmers fields.

19 Distribution of technical literatures,

20 Consulting specialists with regard to field
problems.

21 Participation in fortnighly training programmes.

22 Participation in weekly training programmes.

23 Maintaining demonstrations, trial and
minikit plots records.

2.8 Organisational climate :

The statemunts bulow are designed to get an insight
into the organisational climate of VEO's in the UDepartment of
Agriculture. Against each statement there is a five point
continuum i.,e., Almost always (AA), Usually (U), Some times
(ST), Rarely (K) and Almost Never (AN). Your are requested
to put tick mark (/) in the appropriate column, which best

characterise your department.

. most|Us~ omne a- mos
ST Stat ¢ Al U S Ra- |Almost
No. atemen alwayslvally timegl!rely/never

1 Atmosphere in the organi-
sation is friendly.

2 Superiors take quick deci-
sions and communicate the
same to the persons
concerned.
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Sl.
No.

Statement

Almost
always

Ug=-
ually

Some
times

Ra-
rely

10

11

12

13

There is freedom to talk to
superiors about the job.

Efficiency in work is
rewarded,

The superiors and the SMS's
take pains to help a VEO
who wants to learn more
about his job,

Confidence and trust is
prevalent in the personnel.

There 1is sufficient work to
do in the system to improve
the lot of farmers.

VEOQO's schedule of visits for
the fortnight is decided in
advance,

The VEO's can appreoach the
SMS at any time to get
solutions to the problems
faced in the field.

Any special activity under
taken by the VEO for the
benefit of the farmers is
appreciated.

As a VEO, one thinks his job
is very important in the
system.

Extension workers in this
organisation are helpful
to each other.

The VEO's abilities are fully

utilized in this system.

Almost
never




Sl. Almost! Us- [Some [Ra~ {Almost
No, Statement always| vally!timesirely never

14 There is scope for informal

15

16

17

i8

19

20

21

22

23

discussion with superiors
and subject matter special-
ists.

Every individual in the org-
anisation is accountable for
the job done, even though
there is freedom of
operation.

Group decision making process
invelved in fortnightly meet-
ing enthuse the VEO to act.

The priorities of work are
identified in the system,

Technical knowledge and
guidance is given suffi-
ciently to the VEQ's through
fortnighly training
programmes.

The line of command is well
defined in this system.

Job security is there in
this organisation as it
is a Government organisation .

The subject matter information
given in the training prog-
rammes precise and problem
oriented.

In T and V system the field
problems of the VEQO's are
given due consideration in
training programmes.

Constant supervision by the
superiors in this system
facilities taking corrective

measures at the appropriate
time.
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S5l.
No.

Statement

Almost
always

Us=- Some
yallyl times)

Ra=~

Almost

relynever

24

25

26

27

Communication is both
vertical and horizontal
in T and V system.

The contact farmers are
identified as per the
guidelines given by the
organisation,

The contact farmers are
being trained and uti-
lised for influencing
other fellow farmers
about agricultural
technology.

Impact points on various
aspects of Agril. are
well developed and used
by the VEO's in their
educational activities.

2.9 Morxale :

Below given are some statements.

Each statement is

followed by scale.ranging from strongly agree (SA), Agree (A),

Undecided (LD), Disagree (DA), Strongly Disagree (SDA}.

Kindly

tick mark (/) the column against each statement which best

expresses the situation.

Sl. Strongly Ag- Un- Dis- Strongly
No. Statement ree deci- ag- disagree
ded Iee
1 The VEO's enjoy working
with farmers for their
betterment,
2 The superiors here

consider the welfare of
the VEO's as their own.
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~ w3

Sl.
No.

Strongly
Statement agree

Ag-
ree

Unw
deci~
ded

Dis-
age
Iee

Strongly
disagree

10

11

12

‘Superiors always keep

The superiors feel VEO's
as inseperable part of
department.

For the VEQ's the future
of the VDept. 1s thelr
future,

The VEO's enjoy being the
part of the farming
communities,

1f some farmers come
after working hours with
some problems with VEO's
do no mind attending to
their needs.

the interest of VEO's
in view,

It is felt that the deve-—
lopment of the fammers
is a8 joint venture,

Most of the VLEU's have
no emotional attachment
with Dept.

The VEO's are willing
to do everything for

the good name of the

Dept.

The VEO's do not mind
to spend extra time and
effort for the farmers.

There is strong 'we{
feeling among the VEQO's,
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Sl. StronglyjAg~ | Un~ Uis«|Strongly
No. Statement agree ree deci-| ag- |disagree
ded ree

13 The VEO's should not
bother about the image
of the Dept. it was
given nothing to them.

14 The VEO's inspite of
want of recognition
do not mind working

for extension.

2,10 Job satisfaction

-
*

Please indicate with tick mark (/) any one of the five

alternatives, Very much satisfied (VMS), Satisfied (S), Partly

satisfied (PS), Dis Satisfied (DS), Very much dissatisfied

(VvMLS) reflect the extent of your satisfaction with regard

to your job.

Sl.. - Very Satis- | Partly | Dis Very much
No. much fied satis- | satis= | dis=-
Statement satis~ fied fied satisfied.
fied

1 Present salary
2 Job security

3 Praise and recog-
nition for good
work.

4 Residential faci-
lities.

5 Help, guidance and
encouragement from
superiors.




231

sl. Very Satis-| Partly | Dis Very much
o. much fied satis- | satis~ | dis
Statement satis- fied | fied | satisfied
fied
6 Opportunity for
self development
7 Promotion policy
of the depart-
ment.
8 Freedom to
persue orlglnal
ideas.
9 Freedom of flexi-
bility in work.
10 Status and
prestige as a
Berson in
epartment.
11 Type of work done,
12 Scope to prove

your merit and
excellence,

2.11 Job involvement

job involvement.

Below given are some statements relating to your

You are requested to go through each

statement and indicate the degree of your involvement in

your job by putting a tick mark (/) against the appropriate



response cateqgory i.e., Strong agree (S5A), Agree (A),

Undecided {(UD), Disagree (DA), Strongly disagree (SDA).
i

g1, : Stron- TAg- |[Un- Dis- [Strongly
No. Statement gly ree |de- agree |disagree
agree cided

1 The major satisfaction
in my life comes from
job.

2 For me, morning in work
ready go off quickly.

3 Quite often, 1 feel
like staying at home
instead of going for
work.

4 The most important
things that happen
to me involve my
work.

5 Some times, I keep my
self awake at night,
thinking a head the
next days work.,

6 1 feel depressed then
I fail at something
connected with my
WOTK.

7 1 avoid extra duties
and responsibilities
in my work.

8 I would keep working
even if I do not get
the salary.

9 I am very much involved
personally in my work.

10 I live, eat and breath
my jObo
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51, Stron-| Ag-| Un- Dis- | Strongly
No. Statement gly ree | dee- agree| disagree
agree cided
1l Many things in life are
more important than
work.
12 1 usually go for work a

little early to get the
things ready.

2.12 Work faciliiy :

e ——

Indicate your degree of satisfaction against the

following items with respect to the facilities available at

your work point.

2l. I tems Satis—- {Some what |[Not satis~
No. fied satisfied [fied
1 Supply of inputs at local
level
{a) Seeds
(b) Fertilizers
"(c¢) Pesticides
2 Supply of plant protection
equipment
3 Repairs and mintenance of

PP equipment.
Timely information.

Proper supervision and
guidance,

In respect of transportation
In respect of providing

demonstration equipment
and aids.
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Indicate your degree of communication skill by responding

to items listed below on a three point continuwm i,e,, Always,

Some items, Never.

SI.

t
No. Iltem Always

Some
timegd

Never

1 Listen patiently to what farmers say
Encourage others to raise questions.
Initiating discussion with farmers.
Illustrating a point with example.

Summarise points at the end.

o O A W N

Evaluating the problem and giving
solutions,

2.14 Dependence :

Indicate your degree of dependence on a two point

continuum with respect to the items listed below

S1l.

No. Ttem

Yes

No

1 1 blindly follow everything, the Agril.
Officer tells me.

2 1 cannot do anything without the permission
of my superiors.

3 My superiors take care of things for me.
4 1 do everything after consulting superiors.

5 I need more help from my superior.
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Sl. )
e Item Yes | No'
6 1 never disobey my superior.
7 1 will do thinds to please my superiors.
8 I want to behave according to the wishes
of the superiors.
9 In the Dept. it is better to go with
majority than to have ones own way.
2.15 Sociability :
How do you rate yourself against the following
statements? Please tick mark (/) the appropriate response
against each statement.
Often | Sometimes| Never

(a)

- (b)
(c)

(d)
(e)

(£)

Do the farmers come to you for
advise,

Do you visit other farmers.

Do you take pad¥t in the village
social functions.

Do you mingle freely with farmers.

Do you eat with farmers during
your visits.

Do you discuss freely with other
farmers.
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. 2,16 Guidance and_supervision 3

How much satisfied are you with respect to the admini-
stration of the Lepartment of Agriculture in your jurisdiction.
Please indicate by scoring the appropriate level of satisfaction

against each statement.

Sl, Satis-| Some what [Not
No. Statement fied satise
satisfied !fjed

1l In technical subject matter.

2 In your professional growth,

3 In your job responsibility.

4 In your field extension work.

5 In setting ideal examples.

6 In regular and timely advice.

7 In your office work.

8 In communicating with contact farmers.

9 In rectifying the mistakes.
10 1In identifying the local problems.

11 In taking corrective measure.

12 In promoting better programme

implementation.
13 In improving the maintenance of records




237

2,17 Self confidence :

Please check whether the following statements are

appropriate to you or net, by responding to as Yes or No

g;: Statement Yes No
1l 1 have a heorrar of failing in anything
. I want to accomplish,
2 I am hesitant about taking decisions.
3 I can face a difficult situation without worry.
4 I feel secure within myself.
5 1 frequently feel unworthy. I
6 I can adjust readily to new situations.
7 1 am usvally discouraged, when the opinions
of others differ from my own.
8 I have enough faith in myself.
9 1 have several times given up doing a thing,
because I though too little of my ability.
10 I find it easy to keep my mind on a task
or job.

3.1 Job effectiveness :
Below are some statements reflecting the iob effective-
ness of VEO's. You are requrested to specify with regard to your

performance in the previous year 1985-86. (June 1985 to May 1986).

S1, Statement Number
No. :

1 Number of farm visits made,
2 Number of field visits made with farmers.

3 Number of group meetings held.
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S1.

No. Statement Number

4 Number of fortnightly training programmes.

Number of weekly trainings programme participated.
Number of results demonstrations conducted.
Number of method demonsirations conducted.

Number of plant protection campaigns organised.

b N = B N & S & 4

Number of trials conducted.

10 Number of problems of farmers solved.
11 Number of farm families covered.

12 Number of plan of works prepared.

13 Number of contact farmers selected.

14 Number of training programme organised, for
contact farmers.

15 Number of problems passed on to the SMS's
seeking solutions.

16 Number of farmers motivated to adopt new ideas.

Il7 Number of teaching aids used for educating farmers @
{a) Charts

(b) Posters

(c) Specimens

18 Average number of farmers participated in group
meetings.

19 Average number of contact farmers participated in
training programmes, organised by VEO,

20 Average number of farmers visited to result
demonstration plots,
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gé: Statement Number
21 Average number of farmers participated in field
visits. '
22 Average number of visits made by VEO's to the
demonstration plots in a month.
23 Average number of farmers participated in method
demonstrations.
24 Average number of farmers vigited the trial and
minikit plots. '
25 Area covered under high yielding varieties of major
crops in the jurisdiction.
In _acres
Kharif HRabi Summer
1. Paddy
2.
3.
4..
26 Total fertilizer consumption in the jurisdiction
(in quintals)
N
P
K
27 Total quantity of inputs distributed in the

Jurisdiction.
(a) HYV seeds (in gqtls.)

(b) Frertilizer (in tons)



Sl. :
No. Statement Number

Average yield (per acre) of major crops during
the previous year in the jurisdiction.

(a) Paddy
(b)
(c)
(d)

3.0 Working problems :

What are the major problems you are facing increase in
your job effectiveness. Suggest probable solutions to overcome

these problems.

S1l.No. Problems Solutions

4,0 HRemarks if any
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