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Doveloping countrice cre leunchinog and cerrying

[ o]

{forwerd nationvice pr nremnes ©of mocernizing égriculture
with @ vicoew to act... o sccio-cconomic chente, since majo-
rity of the po uletion depends on agricul lure for their
livelihood in thise countries. ingie, being predomi-
nantly &n egriceliurel country, hés been striving herd

tc echileve mocdarrnization in aariculture through many

innmcvative proagremazs.

fter independence, nany proorémmes were underteken

-

icul .urel production. Community

1

i, Indle to improve

[{®]

Develonment Progremme was stsrted during 1952 to irprove

ths cuelity of 1life c¢f rursl people. Target Oriented
Procrermes like &mall Farmers' Dsevelopment Acency, Marginal
Farrers' end Acoricultural Lsbourers' Progremme end Tribel
vevzlopnert Procremme were leunched as a strategy for
reaching &1l sectiors of rural populetion. This system
worned well for quite sometime. It crected awareness among
the rursl people thet 1t wes possible to improve farm produc-
ticn using modern methocs cf ferming and elso by utilizing
the infrastrucluie crezted by the development blocks. After

v years, it wee lecrnt that this system wes found inede-

U

o

gqurte Lo mcet the reculirements ol egriculturael extension
werk to rezch end influence all fermers who were ready to
rdor? the new teon slogv.e  The field workersz, namely, the

villege level workers being muliijurposc workers, cculd



not devote much time for agricultural extension work.

Various constraints were experienced in this system as

observed under.

1.

2.

Lack of single line of command

Dilution of efforts by assigning multi-
purpose role to field extension workers

Excessively large areas of operation for
village level workers

Lack of regular training programmes for
updating the knowledge of extension
workers

Lack of communication net work end support
from research, and

Duplication of servicesby various agencies
involved in the development activities.

In order to overcome these problems new approach

in extension for transfer of farm technology to farmers

was adopted in 1974, when the "Training and Visit" (T & V)

system was introduced in Chambal Command Area in Rajasthan

and Madhya Pradesh. Later on, it was extended all over

the country by 1985.

Training & Visit (T & V) approach as stated by

Government of India (1981) would aim et improving the

efficiency of Agricultural Extensiop System by giving

attention to the following aspects 3
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1o Extension profeseionalien

2%

. &irgle line of commend
3. Concentsition of effort
4. Time bourio Lrk
. Flelc cperetion

0. Reguler enc continuous tréining

7. Civse linkece with research.

Treining end Visit system has been widely adopied
in Irdie since its intrcduction in the year 1974. The
esulte of the working of this system have been quite

enccuracine.  Ray el egl. (1979) in their stucdy in Hoogly

—— a—

disizfc{ of west Bengal pointed out thet after implemen-
taticn of Tf& V syctem erea under high yilelding varieties
¢t crcoe hes beer phenomenally increasecd. The new know-
lecot on fTerming disseminated by 'Training and Visit!'
sveten hed the pcecleniiel to increase the cropping inten-
city, explcyment of ferily labour, extent of adoption of
reconmenced practices. Thus, it wss pointed out that
'Training and Vicit' system had ccnsiderable positive

impact cn the farming eccnomy of Hoogly district.

Beror and Bexter (1984) observed that"in India after
the intr duction of T & V system in Chambal (Rajesthen),
tarners increesed peddy ylelde from about 2.1 tonnes to
over 4.0 tonnes po: hectere in two years and average wheat

vielcs {irricated end unirricated) rose from 1.3 tonnes to

/
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nearly 2.0 tonnes per hectare after two seasons and have

since risen higher!

Further, identifying the force behind this impre-
ssive record it wac pointed out that attitude of the
extension staff was the most significant one. The main
idea of the system is to have competent, well informed
village level.extension workers who will have frequent
training end pay regular visit to farmers to give rele-

vant technical messages and bring farmers' problems to

research.

The key factor for the success of the new system
is the basic extension functionary, namely, the Agricul-
tural Assistant. These functionaries with an intensive
time bound extension preogramme of Training and Visit
are the carriers of new farm technology to the farming
community. The diffusion of technology is not just
communication of information, but it requires persons
capable of communicating to clientele system in such a
manner that the farmers are motivated for action at famm
anc homes. Being the grass root level workers, Agricul-
tural Assistants have to have constant interaction with
different types of farmers. They form a crucial link
between research system and clientele system. The extent
to which technologies ultimately reach the clientele level

and become adopted depends very much upon the extent to
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which these agents sre capable of playing their role and

their ability to apply technicues of change.

The initial sivccess of the Training and Visit system
drew the attention of policy makers leading to its opera-
tion and introduction in several states of India. As a
result, the 'Training and Visit' system (better known as
Agricultural Extension Project) was implemented in three
phases commencing from 2nd October 1978 in the state of
Karnataka. The first phase starting from 2nd October 1978
covered five districts and second phase which started in
April 1979 covered seven districts. The lest phase which
was started from April 1980 covered the remaining seven

districts of the state.

According tc Jaiswal (1983), the main thrust of the
'Training & Visit' system is on the definite and syste-
matic programme for fie%d level extension workers includ-
ing clearly specified schedules of work and duties, regular
and close supervision. Agricultural Assi;tants are given
training in the technology which they have to disseminate

through selected contact farmers.

The general organizational structure of 'Training &
Visit' system is based on the total number of farm fami-
lies to be assisted in a given state or area and on defin-

ing the number of families which one Agricultural Assistant



cer reasonably be expccted to cover. The Aaricultural
Assistants are reaularly trained and guiced in their
work by the Subjcct Matter Specialists and Assistant

Agricultural Officcrs.

Agricultural Assistants under 'Training and Visit'
system are expected to select céntact farmmers, visit
them on @ regular schedule basis and educate them on
important aspects of crop technology. Agricultural
Assistants also have to motivate the fammers to parti-
cipate in various extension activities and concuct various

group action programmes.

Need for the study

Past attempts have shown that the ultimate success
of agricultural programmes largely depend on *he¢ perfor-
mence of grass root level workers. Under Training and
Visit system Agriculturel Assistants who are the grass
root level workers play the key role for the success of
the system and they form the main link between the scien-
tists and the farmers in disseminating scientific know-
ledge. It is necessary to maeke an assessment of the role
performance of this important functionary in the 'Training
and Visit' system so that based on the results, improve-

ment can be brought about.

Underscoring the importance of evaluation of job

performance Goodsle (1975) pointed out



"The assessment of an employee's job perfor-
mence is important both {our the worker and
his superior for undcrstanding the level of
efficiency in the job".

The researchers in management science have often
brounht to light that the success or failure of perfor-
mance of a job by individuals in an organisation is
dependent upon the availability of physical and material
facilities for their job and also their socio-psychologi-

cal and organization's environmental factors.

Ramshiva Reddy (1982) reported that Agricultural
Assistants were normal in their performance level but
not very satisfactory. So, there is a scope for improve-
ment. It is necessary to knOV§ow far the Agricultural
Assistants perform their expected roles. Research needs
to be conducted to know the status of the performance of
Agricultural Assistants against expectations so that gaps,
if eny, can be identified. It is also worth investigat-
ing the factors that are responsible for their better
performance so that these factors can be msnipulated by

the managers of the system.

Keeping in view the above points, a research study
on "Role expectations and role performance of Agricultural
\_LV“( [3

Assistants working in Training and Visit system" was pro-

posed to be conducted with the following ocbjectives.
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1. To ascertain the role expectations of
Agricultural Assistants

2. To assess the role performance of Agricul-
tural Assistants

3. To identify the gaps between role expec-
tations and role performance of Agricultural
Assistants and

4. To assess the selected personal characteristics
associated with the role performance of
Agricultural Assistants.

Scope and Limitations of Study

The present investigation envisages to study the
role expectations and role performance of Agricultural
Assistants. It is intended to know how these grass root
level functionaries perform their expected roles to help
the farmers so that the gaps can be identified. Further,
the study is aimed at providing information on factors
influencing the performance of their role. Thus, the
present study would serve as an eye opener for extension
agencies and concerned administrators, from the view point
of Agricultural Assistants performance. This would help
the administrators and supervisors in understanding the
problems of 'Training and Visit" system's operation in
its proper perspective. Thus, the findings of the study
are going to be of much use to the extension administrators,

educators and extension personnel at different levels.



The stucy however, hao sume of the follovwing

limiteti ns.

1. It is & £~ ¢ student's investigation with
limitations on time and other resources, which deter~
mined purporive selection of the locale of the study

end restricted the sample size.

2. It is based on the expressed opinions of the
responcents wnich may not be free from their individual
bisscs enc prejudices, though enough care was exercised

to isoizte such biases entering into the deta collected.

3. The implicetions of the findings of this study

cre epplicable to the arca of investigation and the

s\

rees with similer environmentel conditions only.

Definitiorns of the terms used in the study

tion ¢ It refers to the prescriptions of

the job items of the post of Agricultural Assistant as

cetermined by the authority.

Eole pcrformznce : It refers to the way of behaving or

fulfilling the prescribed job items by Agricultural

Assistant .

Abbreviations used in the study

The following abbreviations are used in this study.
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ADA
£0
AAD
AEC
AA
VLW

V systen

..

e

10

Training ancd Visit system
Assistenl Director of Agriculiure
Loriculuure Officer

Assistant Agricultural ufficer
Aoriculiurair Extension Officer
Agriculturel Assistant

Village Level Woiker.
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II. REVIEW OF LITERATURE

The present investigation was mainly an effort to
study the role performance of Agricultural Assistants
against their role expectation and the personal charac-
teristics associated with the performance. Considering
the objectives of the study the review of literature has

been presented under the following heads:

1. Role
2. Role Expectation
3. Role Performance
4. Personal Characteristics Associated with
Role Performance
(a) Age
(b) Educstion
(c) Experience
(d) Rural urban background
(e) Training

(f) Mass mcdia exposure

1. Role

Lynton (1945) designates the role as the sum total
of culture patterns associated with a particular status.
He views 'role' as dynamic aspect of status, which con-
sists of attitudes, values and behaviour ascribed by the

society to any and all persons occupying this status.



12

He, further states thet the term con even be extended
to inclucde the lecitimate cxpectations cf such persons
with respect to the behaviour towards these persons in
other statuses as «.thin the same system. In so fer
as role represents overt behaviour, it is what the
individual has to do ir order to validate his occupa-

tion of the status.

Pearson (1951) refers to role as "what the actor
does in his releétions with others seen in the context

of its functionel significance for the social system"

2. Role Expectation

Acccrding to Newcomb (1951) role expectations con-
stitute the ways of behaving which are expected of any

actor occupying & certain position.

Sargeant (1951) calls role as a patiern or type of
sociel behaviour which seems situationally appropriate
to an actor in terms of demands or expectations of those

in his group.

Preiss (19%4) studied the resulting role conflicts
among Michigan county extension agents. His analysis
suggested that the more successful county acents were
those who disregarded expectation of the extension ser-
vice bureaucracy in fevour of those of their local client

sveteni.



Dube (19958) observed that the village level workers
were not clear about their actual position, role, func-
tions and responsibilities in community development

organization.

According to Bible and Brown (1960) role expecta-
tions, &s operationelly cdefined in their study, refer to
the definition by the county agents appropriate behaviour
for the position of senior county agricultural egent,
which they occupy. Thus, role expectation is what the
county agents think they should do, may or may not do or
should not do as incumbentis of the position, senior county

agricultural agent.

Wilkening (1958) found that the county agents indi-
cated that there was considerable disagreement between
the role expectations by local client system of the
county and the agent's self-definition of his role. For
example, the change agents perceived their role as one of
education, but their clients expected them to provide

services also.

Khan et al. (1964) defined role expectations as the

prescriptions and proscriptions held by members of a role
set. Accordingly, the role expectations are also communi-
cated to the role position. They are the ways of behaving

which are expected of any individual who occupies a cer-

tain position.
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Khan €t ¢ . (1964) further pointed out thet from
the stend point of actors in social situations the
expectetion that one actor holds a specific position

is in pert & funct. of his situetional specifications
of this function. They may partly be & function of his

perception of the cther position, the incumbent occupies.

An expectation is an evaluative standard applied
to the behaviour of an incumbent of & particular posi-

tion, according to Katz and Khan (1966).

In a study undertaken by Lewis (1983) to investi-
gate the expected importance and actual importance of 13
roles of public junior community college presidents for
two years, it was found thet of the 13 roles the presi-
dents expected, 10 rcles were most important and three

roles were leacst important.

Keeping the above literature review in mind, role
expectation for this study was defined as the ways of
behaving which are expected of any incumbent occupying a

certain position.

3. Role Performance

Davis (1949) defined role performance as "how an indi-
vicual actually performs in a given position, as distinct
from how he is supposed to periorm"™. We call this in a
simple term, "role performance". It is whst the actors

do es position occupants.
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Mc Neill (1900) made an appraisal of job performance of
workers in differont industrics, firmse and vrganisations with

the help of job performance chart.

Rajagopalan (1965) while studying the role performance
of nurses observed that the correct perception of the attri-
butes of a role performance and conversely incorrect role
perception leads to improper and unsatisfactory role perfor-

mance.

Khosla (1966) studicd role expectation anc role perfor-
mance of VLWs and revealed that administration in Community
Development Blocks was top heavy and there was undue pressure
on VLis from superior officers to achieve unrealistic physical

targets.

Singh et al. (1967) in their study on job performance of
VIWs in Community Development Blocks of Patna found that 60
per cent oif them were above averace, 30 per cent average and
10 per cent below average. It was revealed that Project Execu-
tive Officers, Agricultural Exténsion Supervisors and Co-opera-

tive Extension Supervisors had very close agreement in their

evaluation of the job performance of village level workers.

Kolte (1972) found that apbout 56 per cent of Agricultural
Extension Officers in Udaipur district of Rajasthan obtained
job performance scores below average and the rest (44 per cent)
above averaage.

Chakravarthy and Singh (1974) in their study on measuring
the performance of VLWs concluded that the VLWs job was prima-

rily that of an educator, communicator and change agent.

U. A.S. ‘? .Y\A"ES\EESB

University Library

480~ ~
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The study conducted in Te: il Nadu by Perumal (1975)
revezled that 15.75 per cent of Agricultural Extension
Officers had above averace scores, while 70.08 per cent
and 14.17 per cent ~° them had average and below average

scores, respectively, on their overall job performance.

Koontz and Odonell (1976) stated that the performance
appraisal is a major key to managing itself. It is, of
course, important to management development, because, if
a manager's strenaths and weaknesses are not known, it would
be only accidental, if developmental efforts were aimed in
the right direction. The author further opined that if a
business or government agency, charitable organisation or
even an University is to reach its goals effectively and
efficiently, ways of accurately measuring performance must

be found and implemented.

Janardhan (1977) in his study on the job performance
of AEOs found that 41 per cent of the AEOs were in medium
performance category while 32 and 27 per cent of them were

in low and high job performance categories, respectively.

Kherde and Sahay (1979) observed that VLWs rated their
performance as very good, good and average in all the major
eight roles i.e., educational, organisational, service,
planning, supply, works, supervision and office work.
However, planning anc supply rocles were not endorsed as

very good by any one of the VLWs.



Kamashiva Reddy (1982) in his study on the job
performance of Agricultural Assistants of Mandya district
in Karnataka reported that about 51.54 per cent of Agricul-
tural Assistants were in low job performance category,
while 48.46 per cent of them were in high job performance
category, Further, the results indicated that the two
categories of Agricultural Assistants differed signifi-

cantly in respect of their job performance.

Allard (1983) in his study to determine the predomi-
nant tasks performed by Administrative Assistants found
that 75 tasks performed by them were predominant anc 34

were not predominant.

Shivalingegowda (1985) while studying the job percep-
tion, job performance and job satisfaction of University
Extension Guides in Karnataka revealed that 50 per cent
of the Extension Guides were in high performance category
and the remaining 50 per cent of them were in low perfor-

mance category.

Rao and Sohal (1987) found that among the five
methcds of performance appraisal of employees, viz., self-
rating, superior rating, subordinate rating, beneficiery
rating and job performance in terms of physical achieve-
ments, record performance rating had more discriminating

power in rating the veterinary surgeons followed by self-
rating.



4. Faclors Associated with Role Performance

va) Age

Wilkening (1957) reported that the ace of county
extensicn agents was positively associated with their
effectiveness in carrying out extension work in their

county.

Frutchy (1958) observed that more effective and
less effective workers did not differ significantly in

their age.

Salvi and Dudhani (1967) reported that job effec-
tiveness of village level workers was not influenced by

age.

Patel and Leagons (1968) found that in Surat and
Mehasana cdistricts of Gujarat, Village Level Workers in
the age group of 26-35 years were more effective than

other age categories.

Kherde and Sahay (1972) observed in Union Territory
of Delhi and Karnal district of Haryana that the age of
village level workers was positively related to his role
performance. Further, this relationship showed that more
the age, higher the performance of the village level

worker.



Keccdy (1970) in his study in Bangalore and Kolar
districts of Karnataks revealcd positive influence of

age on the efficiency of 'Gramasevaks'.

Rajagopal (1977) indicated that there was no associa-
tion between age and performance of 'Gramasevaks' and
Agricultural Extension Officers, whereas there was signi-
ficant relationship between age and performance of Managing
Directors of Farmers' Service Societies. Among Manzging
Directors, majority (75 per cent) belonged to below 40

years age group and they were in high performance category.

Janardhan (1979) pointed out that Agricultural Exten-
sion Officers of younger age category had better levels of
job performance as compared to old age group of Agricul-

tural Extension Officers.

Veerabhadraiah (1980) reported nu significant asso-
ciation between age and performance of Deputy Directors

and Assistant Directors of Agriculture.

Ramashiva Reddy (1982) observed in Mandya district
of Karnataka that the age of Agricultural Assistants was

not associsted with their job performance.

Shobana (1982) revealed that there was no signifi-
cant positive correlation between age and performance of

Junior Agricultural Officers of Kerala.
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Nikhade and Kitey (1984) in Seloo, Deculi and
Wardha Panchayat Samities of Maharashira noted signifi-
cant association between age and performance of Village
Level Workers as rated by Block Development Officers,
Agricultural Officers and farmers i.e., the VLWs of the
age group of 30-40 years were more effective, as compa-

red to VLWs of higher age levels.

Shivelinge Gowda (1985) pointed that there was no
significant relationship between age and job performance

of University Extension Guides in Karnataka.

‘ishra et al. (1988) in their stucy in Jabalpur
district observed that majority of Rural Agriculture
Extension Officers of the middle age group i.e., between

30-40 years performed better than other age categories.

Thus, some of the past studies have pointed out
that there was association between age of extension
workers and their performance while some studies revealed

non-significant sssociation.
(b) Education

Dube (1958) observed that University graduates on
the whole had not proved to be successful as VLWs.

Rahudkar (1962) found that 'Gramasevaks' having higher

secondary education were in the most effective group, those
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bolow hictiy secondery stancerds were in the leost effec-

tive aroup, while greduates werce found to be mediovcres.

Bisen and Dahama (1905) in their study in 'Mahakaushal'
region o1l Madhya Pr2~esh revealed that academic qualifica-
tions hued positive effect on the rvle performance of Agri-

cultursl Extension Officers.

Salvi aend Duchani (1967) reported that in Poona
district of Mezharashtra 'Gramasevaks' with relatively
better educational status (formal education) tended to

be mcre effective in their jobs.

Patel enc Leagons (1968) revealed that in Gujarath
effective Villicoe Level Workers were either college gradua-

tes or Diplome holders in agriculture.

Somzsuncdaram (1971) revealed that education has some
positive influence on the role performance of agricultural
leaders, but the influence was statistically not signifi-

cant.

Kherde ano Sahay (1972) observed that education of the
VLW was negatively correlated with his role performance,
which means more educated VLWs were not effective perfor-

mers when compared to those having lower education.

Rajoopal (1977) pointed out that there was no associa-
tion between educational level and role performance of

Managing Directors of Service Co-operative Societies and

'Gramasevaks'.
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Janardhan (1979) reported that educational qualifi-
cation of Aqricultural Extension Officers was found to

have no association with their job performance.

Ramashiva Reddy (1982) found that the level of formal
education of the Agricultural Assistants had very little

influence on their performance.

Shobana (1982) revealed that education was negatively
related with the role performance of Junior Agricultural

Officers of Kerala.

Laxmi Devi and Venku Reddy (1984) observed negative
association between education and role performance of rural

women in ferm activities.

Mishre et al. (1988) found thet majority of Rural
Agricultural Extension Officers having education above high

school level performed their roles better.

The findings of most of the stucies have led to the
conclusion that educational level of extension workers was
associated with their performance, while only few studies

incdicated contrary results.

(c) Experience

Frutchy (1968) revealed that more effective and less
effective extension workers did not differ significantly

in their tenure as extension workers.
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kahudbar (1902) pointed out Lhot 'Groamewevelie!' with
moi1e then two yearc of service were found to be more

effective then those with less than two years of scrvice.

Kejagopal (1977} found no significant relationship

between experience and performence.

Veerabhadraian (1980) reported that there was no
association between experience and job performance of

Deputy Directors and Assistant Directors of Agriculture.

Ramashiva Reddy (1982) indicated that experience of
Agricultural Assistants was not associeted with their per-

formance.

Shobana (1982) observed that experience was not signi-

ficantly related with performance.

Nikhade and Kitey (1984) summarised that VLWs with
experience of 3-5 years performed better than the less

experienced ones.

Shivalingegowda (1985) concluded that the length of
experience had no significant relationship with job per-

formance of extension guides.

Mishra et al. (1988) found that majority of the
Rural Agricultural Extension Officers possessing more

than 10 yeers of service experience performed better.
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Thus, some studies revealed that lenath of experience
was relatec to performance, while some other studies indi-
cated thet experience was nut associated with performance

level of extension workers.

(¢) Rural Urban Backaqround

, Ney (1952) found that rural background was one of
the factors positively associated with the effectiveness

of county agents.

+ Kelsey and Hearne (1955) opined that the extension
agent should have rural background to be effective in his

work.

Rahudkar (1962) observed that the rural background
was positively associated with the effectiveness of

village level worker.

Bisen and Dshama (1965) reported that performence
of extension worker was influenced by his rural back-

ground.

Patel and Leagons (1968) found thot most effective
VLW was the son of a farmer with rural background of more

than t n years.

Keddy (1976) reported non=-significant association
between rural background and performance of extension

personnel in Karnataka.



hejagopal (1977) found thet rurel urban beckaround
wes not associated witn the role peirformance of Managing
Directors of Service Cooperative Society,Agricultural

Extension Oificers and 'Gramasevaks'.

,Jénardhana (1979) pointed out that Ruial urban back-
ground was not significantly associsted with job perfor-

mance of Agricultural Extension Officers.

Ramashiva Reddy (1982) concluded that there was no
relation between rural urban background and job performance

of Agricultural Assistants.

Shobana (1982) found that rural urban background was
negatively associated with the role performance of Junior

Agricultural Officers of Kerala.

Laxmi Devi and Venku Reddy (1984) pointed out negative
association between urban contact and performance of rural

women in ferm activities.

Shivalinge Gowda (1985) observed that rural/urban
backorounc of University Extension Guides in Karnataka

had significant relationship witnh job performance.

Mishra et al. (1988) found that majority of Rural

4

Agricultural Extension Officers in Jabalpur who had agri-

cultural backaground were better performers.



Thus, majority of the ctudies concluded that rural
backoround was associated with the job performance of
extension personnel, while few indicated contradictory

results.

(e) Treining

Helsey (1956) stated that it was the overall objec-
tive of every training programme to cause people to
become interested in their work and to aid them acquire

knowledge and skill necessary to do that work.

Verheij (1966) found that the performance of exten-
sion worker was influenced by the trainings he had recei-

ved.

Selvi and Dudhani (1967) observed that the VLW who
received training for longer periods tended to be more

effective.

Patel and Leagons (1968) reported that VLWs who
received extension training were more effective than

those having no training.

Kherde and Sahay (1970) found significant relation-
ship between in-service training of extension personnel

and their job performance.

Daulat Singh and Srivaestava (1970) concluded that

among extension personnel, formal training of extension
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officcrs in agriculture, had been responsible for better

understanding of their job.

Jha and Sharma (1973) indicated that after the
successful completion of training programme the Grama-

sevaks had shown actual gain in knowledge.

Janardhana (1979) revealed that training received
after becoming Assistant Agricultural Officer was not

associated with the job performance.

Veerabhadraiah (1980) reported that there was no
association between training in administration manage-
ment and job performance of Deputy Directors and Assistant

Directors of Agriculture in Karnataka.

Ramashiva Reddy (1982) found that there wss no

relationship between training and job performance of AAs.

Shobana (1982) observed that there was no signifi-
cant positive correlation between training and role per-

formance of Junior Agricultural Officers of Kerala.

According to Nikhade and Kitey (1984) training
received had not shown much difference in the performance

levels of Village Level Workers.

Mishra et al. (1988) found that majority of Rural
Agricultural Extension Officers of Jabalpur who received

refresher training performed their roles better.



DD
&a)

Thus, majority of the studies concluded that train-
ing given to extension personnel was associated with their
performance, while some of the studies found no relation-

ship of training with performance.

(f) Mass media exposure

Ramashiva Reddy (1982) reported that there was signi-
ficant association between the extent of mass media parti-

cipation and job performance of AAs.

Shivalinge Gowda (1985) revealed that there was non-signi-
ficant relationship between mass media participation and

job performance of extension guides in Karnataka.

Based on the above findings, it may be concluded
that mass media participation had both positive ano neqa-

tive impact on the job performance of extension workers.
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I11. METHODOLOGY

In this chspter, the methodouloay adopted for the study

is presented under the following six sub-headings.

1. Locale of the study
2. Selection of respondents
3. Methods of data collection

4. Methods used for quantifying independent
variables

5. Methods used for quantifying dependent
variables

6. Statistical tests and techniques used

l. Locale of the Study

There are eight agricultural divisions in Karnataka
each headed by a Joint Director of Agriculture. Among these
eight divisions, Shimoga division was randomly selected for
conducting study. In this division, there are two districts
namely Chitradurga and Shimoga. Chitradurga district was
randomly selected for the study. Chitradurga district con-
sists of nine taluks, viz., (1) Challakere, (2) Chitradurgas,
(3) Davanagere, (4) Harihara, (5) Hiriyur, (6) Holalkere,
(7) Hosadurga, (8) Jagalur and (9) Molakalmuru. Five taluks
were randomly selected after arranging the taluks in an alpha-
betical order and referring to the random number tables. The
five taluks, thus, selected were (1) Challakere, (2) Harihara,
(3) Hiriyur, (4) Jagalur and (5) Molakalmuru.



FiG.1 MAP OF CHITRADURGA DISTRICT SHOWING SELECTED
TALUKS FOR THE STUDY.



2. Selection of Krespondente

There are 120 posts of AAs in these five taluks of
the district. But, at the time of condicting the study
there were only 106 AAs in position. All the AAs work-
ing in these five taluks were included as respondents for
the study. Data were collected from 98 Agricultural
Assistants who were aveilable at their work spots at the
time of data collection. In addition superior officers
performance ratings were taken from 19 AAOs and five ADAs
of these taluks under whom these 98 AAs were working.

The talukwise break up of respondents is given below.

Total No. of No. of No. of No. of

Taluks No.of  AAs AAs _AAOs  ADAs
posts 1in posi- respon- in posi- in posi-
of AAs tion ded tion tion

Challakere 33 30 26 5 1
Harihara 22 20 19 3 1
Hiriyur 25 21 20 4 1
Jagalur 22 20 18 4 1
Molkalmuru 18 15 15 3 1

Total 120 106 98 19 5

3. Methods of Data Collection

The study was conducted di ing the year 1989-90.
The respondents were interviewed during July-August 1989.

The data were collected from the AAs by means of personal



contact with the help of structured interview schedule.

The schedule was in simple english language. Whenever
respondents could not understand it in proper perspective,
the researcher himself explained in the local language

(Kannada) for better understanding.

For getting superior officers rating of the perfor-
mance of AAs , the schedules were given to 5 ADAs and 19

AAOs under whom these 98 AAs were working.

4. Methods of Quantifying Independent Variables

Based on the review of literature and the opinion
gathered from the ADAs concerned, the following six inde-
pendent variables were identified to have relationship

with the performmance of level of AAs.

(a) Age

(b) Education

(c) Experience

(d) Rural/urban background
(e) Training

(f) Mass media exposure

The se independent variables were operationalised

as follows:

(a) Age_: Age was operationalised as the number of years

completed by the respondent at the time of investigation.

v P



The respondents were cateqorised into two groups based

on their age.

Category Age
Young 35 years and below
Old Above 35 years

(b) Education :  Education refers to the number of
years of schooling. Respondents were asked to furnish
information about their years of schooling. Based on

the number of years of schooling, they were categorised

as under.
Cateqory Age
Low Below 11 years of schooling
High Above 11 years of schooling

(c) Experience : It refers to the number of years of

experience as AA or VLW at the time of investigation.
Based on the length of experience of respondents, they

were grouped into the following categories.

Category Experience
Low 8 years and below
Medium 9-16 years
High Above 16 years

(d) Rural-urban background : Rural-urban background was

quantified using the procedure adopted by Hosur (1977).



Informetion about rural-urben backaround was obtained
in respect of native place, father's occupation,
places where the ressondent had completed his formal
education upto primary, high school and college, number
of years of stay in rural areas durinag his sexrvice.
Areas with less than 5000 population were considered

as rural for this purpose.

The following procedure was used to quantify the

rural-urban background of the respondents.

Item Score

(a) Native place

i. Rurel area 2
ii. Urban area 1

(b) Place of study upto primary education

i. Rural area 2
ii. Urban aree 1

(c) High school

i. Rural area 2
ii. Urban area 1
(d) Colleqe

i. Rurael area
ii. Urban area 1

(e) Number of years of stay in rural
area during service

i. Upto 5 years
ii. 6-10 years
iii. 11-15 years

S WN -

iv. Above 15 years
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The composite score for rural urban backoround was
arrived ot by summing up the scores obtainced by the res-

pondent on each item. The meximum score possible was ]12.

Besed on the scores obtained, the respondents were
grouped into two categories teking mean es the central

point (9.61).

Category Score
Urban back- Kespondents with score
ground of 9.61 and less
Rural beck- Respondents with more
ground than 9.61 score

(e) Treining ¢ The quantification of this variable was

arrived at by the procedure followed by Hosur (1977).

The information regarding the training aspects of

AAs wcs obtained under three heacs @

(i) Pre-service training
(ii) Inservice training

(iii) Any other special training

A score of one was assigned to every six months of
training that the respondent has undergone. The maximum
score obtainable was 4 points in case of a respondent who

has obteined two years integrated pre-service training.

While assianing the scores for inservice training
end other special treining, the frequency ancd duration of

training obtained were also considered. Every training
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course with a duration of ‘hree months or less wes
ossioned one score, three to six months duration was
assigned & score of two and training course of above

six months duration was qiven a score of three.

The composite score for training was arrived at
by summino up the score obtained by the respondent under

each head. The maximum score possible was 10.

Based on the score obtained, the respondents were
grouped into two categories taking mean as the central

point (3.39).

Category Score
Low Agricultural Assistants with a

score of 3.39 and less

High Agricultural Assistants with
more then 3.39 score

(f) Mass media exposure : The operationalisation of the
varieble was arrived &t by the procedure fcllowed by

Hosur (1977).

Detailed information about the mass media exposure
of the respondents was obtained with respect to (i) their
reading habits and frequency of reading,and (ifi)their
listening habits to radio and frequency of listening to

procrammes on agriculture and TV viewing.

To arrive at a composite score for mass media expo-

sure the following scoring pattern wss followed.



Cateqory ‘ Reading habit
(a) Media
Newspaper Leadinag

Not reading

Magazines Reading
Not reading

Journals related to Reacding

agricul ture Not reading

Books on agriculture Reading
Not reading

Extension literature Reading

(leaflets, folders etc.) Not reading

Sub-total
(b) Frequency of reading
ltem Erecuency
Newspaper Daily

Weekly once or twice
Monthly once or twice
Never

Megazines, journals, Daily
books, extension .
litersture etc. Weekly once or twice
Monthly once or twice
Never
Sub-total

(c) Freguency of listening to radio
programme on agriculture

EFrequency

Daily

Weekly once or twice
Monthly once or twice

Never
Sub-total

€O
]

Score

'U‘IO'— O O+ O+ O+

Score
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Score
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(¢) Frequency of viewing aaqricultuyal
proagrammes on television

Freguency Score
Weekly 2
Occasionally 1
Never O
Sub-total 3

(o}

Grand total 1

The composite score was obtained by summing up the
scores obtained by the respondent. Maximum possible score
was 16. Based on the scores obtained AAs were categorised

into two groups taking the mean as the central point(9.3%5).

Category Score
Low AAs with score of 9.35 and less
High AAs with score of more than 9.35

5. Methods Used for Quantifying Dependent Variables

(a) Role expectation : Keeping in view the objectives

of the study, the job chart of AAs prescribed by the
Department of Agriculture, Government of Karnataka, was
studied in detail. Specific areas of role expectation and
sub-areas were arrived at. The specific areaé of rocle
expectations of Agricultural Assistants are : (i) planning,
(ii) participation in fortnightly training, (iii) visits
to farmers' field, (iv) maintenance of diary, (v) supply

and service, (vi) production of quality seeds and storage,



(o

Co

(vii) crop cutting experiments and (viii) biogas work

implementation.

The number of sub-items under each specific areas
are as follows ¢

' Number of
Specific area sub-items

i. Planning

ii. Participation in fortnightly training 7
iii. Visits to farmers' field 16
iv. Maintenance of diary 5
v. Supply and service 5
vi. Production of quality seeds and storage 6
vii. Crop cutting experiments 3
viii. Biogas work implementation 5
Total gg—

(b) Role performance : As specified 53 job items catego-

rised into eight specific areas, as described under role
expectation, were considered for assessing the rcle per-

formance of AAs.

The "Role performance instrument" was a Likert type
scale of five point continuum. The responses were collec-
ted on a five point response category namely, "excellent",
"very good", "good", "fair®™ and "poor" with scores of 5, 4,
3, 2 and 1 assigned, respectively. The scores obtained in

respect of each of the statements were added to obtain the
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total scores for the respondents. Thus, maximum and

minimum scores obtainable were 265 and 53 respectively

by each of the responcents.

In order to measure the performance, self-rating
performance scores and superior officers performance
rating scores by AAOs and ADAs were taken. To know the
agreement between the performance rating scores of AAs,
AAOs and ADAs "the Kendall Coefficient of Concordance®
(W) test was applied. It was found that there was no
concordance between the self-rating performance scores
of AAs and superior officer performance ratings namely,
AAOs and ADAs. But there was concordance between the
performance rating scores of AAOs and ADAs. So, it was
decided to reject the self-rating performance scores of
AAs. Performance rating was arrived at after combining

the rating scores of AAOs and ADAs and taking the average.

By dividing the maximum obtainable scores i.e., 265

by two the respondents were classified as under.

pPerformance category Score
Low performance Agricultural Assistants with

score 132.5 and below

High performance Agricultural Assistants with
score above 132.5

6. Statisticel tests and technigues

The data obtained were tabulated and analysed with

the help of following statistical tests.



The Kendall Coefficient of Concordance (W)

This test as indicatec by Sicrey Siegel (1956) was
used to find out the agreement among self-performance

rating and ratings by AAOs and ADAs.

S

Lok2 (\S -
55 K© (N7 - N)

Sum of sjuares of the observed deviations

1t}

where, S
from the mean of R,

that is, § = (Rj - —)

K = number of sets of rankings e.g., the number
of judges

N

Number of entities (objectives or indivi-
duals) ranked

T%; K2(N3-N) = Maximum possible sum of squared deviations
i.e., the sum S which would occur with per-
fect agreement among K rankings.

To test the significance of W, the following formula was

used.
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N
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A
=
|
[
=

with df

1
—
<

i
—



Simple percentages: The analysis of performance of

Agricultural Assistants was done by using simple per-

centages.

Paired 't' test : To find out the difference between

the mean expectation score and mean performance score,
this test was used. 't' values were calculated by the

formula given below.

X\, - %
t = —

| g2 (;% + ﬁl—)

R

where, ?1 = Mean expectation score
22 = Mean performance score
L e et s} T o nTen merformence seoun
n, = Number of respondents (AA) in low

performance group

2 2
2 (nl‘1)$l+(n2-l)s2

§ = —=
q (n, - 1) + (n, - 1) or n,+n, -2
where, S = Pooled variation
2 (X, - %)2

ST = Variation of expectation score =
v 712
(X, - X)

Sg = Variation of performance score = —fﬁ_—:_I

2
n; = Number of AAs in high performance group

o
N
1

Number of AAs in low performance group.
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The computed values of the 't' test were compared
with the table 't' values tuo test the sianificance of
the differences between mean expectation scores and mean

performance scores at 1 and 5 per cent levels.

Chi-square test ¢ This test was used to find out the

goodness of fit between the dependent and independent
variables considered for the study. This test was
chosen because, some of the variablesinvolved in the

study were of qualitative nature.

2
(0 - E)
X2 =
E
where, O = Observed number of cases
E = Expected number of cases

¢

Directs one to sum overall (K) categories

The computed values of X2 were compared with table
'X?' values to test the significance at 1 and 5 per cent

levels.

HYPOTHESES

Based on the literature review made in Chapter 1I,
the following hypotheses were developed and used in this

study.

1. There will be no difference in the overall role

expectation and role performance by AAs in T & V systen.
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2. There will be no difference in the role expecta-

tion and role performance by AAs in specific job areas.

3. There is no association between personal chara-
cteristics like age, education, experience, rural-urban
backcround, training and mass media exposure and role

performance by AAs in T & V system.
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IV. RESULTS

In this chapter the results of the study are

presented under the following headings.

lo

2.

Overall role performance of Agricultural
Assistants under 'Training and Visit'

system.

Role performance of Agricultural Assistants
in specific job areas.

Overall difference between role expecta-
tion and role performance of Agricultural
Assistants.

Difference between role expectation and
role performance of Agricultural Assistants
in specific job areas.

Association between different personal
characteristics and role performance of
Agricultural Assistants.

OVERALL ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS

UNDER 'TRAINING AND VISIT' SYSTEM

The results on the overall role performance of AAs

are presented in Table 1.

The results indicated that only 40 per cent of the

AAs were in high performance category as against 60 per

cent in low performance category.



Table 1. Overall role performance of Agricultural

Assistants.
(N = 98)
Sl. Performance Respondents
No. category Numbe T Per cent
i High 39 39.80
2. Low 59 60. 20



40°% High
@ 60°% Low

FIG-2 OVERALL ROLE PERFORMANCE OF AGRICULTURAL
ASSISTANTS .
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ROLE PELFORVMANCE OF AGRICULTUHAL ASSISTANTS
IN SPECIFIC JOB AREAS

1. Planning : The results on the role performance of
AAs with respect to specific job area of planning are

presented in Table 2.

The results indicated that while 54 per cent of
them were in high performance category, the remaining

46 per cent were in low performance category.

2. Participation in fortnightly training ¢ The results

on role performance of AAs with respect to participation

in fortnightly training are presented in Table 3.

The results revealed that 54 per cent of the AAs
were in low performance category as against 46 per cent

belonging to high performance category.

3. Visits to farmers' fields : The results on the role

performance of AAs with respect to specific job area of

visits to farmers' fields are presented in Table 4.

The results pointed out that as against 59 per cent
of AAs belonging to low performance category there were

only 41 per cent under high performance category.

4. Maintenance of diary : The results on role performance

of AAs with respect to maintenance of dairy are presented

in Table 5.



Table 2. Role performance of Agricultural Assistants
in specific area of planning.

(N = 98)

No- category Number Per cent
1. High 53 54.08
2. Low 45 45.92
Toteal 98 100.00



54 % High
@LG'I. Low

FIG.3 ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS
IN THE SPECIFIC AREA OF PLANNING.



Table 3. Role performance of Agricultural Assistants

in specific area of participation in fort-
niochtly training.

(N = 98)
sl. Performance Respondents
No. category Number bor cort
L High 45 45.92
2 Low 53 54,08



) o
@ 54°% Low

FIG.4 ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS
IN THE SPECIFIC AREA OF PARTICIPATION IN FORT-
NIGHTLY TRAINING.
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Table 4. hole performence of Agricultural Assistants
in specific area of visits to farmers' field.

(N = 98)
Sl. Performance Respondents
No. category Number Por comt
L. High 40 40.92
2 Low 58 59.18

- e e e ea e e e e e e e e e e e em wm em em A e e e em emes



41°%, High
@ 59*, Low

FIG.5 ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS
IN THE SPECIFIC AREA OF VISITS TO FARMERS FIELD.



Table 5. Role perfomrnace
in specific area

of Agricultural Assistants
of maintenance of diary.

(N = 98)
sl. Performance Respondents
N category Number Per cent
l. High 20 40.82
2. Low 58 59.18
Total 98 100.00

90



FIG. 6 ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS
IN THE SPECIFIC AREA OF MAINTENANCE OF DIARY.



The results revealed that 59 per cent of AAs were
in low performance category compared to 41 per cent in

high performance category.

5. Supply and services : The results on the role per-

formance of AAs with respect to supply and services are

presentec in Table 6.

The results indicated that 54 per cent of the
AAs were in low performance category while 46 per cent

belonged to high performance category.

6. Procuction of quality seeds and storace : The results

on the role performance of AAs with respect to procuction

of quality seeds and storage are depicted in Table 7.

The results revealed that 67 per cent of the AAs
were in low performance category as against only 33 per

cent falling uncder high performance category.

7. Crop cutting experiments ¢ The results on the role

performance of AAs with respect to crop cutting experi-

ments are given in Table 8.

The results pointed out that 53 per cent of the AAs
were in high performance category, as against 47 per cent

in low performance category.

8. Biogas work implementation ¢ The results on the role

performance of AAs with respect to biogas work implementa-

tion are presented in Table 9.



Table 6. Role performance of Agricultural Assistants in

specific area of

supply and services.

(N = 98)
No- category Number Per cent
1. High 45 45.92
2. Low 53 54.08
Toteal 98 100.00



46°L High
@ 54 Low

FI1G.7 ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS
IN THE SPECIFIC AREA OF SUPPLY AND SERVICES.



Table 7. Role performance of Agricultural Assistants

in specific area of production of quality
seeds and storage.

(N = 98)
Sl. Performance Respondents
No. category Number Por cont
L. High 32 32.65
2 Low 67 67.35



33 .lo Hi gh
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FiG.8 ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS
IN THE SPECIFIC AREA OF PRODUCTION OF QUALITY
SEEDS AND STORAGE.



Table 8. Role performance of Agricultural Assistants in
specific area of crop cutting experiments.
(N = 98)
Respondents
Sl. Performance
No. category Number Per cent
1. High 52 53.06
2. Low 46 46.94
Totel 98 100.00



@ 47% Low

FIG.9 ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS

IN THE SPECIFIC AREA OF CROP CUTTING EXPERI-
MENTS.



Table 9. Role performance of Agricultural Assistants

in specific area

of biogas work implementation.

(N = 98)
Responcents
sl. Performance
No. category Number Per cent
1. High 8 8.16
2. Low 90 91.84
Toteal 98 100.00



@ 8.10 High
@ 92°%% Low

FI1G.10 ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS
IN THE SPECIFIC AREA OF BIO-GAS WORK WMPLE

MENTATION
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The resulls indiceted that 92 per cent of AAs were
in low performance group compared to only 8 per cent in

the high performance group.

OVERALL DIFFERENCE BETWEEN ROLE EXPECTATION AND
ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS

The results on overall difference between role
expectation and role performance of AAs are presented

in Table }10.

The 't' test worked out revealed that there was
highly significant difference between the two mean

scores.

This pointed out that there was a wide gap between
overall role expectation end overall role performance by

AAs.

DIFFERENCE BETWEEN ROLE EXPECTATION AND ROLE PERFOR-
MANCE OF AGRICULTURAL ASSISTANTS IN SPECIFIC JOB AREAS

The results in respect of difference between role
expectation and role performance of AAs in eight specific

job ereas are presented in Table 11 to 18.

1. Planning ¢ The 't' test conducted for the data with
respect to planning showed highly significant difference

between the two mean scores.



Table 10. Overall difference between role expectation
and role performance of Agricultural

Assistants.
(N = 98)
Role expectation Role performance 1o
mean score mean score t' value
265 131.31 18.36*#*

** = Significant at 1 per cent level.



Table 11. Difference between role expectation and role
performance in specific area of planninag.

(N = 98)
Planning 30.00 16.70 31.66%*

** = Significant at 1 per cent level.
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This implied that there is a large cap between role
expectation and role performance in the specific area of

planning.

2. Participation in fortnightly training : The 't' test

conducted for the data with respect to participation in
fortnightly training demonstrated highly significant

difference between the two mean scores.

This showed a large gap between expectation and
performance of roles in the specific job area of partici-

pation in fortnightly training.

3. Visits to farmers' fields : The 't' test conducted

for the data with respect to specific area of visits to
farmers fields pointed out highly significant difference

between the two mean scores.

This revealed a large gap between expectation and
actual performance of roles in the specific job area of

visits.

4. Maintenance of diary : The 't' test applied for the

data with respect to specific job area of maintenance of
diary showed highly significant difference between the two

mean scores.

This showed that there was a wide gap between expec-
tation and actual performance of roles in the specific area

of maintenance of diary.



Table 12. Difference between role expectation and role
performance in specific area of participation
in fortnightly trainina.

(N = 98)
Participation
in fortnightly 35.00 17.91 38.84%#
training

** = Significant at 1 per cent level.



Table 13. Difference between role expectation and role
performance in specific area of visits to
farmers' fields.

(N = 98)
s Expectation Performance )
Specific area mean score mean score t° value
Visits to
famers' 80.00 43.82 28.08%*
field

** = Significant at 1 per cent level.



Table 14. Difference between role expectation and role
performance in specific area of maintenance

of diary.
(N = 98)
. ps Expectation Performance 1y
Specific area mean score mean score t' value
Maintenance 25.00 12.13 42.90%*

of diary

## = Significant at 1 per cent level.



5. Supply and services The 't' test conducted for the

data with respect to specific job area of supply and ser-
vices revealed highly significant difference between the

two mean scores.

This clearly demonstrated a wice gap between expec-
tation and actual performance of roles in respect of supply

and services.

6. Production of quality seeds and storage : The 't' test

applied for the data with respect to specific area of
production of quality seeds and storage showed highly signi-

ficant difference between the two mean scores.

This explained a significant difference between expec-
tation and actual performance of roles in respect of produc~

tion of quality seeds and storage.

7. Crop cutting experiments : The 't' test conducted for

the data with respect to crop cutting experiments pointed
out highly significant difference between the two mean

scores.

This showed a significant gap between expectation
and actual performance of roles in the area of crop cutting

experiments.

8. Biogas work implementation : The 't' test worked out

for the data with respect to biogaes work implementation

incdicated highly significant difference between the two

mean sCores.



Table 15. Difference between rolc expectation end role
performance in specitic erea of supply and

services.
(N = 98)
P Expectation Performance 1yt
Speciflc area mean score mear score t’ value
Supply and 25.00 12.53 40.80%*

services

** = Gignificant at 1 per cent level.
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Table 16. Difference between role expectation and role
performance in specific area of production of
quality seeds and storage.

(N = 98)

Expectation Performance

] ]
t' valu
mean score mean score 1 ¢

Specific area

Production of
quality seecs 30.00 13.82 43.72%*
and storage

** = Gignificant at 1 per cent level.
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Table 17. Difference between role expectation and role
performance in specific area of crop cuiting

experiments.
(N = 98)
P Expectation Performance 1ot
Speclflc area mean score mean score 17 value
Crop cutting 15.00 8.09 40.T76**

experiments

**% = Gignificent at 1 per cent level.



Table 16. Difference between role expectation and role
performance in specific area of biogas work

implementation.
(N = 98)
‘o Expectation Performance 1yt
Specific area mean score mean score t' value
Biogas work
implementa- 25.00 9.00 64 .00**

tion

*# = Significant at 1 per cent level.



This pointed out a bia qap between expectation and
performance of 1oles in the specific job area of biogas

work implementation by Agricultural Assistants.

ASSOCIATION BETWEEN DIFFERENT PEnSCNAL CHARACTERISTICS
AD ROLE PEKFORMANCE OF AGRICULTURAL ASSISTANTS

The relationship of several personal characteristics,
namely, age, education, experience, rural-urban background,
training ancd mass media exposure and performance are presen-

ted here under.

1. Age and role performance : The informetion in respect

of age and role performance of AAs are presented in

Table 19.

The chi-square test conducted showec non-signifi-
cant results which implies that the age of AA is not rela-

ted with his role performance.

2. Education and role performance : Table 20 gives the in-

formation on education cnd role performance of AAs.

The results of chi-sguare test indicated non-signifi-
cant results. Hence it is shown that educational level

of AA is not associated with the level of performance.

3. Experience_and role performance : Data on the length

of experience and role performance of AAs are presentecd in

Table 21.



Table 19. Age and role performance of Agricultural

$

Assistants.
(N = 98)
Level of performance X2

Sl. value
No. “ategory Low High  Total
1. Young 39 23 62

0.51Ns
2. Olc 20 16 36
Total 59 39 98

NS = Non-significant

J
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Table 20. Education and role performance of Agricul-
tural Assistants.

(N = 98)
Level of per-
Si: Category formance Total x2 value
Low High
1. SSLC anc
below 38 22 60
0.63"8
2. Above SSLC 21 17 38
Total 59 39 98

NS = Non=-significant



Table 21. Experience and role performance of Agricul-
tural Assistants.

(N = 98)
Level of
gé' Category performance Total X2 value
Low High
1. Below 8
yesrs 31 18 49
NS
2. 9-16 years 18 16 34 1.04
3. Above 16 10 5 15
years
Total 59 39 98

NS = Non-significant,
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The chi-square test carried out for the data showed
non=-significant results. This shuwed that there was no
relationship between lenath of experience and role per-

formance of AAs.

4. Rural-urban backaqround and role performance : Table 22

points out information on rural-urban background and role

performance of AAs.

The chi-square test carried out for the data indica-
ted non-significant results. This revealed that there was
no relationship between rural-urban background and their

role performance by AAs.

5. Training and role performance : The cata in respecct

of training received and role performance by AAs are

presented in Table 23.

The chi-square test conducted for ithe data gave non-
significant results. This implied that there is no associa-

tion between training received and role performed by AAs.

6. Mass media exposure and role performance ¢ The infor-

mation in respect of mass media exposure of AAs and their

role performance is shown in Table 24.

The chi-square test conducted for the data pointed
out non-significant results. This revealed that there was
no relationship between mass media exposure and role per-

formance.



Table 22. Rural-urban background and role performance
of Agricultural Assistants.

(N = 98)
Level of
3&' Category performance Total X2 value

Low High

1. Rural 37 19 56

3.09M°
2. Urban 22 20 42
Total 59 39 98

NS = Non=-significant



Table 23. Training anc role performance of Agricul-
tural Assistants.

(N = 98)
Level of
ﬁi: Category performance Total X° value
Low  High

1. Low 27 18 45
O.OOINS

2. High 32 21 53

Total 59 39 98

NS = Non-significant



Table 24. Mass media exposure and role performance
of Agricultural Assistants.

(N = 98)
Level of
gi‘ Category performance Total X2 value
Low High
1. Low 27 19 45
0.00le
2. High 32 20 53
Total 59 39 98

NS = Non-significant



DISCUSSION



V. DISCUSSION

The resulis of the study are discussed in detail

in this chapter under the following headings :

1. Overall role performance of Agriculturel
Assistants under 'Training and Visit'

system.

2. Role performance of Agricultural Assistants
in specific job areas.

3. Overall difference between role expecta-
tion and role performance of Agricultural

Assistants.

4, Difference between role expectation and role
performance of Agricultural Assistants in

specific job areas.

5. Association between different personal charac-
teristics and role performance of Agricultural

Assistants.

OVERALL ROLE PERF(KMVA!'E OF AGRICULTUHKAL ASSISTANTS
UNDER 'TRAINING AND VISIT' SYSTEM

Results in Table 1 indicates that majority (60 per
cent) of the AAs were in low role performance category,
while only 40 per cent of them were in high role perfor-
mance category as rated by their superior officers i.e.,

AAOs and ADAs. This finding is in line with the findings



of Kolte (1972), Perumal (197%) and Janardhan (1979).
The finding of Kolte indicated that 50 per cent of AEOs
had their performance lcvel below average, while
Perumal's study indicated that 84 per cent of them
were under medium and low performance groups and in
Janardhan study nearly 73 per cent of AEOs were under

low and medium performance levels.

Thus, the study indicated that there is ample scope
for increasing the performence of AAs under T & V system.
The low role performance of AAs may be attributable to
several reasons. The AAs have been called upon to adjust
to a different working environment in the system. In the
T & V system, the job expectations are entirely different
from that of 0lo system for which the AAs are not geared
to be equal to the task assigned. Either the expecta-
tions are high or unrealistic or the AAs do not have
proper working conditiors to perform better. Therefore,
more training anc guidance as to what their roles are in
the new systems have to be provided to the AAs by the
Supervisors of the system. It is also very essential
that the working climate needs to be changed to improve
their performance. Above all, the basic problem lies
with the recruitment. While selecting AAs it 1is very
essential that suitable candidates having right attitucde

to do field work need to be recruited.
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When supply and service facilities to the farmers
happen to be inadequate, the performance abilities of AAs
get lowered. Mere teciinical qguidance and advice will not
help increase agricultural production unless these gui-
dance ano advice are matched by supply and services such
as seeds, fertilizers, chemicaels, credit etc. This aspect

needs to be given attention to in the system.

ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS IN
SPCEIFIC JO3B AREAS

The role performance of AAs in specific areas
against what is expected of them is given below in order
to know the areas in which AAs performance is weak and

needs strenathening.

1. Planning ¢ Table 2 points out the role performance

of AAs with respect to specific area of planning. About
54 per cent of AAs were fuund to be in the high perfor-
mance category compared to 46 per cent in the low perfor-

mance category.

Eventhough more than 50 per cent of the AAs came
under high performance cstegory, there is lot of scope
to improve. There seems to be no systematic planning for
better utilisation of scarce resources like money, men and
time. This aspect needs lot of emphasis and the immediate
supervisors like AAOs anc AOs have to guide and monitor

the planning aspects regularly.
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Since timely operations in agriculture are important,
planning at the field level is of paramount importance.
Effective planning of extensioun activities require more
than a translation of general objectives anc strateagies
into specific procuction recommendations and an attempt to
ensure the aveilability of inputs required by the farmers
to implement these recommendations. The AA being the grass
root level worker is the proper person to decide about the
local priorities, neecs anc resources available for imple-
mentation. Since AA is a liaison man between the farmers
anc¢ the Government, he should ensure feec back at lower
levels especially at the fortnicghtly training session where
AAs must report on farmers resource conditions and reactione
to production recommendatiuns. For this he hes to have
statistics about the area, production of different crops,
level of procuction, constraints fcr proouction, research
results. Besides, he has to work and plan in collaboration

with local input agencies anc farmers.

2. Participation in fortnightly training : In the specific

area of participation in fortnightly training about 54 per
cent of the AAs were under low performance category and 46
per cent of them under hich performance category as depic-

ted in Table 3.

This kind of result may be cdue to the fact that many
of the AAs are not attending fortnightly trainings on a

regular basis and also not participating actively in the
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treinina proarammes by askina cquestions, seekina clarifi-
cations, aeiting solutions to the piroblems putforth by

fermers during the visit of AAs to their plots.

Apiert from field work, the other main responsibility
of the AA is to receive training. The training most fre-
guently anc 1egularly helcd for the AA is the fortnightly
training session. It is here that the AA, together with
his AAU, learns the recom.endations and their impact points
for the coming twe fortnights. Fortnightly training is
also en important venue for feed back from the field to
other extension staff anc to research anc input orgeniza-
tions. The AA must report thoroughly on the field situa-
tion, problems faced by the farmers, their reactions to the
previous recommencations, local market conditions and the
demanc for and availability of different irnputs ancd services

in his circle.

The results incdicete thet the AAs performance with
regard to forinightly training session is orly an average
and it needs to e improved. For this the AAOs who are the

immediate supervisors have to play a creative role.

3. Visits to farmers' fields : The results on role per-

formance of AAs in the specific area of visits to farmers'
fielc are presented in Table 4. It indicates that majority
(59 per cent) of them were under low performance cetegory
while only 41 per cent of them were under high performence
cateqory. The reason for low performance is that many of

the AAs are not following the schedule of visits.



In the T & V system all extension staff make fielc
visits but the frequency and intensity of contact with
farmers by AA is much more than that of other staff.
Visits of AAs should be field oriented, regular, specific
and purposeful. Durino the field visit the AA should dis-
cuss with the farmers the field situstion, answer their
guestions raised or make note of them to discuss in the
next fortnightly meeting, teach the farmers about speci-
fic recommendations to fit the resources of the individual
farmer using teaching aids and demonstrating the actual
field operations. He is also to tell the farmers of the

day of his next fielc visit.

The results clearly show that majority of the AAs
(59 per cent) fall in low performance category on this
very important duty. The AAs have the primary duty to
spend lion share of their time in the field observing
crops, discussing with farmers, demonstrating the new
techniques and observe the adoption of recommended prac-
tices ancd get feed back. The fact that 59 per cent of the
AAs do not score well on this count implies that there is
something radically wrong in the system. Recruiting
persons who heve affinity for field work, providing
incentives like quarters ancd transport facilities besides
tightening the supervision aspect may go a long way in
streamlining this very important part of the duty which

subscribes tangibly to the increase in agricultural produc-



tion by farmecis. It also helps betlter rspport with
farmers,bctter feed back to research and better imaqe

formation of the extension system.

4., Naintenance of diary ¢ The results in Table 5 reveal

that 59 per cent of AAs were low performance anc 4] per
cent of themn were high performers with regard to main-
tenance of diary. This shows the importance attached to
this crucial document by AAs. Diary consists of daily
record of the work, observations made during the visit,
problems noticed and solutions offered by them anc also
recording problems which need to be discussed during

fortnightly traininag.

The diery is a personal record of an officer's,
worker's activities primarily desioned %o help the
person work effectively. The only written report
required of AA is the daily diery. Properly used, a

well designed diary can greately enhance the effective-

ness of extension work. Diary of AA is used to record
three main items. First, they serve as a handy record
of relevant basic data of the area served by AA. In the
diary the area of the AAs circle is defined and the
bezsic characteristics of farmers and the agricul-
tural practices followed in the area are recorded.

Second, there is a daily record of crop condi-

tions, production problems and farmers reactions to



recommendations. Third, since the main recommendations
and impact points from fortnightly training sessions are
recorded in it, diary is an important day-to-day guide

for the AA in his field activities.

The results clearly indicate that the AAs are not
taking this important work seriously. There is a need
to guide the AAs in the maintenance of proper diary which

could be done by their immediate supervisors.

5. Supply and service ¢ In this specific area 54 per

cent of the AAs were under low performance category as
against 46 per cent of them being under high performance
catejory as revealed in Table 6. The uhsatisfactory per-
formance of AAs in ascertaining the requirement of inputs
and communicate it to the concerntd authorities at o;icia-
tional level to make timely supply, informing the farmers
about the availability of inputs, sources of credit and
distribution of minikits are the causes for the kinc of

results obtained.

The timely supply of agricultural inputs like seeds,
fertilizers, chemicals, credit, power, fuel, irrigation
water, implements and so on is as important to agricul-
tural development as supplying suitable technical advice.
Extension cannot make a significant impact on agricultural
production, if the inputs required to implement its advice

are not available. Extension advice is also important



for input utiliration, since little can be achieved by
farmeis who do not know how to use input utilization,
since little cen be achieved by farmers who do not

know how to use inputs efficiently and profitably. Thus,
agricultural input and agricultural extension are mutually
dependent. However, the linkage does not go to the extent
of handling or distributing the inputs by AAs or AAOs.

But they have an important role in advising input agen-
cies of the actual supply situation in the field and anti-
cipated demand and thereby coordinating input supply with
farmers' needs. This restricted involvement of extension
staff in inputs is a radical change from the close involve-
ment with inputs of the earlier multifunctional extension

system.

The results categorically show that the AAs have
not been successful in coordinating the input supply at
operational level. This situation cells for coordinated
efforts on the part of the AAs as well as on the local
input agencies, The AAs have the responsibility of advis-
ing the input agencies of the supply situation in the
rural areas and of the anticipated demand, and advising
farmers on availability of inputs, input prices and input
outlets to ensure adoption of procuction recommendations.
Field staff of input agencies bear responsibility for
veryfying supply &nc demand trends. For all these, it is

the responsibility of the AA to encourage representatives



of input acencies to porticipete in fortnightly training
sessions. The problem lies in reciprocating the efforts

of AAs by the input agencies.

6. Production of quality seeds and storage ¢ In this area

about 67 per cent of AAs were in low performance category
and remaining 33 per cent belonced to high performance
category as given in Table 7. This shows that AAs had poor
performance in the activities like advising the farmers on
the production of gquality seeds, organising training pro-
grammes, making fregquent visits to fammers fields where
seed procuction hss been taken up, conducting method demon-
stration on the storage of grains etc. The poor performance
of AAs in this aspect might be due to the fact that the
procuction, certification and distribution of seed is not
AAs responsibility in the system as it is entrusted to some
other agencies like seed certification and seed federation

agencies in the state.

7. Crop cutting experiments ¢ Table 8 shows that 53 per

cent of AAs belonged to high performance category while

47 per cent under low performance group. Probable reason
for this kind of a situation may be that many of the AAs
were not performing these activities effectively, since
they were not very much involved in training anc conducting
of crop cutting experiments, as it is thé primary responsi-
pility of the statistical department in the state and these

agencies have not taken up seriously the role of AAs in this
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aspect. This explains the lock of coordination at the

operational level.

8. Bioqas_work implementation : Most of the AAs (92 per

cent) were under low performance category in this area
as indiceted in Table 9. This may be due to the fact
that this work is also entrusted to the bioges supervi-
sors attached to the Block Development Officer, whose
exclusive work is to promote this work. Nevertheless,
bioges work has been taken up successfully by AAs in the
areas where there are banks to sanction loans and subsi-
dies. It is possible that the AAs located near the
Netionalised bank branches were more successful in

getting this work done than others.

OVERALL DIFFERENCE BETWEE! KHOLE EXPECTATICN AND
ROLE PERFORMANCE OF AGRICULTURAL ASSISTANTS

The information in Table 10 reveals the cifference
between role expectation and role performance of Agricul-
tural Assistants in the T & V system. The 't' test worked
out for the data indicated highly significant differences,
thus, pointing out a wide gap between overall role expec-
tation and role performance. The probable reasons for
this kind of findings may be that the Agricultural
Assistants have not been able to play their roles as

expected because of several limiting factors operating
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in the system. It is interesting to note thct mejority
of the AAs come under low per{ormence category. Alsou it
is to be noted with concern that in all the 8 sub areas
of job prescription there is a significant difference

between what are expected anc what are performed.

Inspite of the best trainino given to AAs on a
regular basis and despite weaning him from other develop-
mental works and putting him in agriculturel department
exclusively, there are some inherent problems in the
system. May be that the farmers are not too respcnsive
to the new technology is perhaps the reason for unsatis-
factory results. Coupled with this is the unkind envi-
ronment. Since the whole area where in the research
was concucted is a c¢ry tract with very scanty rainfall,
crop production is found to be risky. Therefore, the
farmers are not responsive to the new technology which
is risky encd capital intensive,bad market and low prices
woulc wash of their borrowec capitel snc hard labour.
This kind of apathy on the part of the farmers is not
conducive for agriculturel develcpment anc this needs to
be broken by better educaticral snc motivational methods

anc als: ensuring confidence in the dryland technology.

Hence the hypothesis set for the study thet there
is no cdifference between overall role expectation and

role performance by AAs in T & V system was rejectec.

————_.

A . 271
; Universitg 1inean,




D1-FERENCE BETWEEN KOLE EXPECTATIUNS ANL hOLE PEnFORMANCE
OF AGHLICULTUnAL ASSISTANTS IN SPECIFIC JOB AKEAS

The perusal of Tables 11 to 18 incicated vast diffe-
rence in the performance against the role expectation by
AAs in the 'T & V' system in the specific area of planning,
perticipetion in fortnightly training, visits to fammers'
field, maintenance of diary, supply anc services, procuc-
tion of quality seecs and storage, crop cutting experi-
ments and biogas work implementation. When this data were
subjected to 't' test, the results have shown that there is
significant difference between role expectation anc role
performance by AAs in all the job items prescribed. This
implies that there is a long wey for the AAs to improve
their role performance. This wice cap between what is
expectecd and what is achieved is probably due to many
constraints operating in the 'T & V' system. Therefore,
it is suggested thet the functionary like AA who serves
as a liaison between the farmers and Government should be
able to gear up his task to the expected level of the
Government so that the farmers receive greater satisfac-
tion of the service. The fact that this is not happening
in the fielc as shown by the results indicates an unsatis-
factory aspect of the situation in the working of the

'T& V' system.
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This trend neecds to be arrested from the pointl of
view of effective implementation of 'T & V' programme.
The role arecas like "planning" are very essential for
agricultural operations and if the AA is not well worsec
in the aspects of planning of extension activities like
sheduling of visits,collection of statistics, planning
for inputs etc., agriculiural development suffers a
great deal. Therefore, it is necessary that the AA has
to be properly trained by the managers of the system
with respect to some of the elements of planning for

better performance.

Fortnightly training programme to the AAs are
organised by the subject matter specialists who are
trained by the Master trainers about new technology in
the monthly viorkshops. Fortnightly trainings provide
opportunities for the AAs to get messages for the coming
two fortnights and also interact with the subject matter
specialists to get solutions for many of the fielc
problems they encounter. This kind of feed back is
possible only when the AAs regularly attend the fort-
nightly training programme, actively participate in
deliberations. The fact that this is not happening in
the field to the expected level indicates much dis-
appointment to both the faimers and managers of the
system. Therefore, it is necessary that there should

be a clean mandate to AAs to attend workshops meant for



thein, besides trainers in the fortnightly workshop
i.e., subjcct matter specialists of Agronomy, Plant
Protection, inputs etc., have to maeke the training
programmes attractive to the AAs by discussion, use

of specimen, audio-visual aids etc., instead of provid-

ing stereotype lecturing and message formation.

Visits to farmeis field by the AA is of paramount
importance in the T & V system, because it is here that
the AA renders help to the farmers by giving timely
messages, teaching them skills and advicing them on
day-to-day field operations. Therefore, it is empha-
sised in the system that there should be fixed visits
by AAs to the farmers fields. The fact that the visits
by AAs to farmers fielc is far below the expected level
is not encouraging. Therefore,it is suggested that the
superior officers like AAOs, AOs and ADAs should closely
supervise the visits of AAs to the farmers field and
provide constructive guidance for better performance

in this important item of the job.

In the diary the AAs record of their work, observa-
tions, problems, important messages to be communicated,
supply position etc., would help AAs to perform better.
It is found that the AAs are lagging behind even in this
aspect of the job. So the AAOs should closely monitor
follow up activities and help the AAs to do better in

the matter of maintenance of diary.
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Supply and seivice is an important component
of the T & V system, mere aiving of messages will not
help for adoption. The messages have to be backed by
supply and services like seeds, fertilizers, credit
etc. Therefore, it has become mandatory that the lpcal
input agencies should participate in the fortnightly
training programmes organised so that extension func-
tionary come to know as to what is available and where.
This would help tailoring the messages to the availabi-
lity of the inputs. A close rapport building between
extension functionary on the field and local input
agencies is very important for the successful implemen-
tation of T & V system. It is therefore suggested that
the field functionary like AA should not stop his work
by mere dispensation of messages to farmers but he
should continue follow up with the input agencies to

make available the required inputs to the farmers.

Good seed coupled with better agronomic practices
is the only hope for higher production and the purity of
seeds has to be maintained. There should be seed multi-
plication programme on a systematic basis for, the AAs
should act as a link between fhe farmers ~nd seed certi-
fication, distribution agencies. The‘results of the
investigation reveal that the guidance proviced by the
AAs to the farmers in this aspect of the job is not
satisfactory. This may be due to the fact that AAs .



have not been trained in seed production technoloagy

and also due to the fact that the seed certification
and seed marketing federation aqgencies in the state,
have not made any effort to involve, train, and

educate AAs in these activities, eventhouch, they do
not have the field functionaries like AAs for visiting
farmers' field and providing guidance to the farmers.
The lack of coordination at the operational level
between two government agencies is responsible for

low performance of AAs in the important task of produc-

Lion of quality seeds.

The crop cutting experiments are needed to know
the production levels and to determine the progress
achieved, the Department of Statistics is entrusted
with the task of carrying on crop cutting experiments
at the field level to record the yields of different
crops in colieboration with the Department of Agricul-
ture. The fact that the AAs performace in this activity
is far below the expected level indicated their non-
involvement in the process. Since the Statistical
Department does not have the staff at the village level,
it is incumbent on their part to make use of this func-
tionary for crop cutting experiments. The fact that
this has not happened indicates lack of coordination
between the two agencies at the field level. It is

economical and also useful, if the AAs are trained on
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crop cutting experiments and their services are made use
of since the AAs are involved in motivating farmers about
the use of new technology. It is likely that they may
evince more interest in ascertaining the progress of the

recommendations which are reflected in yield levels.

Biogas is an important prooramme to solve the
crisis of energy besides it is a boon to the farmers from
the point of view of enrichment of manures. This impor-
tant segment of rural development is carried out by multi-
agencies. Since the biogas programme involves farmer's
family and his production, the Department of Agriculture
needs to have & concern for this programme. Therefore,
the biogas programme is promoted by Department of Agricul-
ture along with other agencies, it 1is quite possible to
think that fermers do not have sufficient resources to
invest on biogas plant and expect the Government help in
this regard by way of loan or subsidies. This important
rural development work needs to be channelised through
AA who naturelly has the concern for the farmers in the
villages whetever may be the nodal agencies for implement-
ing this programme. AA should be deeply involved in this
work at villege level by these agencies for better imple-
mentation. The fact that there is a wide gap between
expectation and achievement by AA in this field suggests
that the AA's involvement in the task is only superficial

and there is complete absence of coordination among various
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agencivs implementing this programme. A clear cut policy
of the Government in implementing biocaas proqramme and
role of AAs in it has to be laid out for better progress

of the programme.

Hence, the hypothesis set for the study that there
is no difference between role expectation and role perfor-
mance of AAs in specific job areas was rejected and alter-
native hypothesis that there is difference between role

expectation and role performance was accepted.

ASSOCIATION BETWEEN PERSONAL CHARACTERISTICS ANL ROLE PER-
FORNANCE OF AGRICULTURAL ASSISTANTS

1. Age and role performance ¢ The results in Table 19

indicate the non-significant association between age

and role performance of respondents.

This finding is on par with the findings of Frutchy
(1958),8alvi and Dudhani (1967), Rajgopal (1967), Veera-
bhadraiah (1980), Ramashiva Reddy (1982), Shobana (1982),
Shivalingegowda (1985) and Laxmidevi and Venku Redcy(1984)
who found no association between age and role performance.
However, Wilkening (1957), Patel and Leagons (1968), Kherde
anc Sahay (1972), Reddy (1976), Janardhan (1979), Nikhade
and Kitey (1984) found significant association between age

of the respondents and their performance.

The results imply that physioclogical phenomena of
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age has nou influence eithe1 positive or negative on

the performance of AAs. The hypothesis that younger
the age the performance will be better since young
people are active, dynamic, enthusiastic ano possess
energy to do lot of activities does not get support.

On the other hand, aged persons with their experience
will be better in their performance, also do not find
evidences. This implies that the performance of AAs is
independent of the age. This sugcests that young and

old AAs are alike in performing their jobs.

2. Education and role performance ¢ The results indi-

cated that there was no significant asscciaticn between
educational qualification of AAs and their role perfor-
mance (Table 20). Majority of the AAs were matriculates
and only few had graduated. Hence, the distribution was
very uneven. This could be the reason for non-signifi-
cant association of education and performance. This
finding is in complete agreement with the findings of
Dube (1958), Kherde and Sahay (1972), Rejegopal (1977),
Janardhan (1979), Ramashiva Reddy (1982}, Shobsna (1982),
Laxmidevi anc Venku Reddy (1984) who found non-signifi-
cant association of educational qualificetion with per-
formance. However, Rahudkar (1962), Bisen and Dhama
(1963), Salvi and Dudhani (1967), Patel anc Leagons
(1968), Nikhade and Kitey (1984) and Mishra (1988) found

significant associastion of educztional quelificstion of

respondents with role performance.
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Education through which one learns the knowledge
end skills and changes attitude to mould his personality
should have had its impact on the performance of AA.
Because of uniform educetional levels due to recruit-
ment policies, the impact of educaticn on performance
is not felt. The other reason may be thcot for a field
workers' job like AA, any higher academic achievement
may be a handicap as they vecome status conscious and do

not work on the field.

3. Experience and role performance : The findings in

Table 21 reveal that experience and role performance

were found to be not significantly associated.

This finding gets the support by results of
studies of Frutchey (1958), FRajccopal (1977), Veera-
bhacraish (1980), Remashiva Reddy (1982}, Shobana (1982),
MNikhade and Kitey (1984) and Shivelingegowda (1985) who
found non-significant relationship between length of
experience anc performance. However, Rahudkar (1962)
and Mishra (1988) found significant associetion betweenv

length of experience and performance of extension personne.

It is possible that more experience may have resul-
ted in the declining efficiency by the AAs due to the
advance in age and impairment of senses to hear, read
and see. Apert from the physical handicaep to lezrn and

act, the aged persons are likely to feel the work monotonot



To break this monotony aenc Lo cncouzraege Lhew to sustain
their dinterest in the wori, 1t is very neccssary to
piovice incentives like free accommovetioun,iransport
and some rural allowance, besides, establisning a promo-
tionel policy with liberal rules, thus, piovidino oppor-

tunity for them for hicher mobility in the hiereichy.

4. Rural-urban backoround end role performance : An exami-

nation of the results in Table 22 reveels that performance
of AAs is not siconificantly related to their rural/urban
backaround. This finding is similer to the findinaos of
neddy (1976), Rajagopal (1977), Jenardhan (1979), Ramashiv:
Reddy (1982), Shobana (1982) and Laxmidevi and Venku Reddy
(1984) who found non-significant associstion of rural-urbar
background with role performance. However, MNey (1952),
nahucksr (1982), Biser and Dhama (1965), Shivalingegowda
(1985) and Mishre et al. (1986) found significant associa-

tion bet.veen rural-urban backoround and performance.

There is an assumption that persons coming from the
same socio-economic envir.nment will have a sort of affinit
for that cless of peuple and work more efficiently than
others in new environment. Since AAs jo2 is 100 per cent
located in rural erea, pezple from rural backgrounc may
perform their duties belter in such situations beccuse of

homophily &nd better commanc of local situetiors, but the

results have proved otherwise. This micht be due to the
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fact that most of the AAs possess rural backaround as
they are cdrawn from rural arcées only anc¢ urbeaen people
naturally shun such jobs which are strenuous and require

long hours of work on the field.

5. Treininag anc_role performance ¢ There wcs no signi-

ficent association between training received by the

AAs ano their role performance, as indicatec in Table 23.
This fincing is similar to the fincings of Janardhan (1979),
Veerabhadraiah (1980), Reddy (1982), Shobana (1982) and
Nikhade anc Kitey (1984) whc found non-significant asso-
ciation between training and role performence. However,
Verheij (1966), Salvi and Duchani (1967), Patel and Lea-
gons (1968), Kherde anc Sshay (1970), Singh anc Srivastava
(1970), Jha ancd Sharma (1973) and Mishra et al. (1988)

founc significant relationship between training ano per-

formance of extension personnel.

The plausible reasons may be that most of the AAs
get almost similar type of trainings and veriations are
seldom seen. Apart from this, in the T & V system there
is a regular fortnightly tiaining arranged by the S\MS to
the AAs on the technolcgy to be given to the farmers for
adoption in the ensuing fortnicght. This being common
for all the AAs there was very little yariation found on

this count among AAs.



6. Mass medis expusure enc role performance $ Table 24

reveals non-signiiicant association between mass media
exposure anc role performance of AAs. This finding is
in contrast to the findinas of Ramashiva Reddy (1982) anc
Shivelingegowda (1985) who found significant associatiun
between maess media exposure anc job performance of AAs

and Extension Guides, respectively.

Inspite of the fact that the mass media exposure

is the cause for modernising the people; it is of limited
use to put the people for action. Mass media might have
been responsible for the AAs to acquire more knowledge

and in{ormetion but they have not been of much use for
bringing higher performance on the field. The results of
the stiucy suggest that eventhough mejority of the AAs had
higher mass media exposure, many of them were not perform-

ing better.

Hence, the hypotheses set for the study that there
is no association between personal characteristics viz.,
age, education, experience, rural/urban background, train-
ing and mass media exposure and role performance by AAs

was accepted.
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V1. SUMMARY

India, being predominently an aqricultural country,
has been striving hard to increase agricultural produc-
tion throuoh the application of science and technology
by multitude of farmers. Training and Visit system is a
reorganised aqricultural extension system for achieving
increesed soricultural procuction, where the Agricultural
Assistant has tu play a pivotal role, as he happens to be
the initiator, legitamizer, motivstor and executor of all
agricultural extension programmes at the village level.
Nevertheless, the important grass root level functionaries
are not able to be equal to the task expected of them and
their performance level is always assumed to be for below
the expectations. It is rot known why this wide gap
between what is expected anc what Is performed? Very few

scientific investigations have been conducted in this area.

Hence, the present investigation was taken up with

the following objectives :

1. To ascertain the role expectations of Agricul-
tural Assistants

2. To assess the role performance of Agricultural
Assistants

3. To identify the gaps between role expectations
and role performance and

4. To identify the personal cheracteristics associa-
ted with the role performance of Agricultural

Assistants.



The study was concucted in Chilradurge district
of Karnataka State durinc the ycer 1989. There are 9
taluks in Chitradurga district out of which five taluks
were randomly selected for conducting the study. Five
taluks selected were : Challaskere, Harihara, Hiriyu:,
lMolakalmuru and Jagalur. All the 98 AAs available at the
time of investigation in these five taluks were taken as
respondents. Superior Officer's ratings were taken from
all the Assistant Agricultural Officers and Assistant
Directors of Agriculture of these taluks. The sample
consisted of 98 Agricultural Assistants, 19 Assistant
Agricultural Officers and 5 Assistant Directors of Agri-
culture. Age, education, experience, rural-urban back-
ground, training and mass media exposure were taken as

the independent variables.

The questionnaire was administered persconally to
all the selected AAs and handed over to AAOs anc ADA.
The informetion was obtainec using appropriate rating

scales developed for the study.

The data collected were put to analysis with the
help of statisticel tools to test the significance. The
Kendall coefficient of concordance (W), paired 't' test

anc chi-square tests were used to analyse the data.

The main findings of the study are briefly presented

as follows:
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1. Mcjority (00 per cent) oif Agricultural Assistants
were in low perfoimence category when their overall per-

formance was considered.

2. Majority of the AAs were in high performance
category in the areas of planning (54 per cent) and crop

cutting experiments (53 per cent).

3. Majority of AAs were in low performance category
in respect of participation in fortnight trainings (54
per cent), visit to farmers fields (59 per cent), main-
tenance of diary (59 per cent), supply and services (54
per cent), procduction of quality seeds and storage (67

per cent) and biosas work implementation (90 per cent).

4. There was a wide gap between overall role expec-
tation and overall role performance of Agricultural

Assistants and also with respect to different job areas.

5. The independent varisbles viz., age, education,
experience, rural-urban background, training and mass
media exposure of AAs were not significantly associa-

ted with their performance.

Implications and suagestions

The present investigation was an attempt to study
the role expectations anc role performance of AAs in the

T & V system in Karnataka. It was also an attempt to

102
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identify some personal chorccteristics associated with

the performance.

The study has categorically revealed that majority
of Agricultural Assistants were low performers. There
was & wice gap between role expectation and role perfor-
mance. The personal characteristics considered viz., age,
education, experience, rural-urban background, training
end mass medla exposure were found to have no signifi-

cant association with performance.

The fact that majority of the AAs were low perfor-
mers and there was a significant gap between what is
expected of AAs anc wnhat is performed by them clearly
shows the tardy implementaetion of T & V system at the
field level. This implies that either the expectctions
are very high end unrealistic or there are no serious
efforts on the part of the AAs to be equal to the tgsk
assigned to them. Besides, the environment in the system

may not be concucive for better performance by the AAs.

Despite regular training and supervision and guidance
by the superiors, the performance of the AAs 1s at the low
ebb in all the aress studied. This indicates thatl the
training and supervision in the system are not effective
and there is a need to have effective training programmes

and efficient supervision and guidence mechanisms in the
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system. The immediale supervisors of AAs are the AAOs
and AOs who have to train and guide the AAs properly.
The low performance of AAs implies that the AAOs and
AOs are not effectively guiding and helping the AAs to

discharge their functions.

The performance of the AA is good when the recommen-
dations he makes are put into practice by the farmers.
This depends upon the availability of inputs, supply
and services over which the AAs have no control. No
doubt, they have to coordinate with the input agencies at
the local level. Since AAs status may not be adeguate
to bring aboul such a kind of coordination, there is a
need for coordination at different levels to streamline
supply and services, which are very essential for better
performance. The managers of the T & V system need to
rethink about how to echieve better coordination at

different levels to provide needed inputs to the farmers.

It was @lso found that personal characteristics viz.,
age, education, experience, rural-urban background, train-
ing end mass medie exposure of AAs were not associated
with their performance. This has got wider ramifications
for recruitment &sno training of AAs. This is probably due
to the fact that ell these characteristics are uniform with
most of the respondents. This implies that there are fac-

tors other than these which determine the performance of
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AAs. Future researchers may concentrate on identi{yino
those faclors which have a direct bearina on the perfor-

mance of AAs.
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VIII. APPENDICES

APPENDIX =~ I

INTERVIEW SCHEDULE

PART-1

1. General information

(i) Name of the Agricultural

Assistant

(ii) Taluk : Circle :

2. Age years
3. Education [ Please ( _/ ) mark against your answer ]

Below SSLC / SSLC passed / PUC passed / Diploma in
Agriculture / Graduate / Any other specify :

4. Rural-urban background [ Please ( _/ ) mark against your
answer ]

Rural / Urban

L 1]

(i) Native place

Farming / Service /
Business / Others

(ii) Father's occupation

(iii) Place of study upto ¢ Primary : Rural / Urban
High
School
College : Rural / Urban

Rural / Urban

(iv) Number of years you have stayed in rural areas

years.
5. Experience
(i) Total experience years

(i1i) As Agricultural Assistant years



(iii) Other cxperience (spocify)

(a) _ _Yea1s
(b) _______ Years
(c) _____Years

6. Mass media exposure

(2) Do you read the following? [ Please (/) mark
against your answer |

Newspaper / Maoazines / Journals / Books on Aori-
culture / Extension Literature like folders, leaf-
lets etc. Any other specify

(b) i. How often co you read newspaper? [ Please (/)
mark against your answer

Daily / .leekly once or twice / Monthly once
or twice

ii. How often do you read journals? Magazines?
[ Pleasc (/) merk against your answer ]

. Weekly once Monthly once
Daily / or twice / or twice

(c) How often ¢o you listen to radio? [ Please ( _/)
mark approoriate answer ]

Daily / Weekly once or twice / Monthly once or twice
(d) Frequency of viewing agriculture programme on tele-
vision.

Weekly / Occasionally / Never

7. Are you trained after your appointment? YES / NO



If yes, what type of training?

Name of the treining Duration Place of Lraining

i. Preservice training

ii. Inservice training

iii. Any other specify

PAKT-11

(Performance rating)

Below are some of the role expectations. Rate your perfor-
mance against the dimension given under :

Performance
Sl. .
Role expectations
No. Exce- Very .
llent good Good Fair Poor
1 2 3 4 5 6 7

I. Planning

l. Collection of basic stati-
stics on villages and farm
families

2. Collection of agricultural
statistics on crops, rain-
fall, land holdings etc.

3. Analysis of agricultural
information

4. Dividing the farmers into
eight groups and selection
of contact farmers for each
group consisting small far-
mers and marginal farmers

5. Preparing the map of the
area of operation
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7.

8.

9.

10.

11.

12.

13.

Explaining in detail to the con-
tact farmers their roule anc res-
ponsibility and informing them
about the names of other farmers
in their group

. Participation in fortnightly

training

Attending fortnightly training
sessions regularly for the last
one year

Active participstion in the
training session by way of ask-
ing guestions, providing infor-
metion, seeking clerificetion
etc.

Bringing field problems to the
attention of SMSs anc getting
solutions

Assisting SNSs and AAOs in finali-
zing useful and practical messages
to be given to farmers during the
ensuing visit

If there are unsolved problems
in the field fixing the dates
for the visits of SMSs to such
fields to give solutions

To participate actively in skill
practice during training sessions

Obtaining information regarding
the practices relevant ancd timely
to the area during this training-
sessions

III. Visits to farmers field

14.

Preparation of schedule of visits
well in advance for every fortnight



16.

17.

18.

19.

20.

2].

22.

23.

24.

25.

26.

27.

Following the schedule of
visits to contact farmers
on specific dates

Visiting 211 the ccntect
farmei1s and maximum number
of other farmers

Visiting farmers fields to
teach them skill, solve in-
dividual problems and suggest
technoloay suitec to their
conditions

Visiting the fields anc obser-
ving &s to what exteni the
farmeirs have adopted the re-
comnendations that were civen
to them curing the previcus
visit

Ascertaining the reasons from
farmers for non-acoption of re-
commendecd practices

Orgenising treining ceanps

<

oy
meetings &nc group discussions
to farmers

Claerifying doubts on fields
problem of farmers

Concucting method demonstira-
tions

Conducting farm triaels

Corducting field visits to
demonstration plots

Collection of soil samples
from farmers

Sending them to laboratories
for analysis

Communiceting the results of
soil test to the farmers



28&.

29.

Iv.

30‘

31.

33.

34.

Ensurina the adoption of soil
test results by farmers

Guiding anc motiveting contact
farmers sno other fermers to
accept anu sdupt all recommended
practices

Maintenance oif diary

‘aintenance of daily recorc of
the work in the diary

Recording ir the diery observa-
tions mace during the visit to
farmers fields

Recording In the disry the pro-
blems noticed in the field

Recording in the diery the
sclutions offered

Recording separately such problems
which need to be dicscucecd et  the
time of fortnightly training
session with QS

V. Supply and services

35.

3o.

37.

Ascertaining the requiremnent of
inputs such as seeds, plant pro-
tection chemicals, fertilizers,
crecdit etc., for the area for
each season

Communiceting the indent of in-
puts required for his circle to
the concerned AAO and ADAs.

Arrange for repairs and main-
tenance of plant protection
eguipmentis



38.

39.

VI.

40.

41.

42.

43.

44.

45,

Informing the farmers about
the source of credit such as
banks anc co-operative socie-
ties

Distributiorn of minikits and
subsidies to farmers

Production of quality seeds

and storaqe

Advising the farmers on the
production of quality seeds

Training the farmers on the
method of selecting quality
seeds from their own produce

Organising training programmes
for farmers willing to takeup
seed production

Making frequent visits to far-
mers plots where seed produc-

tion is taken up and advising

them suitakly

Conducting training programmes
on the storage of arains for
the benefit of contact farmers
and other farmers in the
village

Conducting method demonsira-
tion on the storage of grains
in the bins

VII. Crop cuttinc experiments

46.

Informing the concerned
farmers about the visit of
crop cutting experiment
team
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47. Assisting the other Departmental
Officers in crop cutting experi-
ments

48. Maintaining the results of crop
cutting experiments for doing
extension work

VIII. Biogas work implementation

49. Motivating farmers to take up
biogas plent

50. Assistinc farmers to get credit
ano subsidy

51. Assistino farmers in the in-
stallation and meintenance of
biogas plants

£2. Maintaining records regarding
biogas plants in his circle

53. Participation in biogas train-
ing programmes



APPE!NDIX-I1

EVALUATIQ! OF THE PEILFORMANCE BY ASSISTANT AGhICULTUHAL
OFFICEKS AND ASSISTANT DIRECTOnS OF AGHICULTUKLE

Name of AA: Circle: Taluka:

—————

Given below are some of the Hole expectations of Agri-
cultural Assistants. You are requested to rate the perfor-
mance of all Acricultural Assistants working uncer you agai-
nst each one of the expectations.

Performance
Sl. | .
ltole expectations _ ;
No. oo \éiggj Good Fair Poor
1 2 3 4 5 6 7

I. Planning

1. Collection of basic sta-
tistics on villages and
farm families

2. Collection of agricul-
turel statistics on
crops, rainfall, land
holcings etc.

3. Analysis of agricultural
information

4, Dividing the fammers into
eioht groups and selec-
tion of contact farmers
for each group consisting
small farme.s anc marginal
farmers

5. Preparation of map of
the airea of operation



¢. Explaining in detail to the con-
tact farmers their role and res-
ponsibility and informing them
about the names of other farmers
in their group

II. Participation_inr fortnichtly
training

7. Attending fortnightly training
sessions regularly for the last
one year

8. Active participation. in the train-
ing session by way of asking ques-
tions provicing information, seek-
ing clerifications etc.

9. Bringing field problem to the
attention of SSs and getting
solutions

10. Assisting SMSs and AAOs in finali-
zing useful and practical messages
to be given to fammers during the
ensuing visit

11. If there are unsolved problems in
the field fixing the dates for the
visits of SMSs to such fields to
give solutions

12. To participate actively in skill
practice during training sessions

13. Ootaining information regarding
the practices relevant and timely
to the area during this training
session

III. Visits to farmers field

14. Preparation of schedule of
visiis well in acvance for
every fortnight



15.

16.

17'

18.

19.

20.

21,

22.

23.
24.

250

26.

Following the schedule of
visitis to contact fammers
on specific dates

Visiting all the contact
farmers and maximum number
of other farmers

Visiting fammers fields to
teach them skill, solve in-
dividual problems and
suggest technology suited
to their conditions

Visiting the fields and
observing as to what extent
the fammers have adopted
the recommendations that
were given to them during
the previous visit

Ascertaining the reasons
from farmers for non-adop-
tion of recommended
practices

Organising training camps,
meetings and group discu-
ssions to farmers

Clarifying doubts on field
problems of farmers

Conducting method demon-
strations

Conducting farm trials

Conducting field visits to
demonstraticn plots

Collection of soil samples
from farmers

Sending them to laboratories
for analysis
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27. Communicating the results of
soil test to the farmers

28. Ensuring the adoption of soil
test results by farmers

29. Guiding and motiveting con-
tact farmers and other far-
mers to accept and adopt all
recommended practices

IV. Maintenance of diary

30. Maintenance of daily record
of the work in the diary

31. Recording in the diary obser-
vations made during the visit
to farmers field

32. Recording in the diary the
problems noticed in the field

33. Recording in the diary the
solutions offered

34. Recording separately such pro-

blems which need to be discu-
ssed at the time of fortnightly
training session with SMS

V. Supply and services

35.

36.

Ascertaining the requirement
of inputs such as seeds,plant
protection chemicals, fertili-
zers, credit etc., for the
area for each season

Communicating the indent of
inputs required for his cir-
cle to the concerned AAO and
ADAs



37.

38.

39.

VI.

40.

41.

42,

43.

44,

45,

Arrange for repairs and main-
tenance of plant protection
equipments

Informing the farmers about
the source of credit such as
banks and co-operative socie-
b

tles

Distribution of minikits anc
subsidies to farmers

Production of quality seeds
and storage

Advising the fermers on the
production of quality seeds

Training the fammers on the
method of selecting quality
seeds from their own produce

Organising treiring programmes
for farmers willing to takeup
seed production

Making frequent visits to far-
mers plots where seed produc-
tion is taken up and advancing
advising them suitebly

Conducting training programmes
on the storage of grains for
the benefit of contact farmers
and other farmers in the
village

Conducting method demonstration
on the storage of grains in the
bins
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VII. Crop cuttina experiments

46. Informing the concerned farmers
about the visit of crop cutting
experiment team

47. Assisting the other departmental
Officers in crop cutting experi-
ments

48. Maintaining the results of crop

cutting experiments for doing
extension work

VIII. Biogag Work implementation

49. Motivating farmers tov take up
biogas plant

50. Assisting farmers to get credit
and subsidy

51l. Assisting farmers in the in-
stallation and maintenance of
biogas plants

52. Maintaining records regarding
biogas plants in his circle

53. Participation in biogas train-
ing programmes
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