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JOB PERFORMANCE OF 
SUB ASSISTANT AGRICULTUR OFFICERS 

THESIS ABSTRACT 

The purpose of the study was to assess the job performance of the Sub Assistant 

Agriculture Officers of the Department of Agricultural Extension Attempts were 

also made to describe the selected characteristics and examine their relationships 

with job perfonnance. Twenty four Sub Assistant Agriculture Officers of twenty 

lotir blocks of the sadar upazila of Narayanganj District were the population. Their 

job performance was assessed by self evaluation, supervisors evaluation (Assistant 

Agriculture Extension Officer 	Agriculture Extension Officer) and the client 

systems. Coefficient of correlation "r" was computed to test the relationship and 

multiple regression was used to find out the contribution. The overall job 

performance of the SAAOs indicate that the majority (54%) of the SAAOs had 

medium performance while 33% had low and 13% had high job perfoniiance. 

Perfommncc indices of 25 criteria (job items) indicated that the SAAOs did not 

give balanced emphasis on the different job items and performance on all the job 

items were considerably below the possible level of the job performance. 

Computed "r" values indicates that level of education, academic achievement, job 

facilities, job satisfaction, farmers problem awareness, problem confrontation of 

SAAOs had no significant relationship with job performance. However, age and 

service length of the SAAOs had positive relationship with their extent of job 

performance. In multiple regression analysis level of education, academic 

achievement and job satisfaction had significant contribution to the job 

performance. The independent variables accounted for only 62.8% of the total 

variance. The R2  statistics indicate that the model as fitted explain 62.8% of the 

variatbi lit)' in job performance. 
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CHAPTER 1 

JNTRODUCTLON 

The economy of Bangladesh is predominantly agrarian . Agriculture sector alone 

accounts for about 21.91% of Gross Domestic Product (1313S. 2005) Agriculture is 

crucial for attaining overall growth, adjusuiient and poverty alleviation in the 

country and it will remain the same by sharing a large of CDI'. close to a third at 

least in the short and medium term. The sources of growth rate are productivity 

gains, including a shifting to higher value enterprises, and more inputs, which are 

MV seeds, fertilizers, irrigation and training of human resources through extension 

s'slems, particularly for food crops. The natural environment is generally 

Ilivourable for cr01)  production and there are estimated to be about nine million 

hcctares of land suited for cultivation. Over 80% of the population of Bangladesh. 

or roughly 15 mill ion households, live in rural areas and the Agriculture sector 

employs around 621/., of the labour force. The crop sector alone accounts for 57 

of eniployment in Bangladesh (DAL1999). 

[he present structure and Iliuctions of extension systems have tra'eled a loni way 

to come up to the present position. Agricultural extension services in I3angladesh 1. 

can be traced from the British l3engal during East India Company. The policies for 

Agricultural extension have been confusing and conflicting since the 50s. 

Almost all the extension approaches that were adopkcl in the past can be vic'ved 



as highly paternalistic, top down oriented and biased towards the elite or the rural 

gentry ( Blair. 1978). As a consequence. the cflort ol research and input supply 

service agencies were also biased towards the better off farmers and the niodeni 

technologies (lid not gain popularity among the majority of' the small tIirmcrs. To 

achieve grater efficiency in the extension system. the government introduced the T 

& V system in 1978 and extended the system nationvide uni lying all extension 

organizations under the umbrella of the one Department of' Agriculture Extension 

(DAF) in 1982. 1 lowever, in 1995 The New Agricultural Extension Policy 

NAFiP) was introduced to increase the efficiency of agricultural extension. The 

policy concentrates on dccentrali,ed and demand driven extension to meet fhrmers 

needs and encourages effective links between research and extension. The key to 

successful implementation of the policy lies in forging a broad based 

understanding amongst extension providers and farmers. 

H istorv evidences that the scientific innovations (when practiced by large number 

of growers) have a decisive impact on production in countries like Japan, the 

Philippines and Indonesia. It is "cry likely that the farmer of Bangladesh will 

produce similar results if they adopt improved technology and use on their lands. 

It would surely be unwise to think that adoption of scientific lechnology is an 

instantaneous nietamorpliosis of the farmer activities. Rather it is an activity 01 the 

lirnier taking place over a period of time. They wait several years before trying 

(lie technology for the Iirst time. It is therefore necessary that the concept and 



benefit of the improved farm practices should be disseminated to the fitrmers in a 

convincing manner. This is undoubtcdlv an educative process and is possible 

through extension education system. Therefore extension agent play a vital role in 

this situation. 

Azricultural extension establishes communication networks between the finners 

and (lie agricultural support service which mclude research institutes, input 

supplies agencies, marketing department and credit organizations. On the other 

hand 'extension had a vital role in ensuring the agro economic and social 

production problems they face arc appreciated by research' (l3enor et at. 1984) .An 

extension service promotes useful and remunerative technological change among 

farmers and keep agricultural research and other niral services vcll informed ol 

the thrmers conditions and needs. Though the 'I' & V system has not been 

continued in Bangladesh but the present extension systeni is a running following 

the T & V concept. It allows the transmission of problem solving inlorniatioii to 

the tiwmers and feed back information to the research workers. Ilowever, in actual 

operation, the system has not been availed to bring about the anticipated change 

among the farming comniunity. 

With the objective of improving the qtLality of rural life, the Department of 

Agricultural Extension (DAli) is playing a vital role in assisting farmers to 

nilprove productiity and increase their income by promoting appropriate farming 



practices. Under SLIC11 a situation nansfer of technology becomes a challenging job 

br the DAC in any development programme. Sub-Assistant Agricukure Officers 

play a vital role in transfer oF iethnology because SLLh-Assistant Agriculture 

Officers is the only extension worker who is directly involved with Iitrniers and 

teaches them production recommendations. Sub-Assistant Agriculture Officers 

beng the grass ioot level extension workers of the organization directly work 

with the tiirrners ( figure 1.1). 

The extension approach is based on close collaboration between (itrm families and 

extension stall. Close collaboration with farmers means that Sub- Assistant 

Agriculture Officers need to he skilled at listening, learning, encouraging. sharing. 

facilitating and linking. The SAAOs have special respoTisihililics in his service. 

They involved in making decision about local extension og mines in llpazila 

Planing Workshop and are responsible for developing work programmes. They 

lind out about existing groups and work with these groups to meet their extension 

needs. SAAOs work with farmers to assess needs using techniques such as the 

problem census (PC) and Participatory Rural Appraisal ( PItA). They conduct 

extension activities with all types of ilirmers large and small, male or female. The 

also work with special interest groups, such as local dealers. SAAOs plan and 

implement many dilierent extension methods, some with individual liwmcrs. some 

with groups (DAE. 1999). 
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Figure-1.1: Organizational Chart of the Department of Agricultural Extension 



The technical functions of' SAAOs are methods denionastration, result 

demonstration, manure preparation, techniques of seed preservation etc. SAAO 

usually encourage (limiers to test or adopt technologies, observing uscthl and 

eftective technologies. Then farmers use those technologies and promote these to 

other fitriners ( li'\ F. 1999). The responsibility of all other extension stall is 

ultiniatelv to make the SAAOs more effective in his work. They must also advise 

litrniers on the price and availability of necessary inputs and market condition. 

Ihey should report farmers response to recommendation, production problems. 

input demand and availability, and market conditions to his supervisors and in 

training. The success of Agricultural Extension Prograninies to a great extent 

depends on tire job performance of the Sub Assistant Agdctiittire Officers. 

Agricultural development of USA, Japan. India are driven by their effective and 

ItSpOIisiblL' extension workers. 

'Ihe job performance of SAAOs is not merely based upon deiling with physical 

and material aspects pertaining to di fkrent job areas but also upon their behavioral 

components like knowledge. ski II. satisfitction, attitude towards job and other 

economic and socio-psychological arspeets. In this regard. I eagan (1961) stated 

that 'the success or failure of programme for promoting change lies in (lie hands of 

the personnel meaning them and xviI I be determined by their ability. job 

performance of a worker depends on the full utilization of his abilities and also on 

the social expectation of the environment in which he works. 
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The ligure 1.2 developed by Lawlar and Porter (1968). revealed the relationship involve 

in job sauslaction and job perlormance. This model stated satisfaction involved in 

rewards. Rewards are two types namely extrinsic and intrinsic. I xtrinsic rewards, means 

increase ul salary, bonas, linanctal benelit etc. Where as Intrinsic rewards, means 

worker's leelings and sell sauslactiun. This model showed that job perlbrniance 

intensively related to intrinsic rewards .A satisfied man has positive effects in work 

environment, because a satisfied man properly does his job. 

Intrinsic 
Rewards"l 
	Perceived equitable 

Performance 	 wages  

Productivity  

Job satisiliction 

Extrinsic 

Rewards 

Fig 1.2 Relationship among pfOdtLCtiVitV. job satislaction and job peribnnance 

By I .awler & Porter. 1968) 

the stLcceSS of the Department ol' Agricultural Extension aI,solutelv depends upon 

the job perlorniance of its grassroot level workers. The SAAOs visit (itrines and 

homes. conduct demonstrations. hold meetings. ai'i'ange 'LV and radio talk to 

leach (itrniers usetiti agricultural technology. Personal contact between SAA() and 

liirmers dcvelops effixtive relationship Ibr sttceesstul extension prograinnie. The 

VA 



LIlt)mate results depends on the performance of the Sub Assistant Agricultural 

Officers. In India, a number of studies have been conducted on the job 

perlormance of AgricuLture cxtension officers and other extension workers (Kubde 

1965. Sharma 1909,   Si ngh 1970.   and Talukder 1984). In Bangladesh still now 

very few studies were conducted in this regard. 

Considering the above facts the researcher felt interest to assess Lhc job 

performance of the SAAOs who are responsible for disseminating information to 

the farmers towards improve thrming. This study was, therefore. undeilaken LU 

kietis on the jot) performance 	of Sub Assistant Agricultural Officer of 

Narayanganj Sadar I. pazila of Narayanganj District in Bangladesh. 

Statement of the problem 

Ihe present research has been designed considering the national interest and 

priorities as reflected by the "New Agricultural Extension Policy" (NAEP) of 

Bangladesh which gave emphasis on Agricultural developmenl. At present the 

continued development of Agriculture in order to maintain food supplies For the 

growing population provide income and employment for rural peopk and protect 

the environment. Because land is scarce in Bangladesh. the key to Agricultural 

development is the efficient, productive and sustainable use of all farm land. This 

will depend on the farmers who decide what to produce. what technology and 

inputs to use, how much to sell and how much care to take in looking aflcr their 

crops, livestocks. fishes and trees. 

Sub Assistant Agriculture Officers are the grass root level workers of DAF who 

are directly involved with farmers and work for the increase of overall 

8 



productivity in agriculture. They work at farmers level, they analyze farmers 

problems and give concrete solution, inform, educate, motivate the farmers to 

adopt the modem technology. Their belier performance are highly a posi we factor 

towards the achievement of DAN's objectives. Job performance of an individual is 

Fundamental to achieve desired objectives olan organiaition. 

('onsidering the above facts and findings the research led to undertake the study 

emitted as "Job Pcrfornmncc of the Sill) Assistant Agriculture Officers" to find 

out the answers ol'the following question: 

What are the characteristics of the Sub Assistant Agriculture Officers ? 

What is the extent of job perionmuice oHhe Sub Assistant Agriculture 

Officers 7 

3 •  \\9l  of the characteristics of the Sub Assistant Agriculture Officers 

correlates their job performance. 

Specific objectives: 

To accomplish the study the following specific objectives has been formulated-

I ) to determine and describe some selected characteristics of the Sub 

Assistant Agriculture Officers. The selected characteristics were age. level 

Of education. academic achievement. service length.job facilities, extension 

media contact, cosmopoliteness, job satisfaction. Iiiniiers problem 

a\vareness and problem confrontation. 

To assess the extent of job performance of' Sub Assistant Agriculture 

Officers. 

To explore the relationships between the selected characteristics of the 

SAA()s with their job performance. 

9 



Signilicance of the study 

\griculttiral extension is a service or system which assists Ilium people. through 

educational procedures, to improve farming methods and techniques. increase 

production efficiency and income. bettering their levels of living and lilting the 

social and educational standards of rural life ( Agricultural Extension Manual). 

There are many agencies which provide extension service in Bangladesh. DAE 

plays a vital role about extension service. DAE is conducting his service by SAAO 

because S.AAOs are the grass root level extension worker who directly work with 

farmers. So their better performance is most important. This study was undertaken 

to llLtve 31) understanding about the job performance of the front line extension 

vorkers-lhe Sill) Assistant Agriculture Officers oIDAE. The findings of the study 

may be helpful to identify the reasons of present state of Job performance of 

SAAOs in transferring farming technology to the farmers. The finding of the study  

could be helpfi.il I to the planners and policy makers in formulating extension 

strategies for better utilization of SAAOs and reach goal. 

Lintitalion of the study 

Considering the time, money and other necessary resources available to the 

reseaechcr and to make the study manageable and meaningful, it was necessary to 

inipose certain limitation as noted below: 

1. The study was confined in one Upazila tinder Narayanganj district. 

I. Tel) characteristics of the SAAOs were selected for study. 



For assessing the job perioniiance of SAAOs, sell evaluation, supervisors 

evaluanon (A A EO and AEO) and client systems (itrmers) evaluation have been 

considered. 

There are various aspect of jot) responsibilities performed by the SAAOs. 

UnIv 25 aspects of jot) responsibilities of SAAO have been considered for this 

study. 

Assumption of the study: 

ftc rcscarcher made the following assumption undertaking this study. 

I. The respondents included in the sample were capable of furnishing 

proper responses to the questions included in the interview schedule. 

Ihe information iurnishcd by the respondents were correct and 

representative Of the population. 

The responses furnished by the respondent participants were reliable 

because they expressed the truth about their conviction and opinions. 

Environmental conditions and organizational procedure of the SAAO's 

tinder study were generally similar in nature through the study area. 

S. Farmers' have adequate knowledge about the Job Perlormance of the 

SAAO's working tinder their supervision. 

6. Rating on job performance of the SAAO's by the Ilirmers are generally 

tiee from bias. 



7. The views and opinions furnished by the respondents included in the 

sample were representative views and opinions of the whole population 

of the study area. 

Statement of Hypothesis 

In SllLdVillP relationships between variables a hypothesis was formulated which 

stated the anticipated relationship between the variables. However, for statistical 

test. it was necessary to formulate null hypothesis. Null hypothesis stated that 

there were no relationship between the concerned variables. II a null hypothesis 

was rejected on the basis of statistical test, it was assumed that there were a 

relationship between the variables. For testing, the null hypothesis were forned as 

follows; 

There is no relationship between the following selected characteristics of SAAOs 

with their extent of job pertormance: 

Age 

, 	Level of education 

r Academic achievement 

r Service length 

'- Job thcilities 

r Extension media contact 

.r Cosmopolitcness 

r Job satisfaction 

r Farmers prob tern awareness 

p Problem confrontation 

12 



Definition of the terms 

hinportani terms concerned with the study are defined and interpreted below lbr 

clan Iv ol Li nderstand i Jig. 

Age: Age of a Sub Assistant Agriculture Officer referred to the period from his 

date of birth to the date of interview, expressed in tcrms of completed years. It was 

obtain by asking direct question. 

Level of education: It referred to formal schooling of respondents measured in 

years of schooling completed by the SAAOs in a school, college or any other 

educational institution. 

Academic achievement: It was defined as the academic performance of SAAOs 

in public examination held by a Hoard, Agricultural Training Institute (Al[). 

(o1 lege, or other relative authority. 

Service length: It referred to one's entire duration of service front the date of first 

joining in tIle Department of Agricultural Extension (DAE) till the date of 

interview. 

.to[) Facilities: It referred to the opportunity provided by an organization (DAE) to 

its workers for better jot) performance with greal pleasure and satisfaction. In this 

study factors that were provided to the SAAOs for their jot) satisfaction were 

assessed such as transport, travel allowance, trainnu. materials necessary funds 

etc. 

13 



Extension media contact: It referred to ones becoming accessible to the flow of 

agricti Itural inlormation through diffcrcnt selected channels of communication 

nanielv: Radio. TV. Newspaper etc. 

('osniopoliteness: It was the degree to which an individual was oriented outside 

his social system. It referred to one's becoming accessible to the flow of 

agricultural information through different institute. workshop. seminar, incctmgs 

etc. 

Job satisfaction: The degree of satisthction or dissatisfaction of Sub-Assistant 

Agriculture Officer related to the variotts aspects of his Job such as 

accomplishments in job, supervision advancement opportunity, scope for using 

personal initiative, pay and enjoyment from works. 

Farmers problem awareness: It has been operationally delined as cogilitive 

behaviour of respondents through which one seeks and gets acquainted with the 

latest technical know how about farm activities, knowledge of filets. insightness. 

Problem confrontation: in means that which problems or difficulties Liiccd in 

what extent by the Sub- Assistant Agriculture Officers due to different agricultural 

operation in their job. 

Job performance: The degree to which the respondent accomplished and 

completed his task efficiently and effectively. 

14 



Ci-IAPTER 2 

REVIEW OF LITERATURE 

The main aim of this chapter is to review of the results of sonic.of the previous 

studies that were related to the present research work. This study is mainly related 

'ith extent of the job performance of extension agents. The researcher tried to 

collect needed information by thorough searching of related thesis, literature, 

journal, periodicals and internet. But unfortunately, both Bangladesh and abroad, 

such type of work was rarely available. The review of researches directly or 

indirectly related to present study been placed into three section in this chapter. 

The first section is concerned with review of literature on the concepts and 

delinition OfjOL) performance. The second one deals with the review of literature 

oil the relationship of cli librent variables with the job performance. The third 

section deals with the conceptual framework of the study. 

Section 2.1 Concepts and detinilion of job performance 

l-Iernian (1973) explained performance as the result of individual's responses to 

stimulus objects. According to Davis (1948) job performance implies how all 

iidvidual actually performance in a given position, as distinct from how he is 

expected to perlorni, while a job has been defined by I anham (1955) as a 

collection of tasks assigned to it work. Any grouping of tasks, whether related or 

not which are assigned to an mdividual, constitute his oh. Rizvi (1967)   defined 
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job performance as the manner and extent to which different jobs are performed in 

praccal situation. 

Perumal (1975) cictThed job performance of AEO's as carrying out the jobs in six 

job areas, namely education. supply and service. supen•'ision, administration and 

organhzatioii, planning and evaluation. Those were specified on the basis of job 

assignments mentioned in the state Agriculture Department Manual entitled 

'Dutics and Responsibilities of Extension Officers (Agriculture)" issued by the 

Government of Tarni I Nadu. 

\'room (1965). states that performance is a function of ability and motivation. 

I .ynch (1 971) also reports that any perfoniiance of an individual is basically a 

tunction of both his abilities and his motivation. 

According to Lawler and Porter (1968). performance in a job is greatly deterniincd 

In an inch vidual 's abil its' to do it. But abilities and motivation of individuals are 

largely deterini ned by their characteristics. Vinake (1 962) has shown that it 

number of characteristics of individual affect the quality and quantity of his 

performance. 

In the present study job pertbrmance of the Sub-Assistant Agriculture Officers 

relerred to the manner and extent to which they perform the different 

responsibilities of their job. Criteria comprising different aspects of their job 

responsibilities have been developed for measuring their job performance. 
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Section 2.2: Relationship between different characteristics with job 

performance 

2.2.1 Age and job performance 

The stud ol Islam (I 981) in the I eguna province ol the Philippines revealed that 

age of the f3arangay C'ouncil Officials had significant and positive etThet on their 

job performance. 

Rani ci of. (1987) conducted a study to determine the variables influencing 

scienti tic productivitY  @1 agricultural scientists of Ancira Pradcsh Agricultural 

Universitv of India. The researchers found that age had negative direct effect but 

positive indirect effect on scientific productivity of the agricultural scientists. 

Rahaman (1990) found that age of the Block Supervisor was negatively related 

with their job performance that means younger BSs performed better than the 

older ones. On the otherhand. Karim (1990) observed a signilicant and positive 

relationship between age of the SMOs and their 101) performance. 

ialukder ( 1994  ) reported that there was no signilcant relationship between the 

age and the productivity of the Agricultural Devlopment Officers (ADOs). Kubde 

1979) found that the age of PROs yielded substantial direct path coefficient. fhis 

indicate that the older employees performed better on the job as compared to the 
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younger ones. Patel and Leagans (1968) reported that VI .Ws in the age group 26-

39 were more effective than those of other age groups. 

Sierra ( 1978) in his study found that there existed no relationship between age and 

performance but the young respondents tended to he low performance. 

\1ohboob et al.. (1978) conducted a study in Bangladesh and found that age of 

Union Assistant i.e. extension workers had it signiricant relationship with their jot) 

performance. Performance was the highest among the middle-aged Union 

Assistants and lowest among the young Union Assistants. Performance of old 

Union Assistants Was lower than that of the middle-aged, but considerably higher 

than that ol the younger Union Assistants. 

Shamsul and Sai ltd (1997) conducted a study of job performance of l3Ss and 

found a significant relationship between age and job performance by chi-square 

test at 5% level. 

2.2.2 I evcl of education and job performance 

Mabboob ci al. (1978) in their study conducted in Bangladesh observed no 

relationship between the general education of Union Assistants (field extension 

workers) and their job performance. But they found a significant relationship 

between technical education of the respondents and their job performance. 
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\nnnd and Sobal (198 1) reponed that the relationship between education of the 

scientists with their job performance was positive. 

Solanke and ICadam (1986) reported that values were guide post tbr the students in 

their vocational choice. Concept, skill and values learned by the students at tile 

educational institutes were used by them in performing their job. Thus, values 

were important in the frame of educational programme indicating behavioural 

pattern that could be acquired. 

Patel and Lcagans (1968) found that there was no significant relationship between 

formal education andjob effectiveness of village level workers. 

Rahman ([990) observed a positive significant relationship between general 

cducauon of the BSs and their job performance. 

Karim (1990) in his study observed a positive significant relationship between 

academic achievement of the BSs and their job performance. 

Shamsul and Sal [uI (1997) conducted a study on job performance of BSs and 

Ibund a significant relationship between level of education with job periormanee 

by clii-square test at 5% level. 
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2.2.3 Academic achievement and job performance 

No litcrattire was found on the relationship between academic achievement and 

job pertorriianee. 

2.2.4 Service length and job l)erformance 

Sing (1970) concluded that the greater the experience of the Agricultural 

Extension Officers of Bihar in Agricultural Extension \Vork, the better was their 

job perlbrrnance. Austman (1961) found that professional experience had relation 

with pertormance. Pate) and Leagans (1968) reported that the greater the tenure as 

a \'LW. the more effective he was in his work. 

ICherde and Sahay (1972) in their combined study conducted in India found that 

numbers of years of service as Village Level Workers was not statistically related 

with the role perfbrmancc of' the VL "Vs. 

Perumal (1975) in his Ph.D. renehers observed that the job periornmncc of the 

Agricultural Extension ()Iflccrs who were less experienced did not differ 

significantly from the AEOs who more experienced. 

Bhatia and Sandhu (1975) found that the experience of the Village Level Workers 

in the same Blocks was positively related with their job etlietiveness.']'his may he 
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title to tile thct that longer tenure in the same Blocks enables the VLW to better 

understand his clientele and the problem of the area. 

Shamsul and Saifi.iI (1997) conducted a study of job performance of BSs and 

found a significant relationship between service experiance and job performance 

by chi-square test at 5% level. 

Millon an Sandhu (1977) on the basis of their study reported that the length of 

service of the District Extension Specialists was not significantly related to their 

job c iièctiveness. 

The SURlY of Maliboob el ed. (1978) revealed that both tenure of service as 

extension worker and total tenure of service In all Government jobs of the Union 

Assistants were significantly associated with their job performance. But. 

perlornianee indices did not indicate any consistent trend in the relationship. The 

performance was the highest in the short tenure category an the lowesi in the very 

short tenure category. 

Rahnian (1990) reported that service experience of the BSs was negatively related 

with their job performance. 
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Karim (1990) also observed a positive sigmficant relationship between service 

length of the SMOs and their job performance. 

2.2.5 Job titcilities and job performance 

Rahman (1990) found positive relationship between job flicilities with job 

periornance.lhe BSs who had more working Qtcilities performed helter. 

Shamsul and Sai rut (1997) conducted a study on jot) per nmince of BSs and 

found a significant relationship between working flhcilitics and job performance by 

chi-square test at 5% level. 

2.2.6 Extension media contact and job performance 

Islam (1981)   in his study found that mass media contact of the Bavangay Council 

officials was significantly related to peer related performance of the olilcials. But 

mass media contact was not significantly associated with selttrep.orted iob 

pe riornia flee. 

I .aharia and Talukdar (1987)   in the study in Ilarvana State lound that one liictor 

had two variables, namely communication behaviour and general fitcilities with 

lactor loading 0.93 and o.69 respectively. The two variables were positively 

correlative with each other. The factor consisdng of the two variables contributed 



12.2 percent of the total explained variance in productivity of Agricultural 

Development Officers. 

Shamsu] and Saithl (1997) eondtLeted a study on job performance of BSs and 

found a significant relationship between communication exposure and job 

performance by chi-squarc test at 5% level. 

Karim (199(J) found a positive relationship between communication exposure and 

job peribmiance. 

2.2.7 Cosmopolitness 

Mahboob ci cii. (1978) after conducting a study found that the organizational 

participation 01 the Union Assistants had a significant and positive relationship 

with their job performance. But there was no significant relationship between 

dominance and job performance of the Union Assistant. 

Islam (1981) in his study conducted in Leguna Province of the Philippines found 

that the leadership experience of the Barangay Council Officials contributed 

significant and positively to the variation in their job performance. 
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Saiioria (1977) undertook a research in Madhya Pradcsh of India and found that 

organizational position of the agricultural extension personnel did not have 

signiticant correlalion with their communication efficiency. 

2.2.8 .Joh satisfaction and job performance 

Ralmian (1990) observed that the job satisthction of the BSs was independent to 

their job periormance. 

Mahboob ci al. (1978) on the basis ofa study reported that though there vas.sonic 

variation in the level ofjoh performance of the field extension agents according to 

the variation in their job satisfaction, the statisticaL test did not suggest any 

significant relationship between the two variables. 

Peninial (1975) in a study also found that job satisilietion of the Agricultural 

Extension Officers had no significant relationship with their job performance. 

Jonardhan (1980) in his study found that job performance and job satisfaction of 

the Agricultural Extension Officers were not related to each other. 

Shamsut and Saiful ( 1997 ) conducted a study on job performance of BSs and 

iottnd a signi (leant relationship between job satisfaction and job performance by 

elii-square lest at 5% level. 
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Islam (1981) undertook a research on the job perk miance and Jol) satisfaction of 

the l3arngav ('otincils Oftiicials in I.aguna Province of the Philippines. The 

research concluded that job performance and job satisfaction of the officials were 

two separate concepts and they were not related in a simple manner. 

Rani ci al. (3987) Found that job satisfaction had comparatively snial Icr direct 

0 
-..._.. 	negative efkct, hut substantial indirect positive efkct on scientific productivity of 

-'I 

O 	the agricu lturzi I scientists. 

0 

Organ (1 9S) found that the job performance and job satisfaction relationship 

\ 	tollows the social exchange theory; employees perfonnance is giving back to the 

) 	organization from which they get their satisfaction. 

2.2.9 Farmer's problem awareness and job performance 

\iahboob ci at (1978) found no significant relationship between the agricultural 

problem awareness of the held extension workers of Bangladesh and their job 

perionnance while Islam ( 1981 ) reported that community problem awareness of 

the Barangay Council Officials had a strong significant effect on their job 

_. L perlorntance. 
rf- 
C') 	Shamsu I and Sai flU (1997)   conducted a study on job performance of l3Ss and 

found a significant relationship between problem awareness and job perlormancc 

by ehi-square test at 5010 level. 



Karini (1990) observed a significant relationship between agricultural problem 

awareness by the SMOs and their job performance. 

2.2.10 Problem confrontation and job performance 

Rahiiian (1990)   Ibund no relationship between job hindrance of the BSs and their 

job performance. 

2.3 Conceptual Framework of the Study 

A 11cr VigorOltS study of review of literature and other research materials the 

concept of the study entitled "job Performance of Sub Assistant Agriculture 

Officers" was developed. In social science researchers generally study two types 

of variables to gnerate new concepts or knowledge. These are: i) independent 

variables and ii) dependent variables. Independent variables are the subject 

concerned and dependent variables are object concerned. The value of 

independent variables determine the value of dependent variables. It was therefore, 

assumed that job performance of SAAOs might he influenced by their various 

characterislies. So, conceptual framework of the study was to lind out how the 

characteristics of' SAAO (independent variable) correlates with job 

perlorinanee(dependent variables). Below the conceptual framework is shown in 

die uigure 2.1 
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Independent 
Variable 

Dependent 
Variable 

Selected Characteristics 
ct Age 

Level oleducalion 

Academic achievement 

Service length 

Job Facilities 

Extension media conlact 

Cosinopolitness 

' Job satisthction 

Farmers problem awareness 

Problem confrontation 

Job performance of 
Sub Assistant 

Agriculture Officer 

Evaluated by Self 
evaluation, 
Supervisors 
evaluation and Client 
systems evaluation 

Figure 2.1: Conceptual framework of the study 
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CHAPTER 3 

METHODOLOGY 

Importance of method and procedure in conducting any research can hardly be 

over eniphased. It gives clear direction to a researcher about his works and 

activities durinu the whole period of the study. So it needs "cry careful 

consideration in selecting the steps and arrange them in sequence which enable the 

researcher to perform research activities successfully and efficiently. Various 

methods, tools and techniques were used during different stages of research work 

and compilation of data. Methods and procedures followed in conducting  this 

research are discussed in this chapter. 

Locale of the study  

The study was purposively conducted in Narayanganj Sadar Lpazila tinder 

Narayanganj district. The Narayanganj Sader Upazila had 24 Blocks. There were 

27555 farm families and 14226.58 acre of cultivable land. The upazila is not very 

ar away from Dhaka the capital city of Bangladesh but all the blocks are not well 

comniunicatecL. Some blocks have river based communication. The location of the 

study tipazila have been shown in the figure 3.1 and 3.2. 

Design of the study 

A descriptive survey design was used in this study. It was designed to describe the 

iieneril characteristic of S/tAO and assess the performance of SAAOs working 

under DA E. The study also explore the relationship between job performance and 

selected characteristics. 
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Defining the l)Opulation and sampling procedure 

There were 24 blocks and 24 SAAOs in Sadar Upazila of Narayanganj district. For 

thc stuck of their job performance all the 24 SAAOs were considered to be the 

sample as well as population of the study.. 

To evaluate the job performance of SAAOs opinion of the client s steni was given 

importance. By using random sampling method 72 farmers were selected to 

evaluate the job performance of SAAOs. Firstly each SAAO was asked to suply 

the list of 10 farmers from each of the category of large, medium and small 

farmers. lhus 24x3x1() equal to 720 names were collected. Then out of 10 thimers 

one ftrrmers was selected randomly from each of the three categories of each of the 

list of each SAAO. Thus a total ol' 72(24x3) fanners were selected to made their 

opi nion on the job performance of respective SAAO. 

SAAOs work under the direct StLperviSiOfl of AALO and AFO. Jhe opinion of 

AAE() and ANT) is also important to measure job the performance of SAAOs. So. 

respective AAEO and one AIX) were selected to mention their opinion about the 

SAAOs under their direct supervision. 

Preparation of the interview schedule 

Following the procedure of the measurement of both dependent and independent 

variables, it draft questionnaire was prepared for recording relevant in lormation 

from the sample of SAAO's. AAEO, AEO and farmers in conformity with the 
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objectives of the study. it contained both open and closed form of questionshe 

questions were arranged systematically. 

The interview schedule initially prepared and sent to a panel of experts fbr 

necessary correction, edition, alteration and rearrangements. Farther correction, 

edition, alternation and rearrangements were made in the schedule on the basis of 

experience of the pretest. Then final version of the interview schedule was 

prepared, printed and multiplied lor collection of data. 

Data Collection 

For this study data were collected by the researcher himself from 24 SAAO's of 

Narayangarij Saclar lHpazila. Data were also collected from the AAEiO and AEO of 

the concerned Upaiila and 72 farmers of the respective hlocks of respective 

I pazila about the job per(bniuince of the concerned SAAOs only. Data collection 

took a penod of 2 months from 
1s' 

 January to 28h11  February. 2006. 

Advanced infbrmation was given to the concerned Upazila Agriculture Officer lhr 

ensuring necessary co-operation with a view to collect data froni the respondents. 

Appointments with the SAAO's were made in advance with the help of the A[iO 

and LAO. Appointments with the tbrmers were made with the help of SAAO's. 

Rapport 	IS established with the respondents and the objectives of interview were 

clearly explained. Excellent co-operation was obtained from all the respondents. 
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Variables of the st ii dv 

in descriptive research, the selection and measurement of variables constitute an 

important task. l-lvpothesis contains at least two elements namely independent 

variables and a dependent variable. An independent variable is the factor which is 

nianipu lated by the experimenter to ascertain its relationships to an observed 

phenomenon .A dependent variable is the factor which appears, disappears or 

varies independent variables. The dependent variable of this study was extent of 

job perRrnianee of' SAAOs. The independent variables were age, level of 

education, academic achievement, service length. job Qicilities. cosmopoliteness, 

job satisfliction. extension media contact, farmers problem awareness and problem 

con Irontation. 

Measurement of Dependent variable 

Job perfiwinance of the SAAO's was the dependent variable in this study. Job 

performance has been measured in this studv by self rating (assessment by the 

SAAO himself), supervisor's rating (assessment by AAE() and AID), and rating 

by the client systems (assessment by lariners). [his means that the job 

performance of the SAAO's was assessed by S/tAt) hiniself. AAEO. AEO and the 

client systems. 

Total 25 aspects of the job responsihili ies were identified for assessment. 'Ihese 

25 aspects of job responsibilities of SAAO's were assessed firstly by the SAM) 

himself, followed by his/her supervisors such as concerned AAlO. AEO and 3 
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selected fhrmers br each SAAO tinder his job area as the client system. This 

means that the job performance of 24 SAAO's were evaluated by 24 SAAO's 

thcmselvcs, one AAEO and one AEO and 72 liurners of respective blocks of the 

SAAO's. 

hi preparing the scale. the items were wrilten in such a way that the rating person 

did not face any di fficultv in understanding the meaning of items and giving their 

rating on each item properly. The twenty five items of the scale represented twenty 

live major areas of the duties and responsibilities of the SAAOs. 	Weight were 

assigned to the responses as (bilows: 

Response categories 	 Weight 
very good 	 4 
good 	 3 
medium 	 2 
poor 
'cry 	 C) 

The job performance score of a SAAO evaluated by a respondent was measured 

by adding up all the scores of all the 25 responses of the respondent. Thus the job 

performance score ofa respondent for a SAAO could range from 0 to IOU where 0 

indicate very had performance and 100 indicate "cry good job performance. 

In all the cases (SAAO, AAEO. AEO and thrniers) the possible range of the job 

performance scores were the same. Each SAAO's performance was assessed by 3 

famiers. Therefore job perfoimanee score of the coneeri SAAO evaluated the 

fariiiers were taken as the mean value of total of the 3 scores of 3 fhrmers. 
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Finallyjob performance score of'a SAAO was measured by the following formula: 

A + B -I CT' -1- I) 
jps -= 

4 

JPS Job performance score of the concern SAAO 

A= Job periorniance score evaluated by the concern SAAO him/herself 

B- Job performance score of the concern SAAO evaluated by the AAEO 

C—  Job performance score of the concern SAAO evaluated by the AEO 

D= Mean ci' job performance score of the concern SAAO evaluated by 3 farmers 

tinder the job area of the concern SAAO 

Job performance score of a SAAO could range from zero(0) to 100, which 0 

indicating veiy poor performance and 100 indicating very good job performance. 

Measurement of independent variables 

Age 

Age of a S.&AO's was measured as the period from his/her date of birth to the 

tune of interview and It was expressed in complete years. 

Level of education 

The level of education of a SAAO was measurcd by the highest grade completed 

by him/her in school, college or equivalent institutes. One score was given for one 

year of formal education A score of 10 was assigned for passing SSC 

examination, a score of 12 for I ISC examination and so on.Additional scores were 
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given for additional attaining years in Agricultural Training institute ( Nil  ). Two 

score were given for 2 years training at AT!, and three score were given for three 

years training at ATI .Siniilar score were given for make up course at ATI. 

Academic achievement 

Academic achievement of a SAAO was measured on the basis of his/her 

performance in examitiation licld by a Board and Agricultural •Fraining Institute 

(All) under attended. Weights were assigned in the following manner: 

Weidit 	 division 9!mcsi 
3 	 1St division 
2 	 2 division 

pass division 

Weights for performance in all the examinations passed by a respondent added 

together to constitute his/her academic achievement score. 

Service length 

I .cngth of service of a respondent was determined by the number of years a 

respondent had worked as BS/SAAO from date of joining in the job till the time of 

data collection. 

Job facilities 

Job fuicilities were determined by 14 items and extent of availability of all these 

items were measured by using a 3 point scale. \Veights were assigned to each of 

the item as flllows: 
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('ategories of availability 	 Weight 
Easily available 	 2 
Available with di Fficttlties 
Not at all available 	 1) 

Job Facility score was computed for cach respondent by summing up the weight of 

hisiher responses against all the 14 items. l'hus . job facility: score of a respondent 

could range from 0 to 28, where U indicates no job facilities and 28 indicates very 

high jol) Inclines. 

F:xtension media contact 

Extension media contact of a respondent was measured by his extent of contact 

for agricultural infirrnation with various channels of communication. Each SAAO 

indicated his extent of contact with each of 14 selected communication media by 

checking any one of the four responses namely. "regularly". "occasionally". 

"rarely", and " never". Weight were assigned to the responses as follows: 

Responses categories 	 Weight 

Regularly 	 3 

Occasionally 	 2 

Rarely 
Never 	 U 

The scores obtained by a SAAO on all the 14 items were added together to 

compute his cxtension media contact scores. This scores of a respondent could 

range from 0 to 42 where 0 indicates no extension media contact and 42 indicates 

very high extension media contact. 

37 



(:s 11101)01  itt' ness 

It \vas measured on the basis of the nature of the respondents visits in diflèrent 

places. His extent of visit in each of the 6 selected places by checking ally one of 

the lour responses namely, "frequently", "occasionally". "rarely', and never. 

Weights were assigned to the responses were as Vol towing manner: 

Responses categories 	 Weight 

Frequently 	 3 

Occasionally 	 2 

Rarely 

Never 	 0 

[he cosmopotiteness score of a respondent was measured by summing up all the 

scores obtained by (lie respondent from all the 6 selected places. Thus the 

cosniopoliteness score of a respondent could range from 0 to t 8 where t) indicates 

no cosniopol iteness and 18 indicates very high eosmopolitcness. 

Job satisfaction 

For measuring the job satisfaction of the respondents ID statements were selected. 

The statenients were arranged randomly in the scale in order to explore the 

respondents real job satisfaction. Tire respondents indicated whether they 

- strongly agreed". "agreed". "rio opinion". "disagreed" and "strongly disagreed". 

Weights were assigned to the responses as the following manner: 

Responses categories 	 Weight 

Strongly agreed 	 4 

Agreed 	 3 

No opinion 	 2 

Disagreed 

strongly disagreed 	 0 
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Job satisfaction of it respondent was measured by summing up all (lie scores of all 

the responses of all selected 10 items. l'hus job satisfaction score of a respondent 

could range from 0 to 40 where 0 indicate no satisfaction and 40 indicate very 

high job salislaction. 

Farmers l)rol)leIll  awareness 

to measure the farmers problem awareness a I 8 items scale was used which is 

shown in Appendix A (Interview Schedule). A 4-point modified Likart type scale 

was used to quantify the responses of the SAAO provided in respect of the extent 

of problem awareness. Weights were assigned to the responses as follows: 

Responses categories 	 Weight 

1-ligh aware 	 3 
Medium aware 	 2 

Liule aware 
Not at all aware 	 U 

These scores could range from 0 to 54 where C) indicates no awareness and 54 

indicates very high level of awareness of thrrners problems. 

Problem confrontation 

In measure the problem confrontation 20 probable problems were inserted the 

scale which a SAAO might face in perIbrming his/her job responsibilities. 

Weights were assigned to the responses as the following manner: 

Responses categories Weighi 

II igh confrontation 4 

Medium conliontation 3 

1_ittie confrontation 2 

Very little confrontation 
not at all 0 

39 



The score obtained by a SAAC) against all the 20 items were added together to 

constitute hisher problem confrontation score. Scorcs could range from 0 to 80 

%N here U indicates no problems and SC) indicates very high problem confrontation. 

Data analysis prOCe(I nrc 

For describing the independent and the dependent variables the respondents were 

classified into several categories in respect of each of the variable. These 

categories were developed by considering the nature of (llstrihtltion of the data and 

the general conditions prevailing on the social system. 

After data collection, those were compiled, tabulated and analyzed statistically in 

accordance with the objectives of the study. Qualitative data were converted into 

(luantitative data by means of' suitable scoring wherever necessary. Descriptive 

statistics, such as, number, percentage distribution, rank order, mean and standard 

deviation were used in describing variables of the study. Correlation analyses were 

employed for exploring relationship between selected characteristics of the 

SAAOs with their job performance. Correlation coefficient was used in order to 

explore the relationships between the concerned variables. Correlation matrix was 

computed to determine the intercorrelation among the variables. Five (0.05) and 

percent level of significance have been used as to rcject.;accept a null hypothesis. 

Multiple regression was also used to find out the contribution of the selected 

characteristics of the SAAOs to their job perlormance. 
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('EtA PTER 4 

RESULT AND DISCUSSION 

Data obtained from the respondents by interviewing procedure were measured. 

analyzed, tabulated and statistically trcatcd according to the obiectives  of the 

study, which is altogether called result and discussion. The result and discussion is 

die main alternation of any research work. Logical argument, appropriate 

ililerprelation nid to the point explanation make the research lindings 

understandable and unanimously admitted. Following the conventional rules 

resuli\ and discussion of this study was made. The results and discussion has been 

presented under the following sub headings: 

Selccted characteristics of Sub Assistant Agriculture Officers 

Job performance of Sub Assistant Agriculture Officers 

Comparative performance of twenty Ave criteria of SAAOs job 

performance 

Relationship between selected characteristics of Sub Assistant 

Agriculture (.)fticcrs with their job perthrmance. 

4.1 Selected characteristics of Sub Assistant Agriculture Officers 

'[here are many interrelated and constituent attributes that eharacteri,e an 

individual and form an integral part in the development of ones behavior and 

personality. It was, therefore, assumed that job performance of SAAOs might he 

influenced by their various characteristics. Ten characteristics of the SAAOs were 

selected and arc described below. 
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Age 

Age of the respondents ranged from 25 to 05 with an average of 46.21 and 

standard deviation of 10.38. The SA\Os were classified into three categories 

according to their age as the following manners suggested by national youth policy 

Categories 	 Basis 

Young 	 Up to 30 years 

Middle 	 3 1-50 years 

old 	 Above 50 years 

Ihe categories and distribution of the respondents have been shown in the table 

4.1.1 

Table 4.1.1 Distribution of Sub-Assistant Agriculture Oflicers according to their 

Categories 

Voting 
Middle 
old 
bLat 

SAAOs 
Number 	Percent 

3 	 12 
II 	 46 
10 	 42 
24 	100 

	

j Mean 	 Sd 

I 

	

46.21 	10.38 

Data indicated that highest proportion (46% ) of the respondents fell in the 

"middle aged" category while 12 percent and 42 percent felt in young and old 

aged categories respectively. lire job performance of SAAO largely depends upon 

their experience. Age and experience are supposed to be correlated. l:ron)  this 

point of view the age ranged from middle to old category has been considered to 

be experienced. 
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Level of Education 

Level of education of the respondents ranged from 12 to 17 with an average of 

14.71 and standard deviation of 1.28. The SAAOs were classified into two 

categories according to (heir level of education as the following manners 

Categories 
	

Basis 

Medium 
	

Below 15 

High 
	

15 to above 

The categories and distribution of the respondents have been shown in the Table 

4.1.2 

Table 4.1.2 Distribution of Sub-Assistant Agriculture Officers according to their 
level of education 

Categories 

Medium 
II igh 

Iota I 

SAAOs 
Number 	Percent 

6 	 25 
18 	 75 

24 	100 

Mean 	 Sd 

14.71 	1.28 

Data indicated that highest proportion (75% ) of the respondents were in the high 

level of category while 25 percent were in the nle(ltum level. The high level of 

education indicates high level of job performance. 
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Academic achievement 

Acacicniic achievement of the respondents ranged from 3 to 10 with an average of 

6.16 and standard deviation of 1.88. The SAAOs were classified into three 

categories according to their academic achievement as the ftltowing manners: 

Categories Basis 

I ow Below 5 

Medium 5 to 8 

High Above S 

The categories and distnbution of the respondents have been shown in the L able 

4.1.3 

Fable 4.1.3 Distribution of Sub-Assistant Agriculture Officers according to their 

academic achievement 

('atczories 

I .0W 

Ivlediu in 

Hiuh 

I otal 

SAAOs 

Number 	- 	Percent 

4 16 

16 67 

4 17 

- 24 100 

Mean 	 Sd 

6.16 	 1.88 

Data indicated that highest proportion (671/0 ) of the respondents were in thc 

iiitdclle category compared to 17 percent were in 'Thigh" academic achievement 

eatcgor. Only 16 percent of the respondent fell in the low level of academic 

achievement category. The academic achievement of the SAAO ranged from 

ii'iedium to high (84%). vhich indicate high level oijoh performance. 
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Service length 

Service length of the respondents ranged from 2 to 37 with an average of 23.88 

and standard deviation 9.79. The SAAOs were classified into three categories 

according to their service length as the following manners: 

Categories 	 Basis 

Short service length 	 UI) to 14 

Medium service length 	 15 —27 

Long service length 	 Above 27 

The categories and distribution of the respondents have been shown in the Fable 

4.1.4 

Table 4.1.4 Distribution of Sub-Assistant Agriculture Officers according to their 
service length 

- Categories 	 - SAAOs 	 Mean 	Sd 

Number r Peitent  

Short service length 	 3 	12 
Medium service length 	 9 	38 	23.88 	9.79 

Long service length 	 12 	50  

Total 	 24 	1(R)  

Data indicated that highest proportion (50% ) of the respondents were in the "long 

service category while 12 percent were in the "short service" and 38 Percent 

were in the "medium service"  service length categories. The service length shows 

better jot) performance. The service length of the SAAOs ranged from medium to 

long service (88%), which indicate better job performance. 
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Job facilities 

Job facilities of the respondents ranged from 0 to 11 against the possible range of 

0 to 28. The mean value was 5.17 and standard deviation of 2.41. The SAAOs 

were elassilied into three categories according to their job facilities as the 

fol low ing manners: 

('ategorics Basis 

Very low Below 3 

Low 3- 7 

Medium Above 7 

The categories and distribution of the respondents have been shown in Ike Table 

4.1.5 

lahlc 4.1.5 Distribution of Sub-Assistant Agriculture Officers according to their 
job facilities 

Categories _______ SAAOs 	 Mean 	Sd 

-1 	-_Percent 	 - 
Very low 4 16 
Lo 17 71 	 5.17 	2.41 
Medium - 	3  11  
Total 	- 24 100 

Data in the Fable indicate that the highest proportion (71% ) of the respondents 

were in the "low " category while 16 percent and 13 percent had been fallen in the 

category oF very low and medium respectively. It is obvious that job Ihcilities 

create environment of better job performance in any organization particularly in 

the extension organization. In this study low category being the majority job 

perlormancc of SAAO cannot he considered as extra ordinary. The job thci!ities of 

the SAM) indicate that they perlorm their jobs with inadequate facilities 
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Extension media contact 

Extension media contact of the respondents ranged from 13 to 35 against the 

possible range 0 to 42 with an average 27.17 and standard deviation of 5.72. The 

SAAOs were classified into three categories according to their extension media 

contact as the lollowing manners: 

Categories 	 Basis 

Low 	 up to 21 

Medium 	 22 30 

Iligh 	 Above 30 

'lhe categories and distribution of the respondents have been shown in die Table 

4.1.6 

Table 4.1.6 Distribution of Sub-Assistant Agriculture Officers according to their 
extension media contact 

Cal egories 

I OW 

Medium 
high 
Total 

I 	-- SAAOs 	 - Mean 	 Sd 	- 

Number 	Percent  
6 	 25 
30 	42 	27.17 	5.72 
U 
O 	 ii  

24 	100  

Data indicated that the highest proportion (42% ) of the respondents were in the 

medium category while 25 percent were in the "low' and 33 percent were in the 

"high' extension media contact category respectively. In fact. in their job 

performance extension workers need more information and technical messages. 

Information, motivation and education are the three basic dimensions of better job 

performance in the extension service. In this stud, three fourth of the respondents 

have extension contact ranged from medium to high. This is encouraging ftr better 

job perlorrnanee. 
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Cosrnopoliteness 

Cosmopolitcness of the respondents ranged from 4 to 10 against the possible range 

0 to 18 with an average 6.92 and standard deviation of 1.64. The S'AAOs were 

classified into two categories according to their cosmopolii.eness as the following 

manners: 

Categories 	 Basis 

l.ow 	 uptoó 

Medium 	 7 -10 

The categories and distribution of the respondents have been shown in the Table 

4,1.7 

Table 4.1.7 Distribution of Sub-Assistant Agriculturc Officers according to their 
cosmopol itcncss 

(atcuories 	 -- - 	SAAOs 	 Mean 	- Sd 

- 

	

NuMbc,--T ?ercent 	 - 
Low 	 10 	 42 	 6.92 	 1.64 

Medium 	 14 	 58  

total 	 24 	100 

Data indicated that highest proportion (58% ) of the respondents were in the 

"medium 	category while 42 percent were in the "low 	cosmopolitiness 

category. As like as extension media contact cosmopolitiness of extension worker 

is also very much important aspect for job performance. In this study the degree of 

eosmopolitencss of SAAO is discouraging. The cosmopolitiness of the SAAO 

indicate they have low to medium participation out Side of his/her area. 
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.JOI) satisfaction 

Job satisfaction of the respondents ranged from 16 to 33 against the possible range 

0 to 40 with mean 27.58 and standard deviation of 4.45. The SAAOs were 

classilied into three categories according to their job satisfaction as the lollowing 

manners: 

Categories 	 Basis 

Low 	 up to 22 

N'Iediuiii 	 23 30 

High 
	

Above 30 

The categories and distribution of the respondents have been shown in the Table 

4.1.8 

fable 4.1.8 Distribution of Sub-Assistant Agriculture Officers according to their 
job satisfaction_  

Categories 	SAAOs 	 Mean 	Sd 
Number -- Pcrcent 	 - 

LOW 	 3 12 

Medium 	 11 	46 	27.58 	4.45 

High 	 10 	42 

1otat 	24 	100 

Data indicated that the highest proportion (46% ) of the respondents were in the 

"medium categories while almost equal proportion (42%) fell in the "high" job 

satisIiction category. The job performance is supposed to he better if the 

incumbents are satisfied with their job status. Data regarding job satisfaction 

indicate that SAAOs were pleased with his/her job which was essential for 

successliti job performance. 
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Farmer's problem awareness 

Farmer's problem awareness of the respondents ranged from 22 to 50 against the 

possible range C) to 54 with mean value 39.08 and standard deviation or 7.77. The 

SAAOs were classified into three categories according to their thrniers problem 

awareness as the following manners: 

('ategories Basis 

Low up to 30 

Medium 31 —41 

high Above 41 

The categories and disiribution of the respondents have been shown in the Table 

4.1.9 

laNe 4.1.9 Distribution of Sub-Assistant Agriculture Officers according to their 
farmers problem awareness  

Categories 	 I 	SAAOs 	 Mean 	Sd 
Number 	Percent  

Low 	 4 	17 
Me(Iium 	 8 	33 	39.08 	7.77 

High 	12 	50 - 	- 
total 	 24 	lOt) _______________________  

Data indicated that highest proportion (50% } of the respondents were in the "high 

11 awareness category while 33 percent were in "imxlttnn category. Only 17 

Percent of the respondents fell in the low category of flirmers problem awareness. 

It could he concluded that most of the respondents wcre aware of their el ient 

svstenfs problems. High awareness of problems is essential for successful transfer 

of technology and better job performance. 
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Problem confrontation 

Problem confroniation of the respondents ranged from 23 to 62 against die 

possible range 0 to 80 with an average value 45.08 and standard deviation of 

11.47. The SAAOs were classiticd into three categories according to their 

problem confrontation as the following manners: 

Categories 	 Basis 

[.0w 	 Below 36 

Medium 	 36 it) 

High 	 Above 50 

The categories and distribution of the respondents have been shown in the Table 

4.1.10 

Table 4.1.10 Distribution of Sub-Assistant Agriculture Officers according to their 
prohl Ciii confrontation 

N4ean 	 Sd ('atejiories -- SAAOs 
>unihcr Percent______ 

Low 5 21 

Medium 10 42 

High 9 37 	- 
Total 24 100 	- 

45.08 	11.47 

Dala indicated that the highest proportion (42% ) of the respondents were in the 

"medium category of problem confrontation while 21 percent were in the low 

and 37 percent were in "high" problem confrontation respectively. This means that 

majority of' the respondents faced medium and high problems confrontation in 

conducting their extension activities. It could he concluded that when the SAA('.)s 

are satisfied with their job their problem confrontation cannot effect job 

perforniance. 
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4.2 	Job performance of Sub-Assistant Agriculture Officers 

[he job performance of SAAO was asscsscd by three evaluation systcm such as (1) 

The self evaluation (ii) liie client evaluation and (iii) The supervisor evaluation. 

The score of' each evaluation and the score of overall evaluation are shown 

separately. The overall evaluation means the summation of all the four evaluation 

scores. The tables 4.2.1, 4.2.2, 4.2.3, 4.2.4 and 4.2.5 shows the score of self 

evaluation, client (flirmers) evaluation, supervisor evaluation, and overall 

evaluation respectively. In addition, a comparative assessment has been depicted 

in the figure 4.1 

Self evaluation 

The job performance scores of the SAAOs assessed by self evaluation ranged from 

58 to 92 against the possible range 0 to IOU. The mean and standard deviation 

were 76.42 and 11.19 respedively. 

Categories 	 Basis 

I .0 V. 
	 Below 60 

Nledium 	 60— 80 

I ugh 
	

Above SO 

The categories and distribution of the respondents have been shown in the Table 

4.2.1 
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* Jul - 	Lmi  

[able 4.2.1 Distribution of Sub-Assistant Agriculture Officers to determine their 
oh perlormance according to self-evaluation 

Categories 	 r ______SAAOs 	- 	Mean 	Sd 
Number 	Percent 

Low 	 5 	 21 
Medium 	 8 	33 	76.42 	11.19 
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24 	lOt)  

Data indicated that less than fifty percent of the SAAOs (46%) had high job 

performance while 21 percent and 33 percent had low and medium job 

performance respectively. In self evaluation there may be possibilities of biased or 

unbiased evaluation. From the analysis of data it could be concluded that SAAOs 

are not totally unbiased. This could be proved from the client evaltiation and 

supervisors evaluation (Table 4.2.1). 

Client (farmers) evaluation 

The job performance scores of the SAAOs assessed by Iuirmers ranged from C) to 

77 against the possible range () to 100. The mean and standard deviation were 

43.86 and 16.32 respectively. 

C'atcgories 	 Basis 

Very low 	 0-20 

Low 	 21-40 

Medium 	 41-65 

I high 	 Above 65 

The categories and distribution of the respondents have been shown in the Table 

-12.2 
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lable 4.2.2 Distribution of Sub-Assistant Agriculture Officers according to their 
job performance by client (farmers) evaluation 

Categories - 	 - 	SAAOs 	! Mean 	 Sd 
Number 	Percent 

Very low 	 6 	 8 	 -- 

1.0W 	 19 	 27 	43.86 	16.32 
Medium 	 42 	 58 
High 	 5 	 7 
total 	 72 	100  

Data indicated that the highest proportion (SS% ) of the SAAOs had medium 

performance, 8% had very low. 27% had low performance and only 7% had high 

periormance. If job performance scores assessed by self evaluation and assessed 

by client system are compared keeping in view the highest, lowest and mean 

scores it could be found that SAAOs assessed their every job item scoring much 

more than their client system. For example, while the client system gave zero 

against a particular job item. S/tAO gave 58 against it. Similarly the mean score 

assessed by the client system (43.86) become almost double (74.52) in case of self 

evaluation. So. it is proved that SAAOs were biased in evaluating their own job 

performance. The farmers being the beneficiaries of job performance of SAAOs 

and having closer look into the activities of SAAOs. Farmers can give clear 

opinion and understanding about job performance of SAAOs. The farmers made 

better assessment about the job performance of SAAOs than those of selL AAEO 

and AEO (Table 4.2.2). 

54 



Supervisor (AAEO) evaluation 

The job performance scores of the SAAOs assessed by AAEO ranged from 50 to 

$3 against the possible range 0 to 100. The mean and standard deviation were 

67.63 and 0.02 respectively. 

Categories 
	

Basis 

1.0W 
	

Below 60 

Niedium 
	

60-80 

high 
	

Above 80 

The categories and distribution of the respondents have been shown in the Table 

4.2.3 

Table 4.2.3 Distribution of Sub-Assistant Agriculture Officers according to their 
job performance by AAEO evaluation 

Categories SAAOs 

Number j 	Percent 

4 	 [7 

18 	 75 
2 	 $ 

24 	100 

Mean 	Sd - - 

67.63 	9.02 

Data indicated that the highest proportion (75% ) of the SAAOs had medium 

performance while 17 percent and 8 percent had low and high performance 

respectively. AAEO are the immediate senior officer of SAAOs. They have the 

opportunity to supervise the activity of SAAOs closely. So. their assessment is 

supposed to be field oriented and unbiased. But still there is a wide gape between 

the assessment olclient system and AEO (Table 4.2.3). 
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Supervisor (AEO) evaluation 

The job performance scores of the SAAOs assessed by AEO ranged from 49 to 60 

against the possible range 0 to 100. The mean and standard deviation were 54.54 

and 2.69 respectively. 

Categories Basis 

Low up to 50 

Medium 51 —56 

High Above 56 

ftc categories and distribution of the respondents have been shown in the Table 

4.2.4 

Fable 4.2.4 Distribution of Sub-Assistant Agriculture Officers according to their 
job performance by .AEO evaluation 

Categories 	 S\AOs 	-- 

Number 	Percent 
l.ow 	 4 	 17 
Medium 	 16 	 66 
High 	 4 	- - - 17 - - - 

lotal 	24 	100 

Mean 

54.54 	2.69 

Data indicated that the highest proportion (661,% ) of the SAAOs had medium 

performance and almost equal proportion (17%) had low and high job 

performance. The job performance evaluated by AEO might have sonic sort of 

hiasness than AAEO. In fact all the scores low, medium and the highest are very 

near to the mean score. 
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Overall evaluation 

the overall job perioniiance scores of the respondents ranged from 55 to 69.42 

against the possible range () to 100. The mean and standard deviation were 60.83 

and 4.25 respectively. 

Calegories 	 Basis 

[ow 	 up to 57 

Medium 	 58 66 

High 	 Above 66 

Ike categories and distribution of the respondents have been shown in the Table 

4.2.5 

Table 4.2.5 Distribution of Sub-Assisiant Agriculture Of jeers according to their 
job performance overall evaluation 

Categories 	 SAAOs 

Number I 	Percent 
Low 	 $ 	 33 
Medium 	 13 	 54 

Moll 	 3 	 13 
Total 	- - - 	24 	lOU 

Mean 
	

Sd 

60.83 	4.25 

Data indicated that highest proportion (54% ) of the SAAOs had medium 

performance while 33 percent had low and 13 percent had high performance. The 

overall of' (lie mean score also vely close to both the highest and lowest. This 

indicate that the job performance of SAAOs of the study area is low and 

unsatisfactory. It is not expectable. SAAOs are the most important root level 

extension worker in DA F. Development of Agricultural sector depends on SAAOs 

better job performance. It could he concluded that if the situation appears same 

allover the country the Agricultural development would he solely depended upon 

Lhe farmer's own extension behavior (Table 4.2.5). 
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Figure 4.2.1 Figure showing distribution of Sub Assistant Agriculture Officers 
according to their mean job performance assessed by different 
evaluators. 
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4.3 Comparative performance of SAAOs on twenty five criteria of their job 
performance: 

Rank order of job performance of Sub Assistant Agriculture Officers was 

determined on the basis of rating of self evaluation, client (Farmers) evaluation 

:in(] supervisor evaluation separately. Three evaluation systems have been shown 

in table 4.3.1,4.3.2 and 4.3.3 respectively with the help of the following formula. 

Performance index = (N x  ()) + (N x  1) + (N 1, x  2) - (N x  3) + (N i ,. x  4) 

Where, 

Numbers of opinion against very poor performance in each criteria 

N1 , 	Numbers of opinion against poor performance ineach criteria 

N 11, = Numbers of opinion against mediuni perlbrmancc in each criteria 

N. = Numbers of opinion against good performance in each criteria 

Numbers of opinion against very good periorniance in each criteria 
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Table 4.3.1 	Rank order of 25 job items for job performance ofSAAOs 
according to performance indices by self evaluation ( Number 24 

SI. - 	Aedvitics 	 - 	Very Good - Mediu 	Poor 	Vervj Perkirmane 	Rank 
No. 	 good m 	 poor p 	e 	order 

indices 	J 
1 	Familiar with the block 	 17 
2 	Suggestion Louse 1PM piaciices 	16 
3 	Suggestion 	about 	eullivation 	of 	14 

--____ _______ - 	5 	2 	0 	C) 	1 	87 	I 
4 	4 	0 - 	0 	84 
6 	4 	0 	-- 0 I 	82 	3 - 

Vegetable.spice. frwLce  

I 	Suggesiton abouL disease and pest 	13 7 	4 	0 0 81 	- 	4.5 
control  I I 

81 	4.5 5 	Regular 	attendance 	to 	Union 13 - - 9 	I 	I 	0 1 
pansadrnmg 	- 	- ______ ______  

6 	Advice 	on 	soil 	Ièrtility 	and 	9 14 1 C) 	0 	80 	7 
productivity  

8 4 7 	timely 	suggestion 	for 	irripdon 	12 0 	0 	80 	7 
and drainage  

S 	1  Maintaining SA.AO  diary 	 LI 10 
14 

3 
2 	- 

0 	0 	80 	- 7 
- 0 - 	0 	78 	9 9 Management 	ol 	demonstration 8 

nlots and visit I inie to time 

10 	Suggesi ion abotti eroppiflg ptttni 	11 7 6 0 C) 77 - 10.5 
and crop rotat ton 	 -- - 

13 3 0 0 77 10.5 LI 	lakeing 	initiative 	hr 	overall 	8 
- 	Agril. development of the block  

12 4 0 12 	Arrangement to listen farm radio 	8 0 76 12 

13 	Planning 	and 	Monitoring 	S 
- 	&fiirm I.V.program  

10 6 	1 	0 0 74 13.5 
-- extension programme  

14 	Suggestion about seeds production 	7 12 5 	- 	C) 0 74 13.5 
and_pieservatlan  

11 3 2 0 73 15 IS 	C heckiiig 	whether 	the 	8 
recommended 	tecliiiologies 	are 
heinu practiced by Elirmer  

0 71 17 16 	identi l\ing ihrniers problems and 	10 6 5 3 
need by FIN\  

13 6 0 17 17 	I)einoiistration 	of 	manure 	5 0 71 

prep tration 
I 1 

- 
71 17 Is 	Visit 	to 	Innovalive 	Ilirmers 	In 	8 ID 4 

iiivestigate technology developed 
1w farmers and ideni iiv In trans Ièr 
it -- 	 ----  

19 	Molivalnig 	firmers 	br adoption 	7 10 4 3 0 	69 19.5 

all 	i niportant 	crops 	mel iidi lit! 
cereal& Qilseed crops  

6 	- 2(1 	Arrange_t3rnler group nwcuns3 IS 0 	_69 li5 

13 68 21 	C )rgan I za lion and manage inent of 	5 3 21 

larrncrs rally and heldday  
F 

15 9 F 0' - 	63 22.5 
- 

22 	Initiativenesstolbrmnewgmups 	0 
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- 	J as "'11cri necessary _______________-  

	

23 	Disiribtition of t.ealleis, Booklets p 	5 	9 	6 	4 	0 	63 
	

223 
Posters dc 

	

24 	Advice and initiative on input 	5 	5 	6 	8 	0 	55 
	

24 
silppl\ . receive Agril. Credit. 

	

- - 	niarkci_nicrops  

	

25 	i1sc of training materials-  and 	3 	5 	7 	6 	3 	47 
	

25 
aud io-vi stia I 	aid 	for 	th rnicr 

- rainirw____________  

Peribi-niance index obtained from self evaluation rating score ranged from 47 to 87 

against the possible range 0 to 96. Where 0 indicates very poor performance and 

96 indicates very good performance. Every item of job performance is very 

essential tbr the educational promotion of the client system. The SAAOs self' 

cvaluation score ranged from medium to very good job performance. The 

performance score of 25 items ascended of-  dissented very smoothly. This indicate 

that SAAOs are very mitch conscious about thcir duties and responsibilities. 

Data contain in the table 4.3.1 indicate that the performance of the SAAOs in 

respect of familiar with the block was the highest (P1-87). But larniliar with block 

is not a technical job, it is a personal to be social beings quality, the second 

highest (P1-84) is stLggestion to use 1PM. But in the field it was observed that 

liirniers do not use 1PM at desirable level. Using of training materials and audio-

visual aid for farmer training was the lowest (P1-47) score. As a result lirniei's do 

not understand about new technology and adoption rate is very low. The technical 

job performance score is poor. 
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lable 4.3.2 Rank order of 25 job items for job performance ofSAAOs 
according to performance indices by client evaluation 

Number 72 )__________  
SI. -. 	 Activities 	

r 
 Very [Good 

J 
Mediu 	Pooi 	Very 1  Perlbr 	Rank 

No. 	 good 	 ni 	 poor marice order 
indices 

I 	Behaviour with flirmers 	 17 	45 p 	5 	2 	3 	215 	I 
2 	Familiar with the block 	 35 1 24 	19 	L 	3 	211 	2 
3 	Identifying farmer problems and 	2 	39 	I8 	 7 	167 	3 

need by FINA  
4 	I aking initiave for  overall Aril. 	3 	33 	22 	8 	6 	163 	4 

Development of the I3lock____________ 	- -  

S 	Advise 1kw tree plantation 	- 	1 	33 	26  
I Nionitoring the tise of recommended 	2 	36 	19 	6 	9 	160 	6 

practice by the fanner  
7 	I imely suggestion Ibr irrigation and 	5 	31 	[9 	8 	9 	159 	7 

drainage  

'S Advise on soil fertility and 3 25 	29 	4 11 	149 	8 
piodtteti vilv.  

9 	Denionstration 	of 	manure 	2 	31 	17 	12 	10 	147 	9 
- 	prcpaiat ion 	 ___________ 	. 	 ---- i 

	 I 

1(1 	Stiggesitori about disease and pest 	1 	24 	28 	13 	6 	1 	145 	10 
COfl tro I  

II Sutzgestion about cultivation of 0 	20 	34 	$ 	10 	136 1  Il 
%cuciahIc. spice. fruit etc. 	-- . 	. 	-. 	* 	. 	- 
Suggestion about cropping pattern 	2 	18 	30 	11) 	II 	132 	12 
and cron rotation 

13 Hcaehingzihout seed preservation I I 	20 26 15 10 131 13 
14 Identify innovative üirrncrs I 7 43 17 4 128 ! 	14 
IS Maintaining 	a 	daily 	diary 	of I 15 34 10 12 127 IS 

16 	Conduction of Result demonstration 1 30 8 1 	15 I 	15 125 16 
17 17 23 14 112 17.5 17 	Advice to listen farm radio & farm 	I 

12 30 16 14 112 1 	17.5 IS 	Suggestion about (I'M 	 0 
9 	Motivate the twineis tn cultivating 0 7 20 30 15 91 19 

caIcros&Oi1seedcrops 

11 37 18 78 20 211 	t)isiributioii ol leaflets. Booklets & 	1 5 
Posters etc. ___________ 

21 	luicouraging the formation of new 1 0 8 10 27 27 71 21 

9 
- 

2 22 	:ttendance 	at 	farnier 	gioup 	2 29 	30 	68 22.5 

iricetnigs  
1 5 23 	Advice 	and 	iniliative 	on 	iiipttt 	I 

stippk 	. 	receive 	Agril. 	Credit, 

51 14 68 r 	22.5 

market of crops . 
21 	e:inYil 	.iiiJ 	irjnacui..ni 	of 	i:nI, 	iii (I 2S 30 iit' 24 4 tO 

15 	 ncuiI 	,,id 	id:,,visua! 	aid 	li,r (I iQ 46 25 2 5 
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Performance index of SAAOs evaluated by client system (farmers) ranged from 

35 to 215 against the possible range 0 to 288. Where 0 indicates very pooi 

performance and 28$ indicates very good performance. 

Farmers are the client system who can give clear opinion and understanding about 

job performance of SAAOs. Data contained in the Fable 4.3.2 show farmers 

opiruon about every aspect of job Performance of SAAOs. the finding is 

discouraging. Pleasant bchaviour with farmers and to he familiar with the block 

ranked first and second having performance indices of 215 and 211 respectively. 

Pleasant behaviour and thmiliaritv with the area are not technical job. So. any one 

can have such quality. The technical jobs like identiFication of Qitmer's problem 

111-167). demonstration of manure preparation (P1-147). teaching about seeds 

preservation (P1-131) and conduction of result demonstration (P1-125) seorcd 

much lower. 1Iiese technical jobs should have higher rank order. Use of training 

materials and audio-visual aid for training for farmer training was the lowcst ( Pt-

35) score. This evaluation same be similar self evaluation. Use of training 

niaterials and audio-visual aid is very much necessary for thrmcrs because most of 

the Iiiniiers are illiterate. The rank order table indicates that extension workers in 

Narayanganj district is far below from the expcctation. In most of the cases the 

client system evaluation contradicts with selfevaluacion. 
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'Fable 4.3.3 Rank order of 25 job items for job performance of SAAOs 
according to performance indices by AAEO & AEO evaluation 
( Number 48 

ST - - 	Activilie.s 	- 	\'ery Good Mcdiii Po Very Perionim Rank 
No. 	 good 	 ni or poor nec order 
- 	I 	 __ ____ - _________ 	 indices 
I 	I Familiar with the block 	 tO 	_ 31 	7 	0 	0 	147 	1 

2 	[knioiisti at 	ol m unire pit par al ion 	2 	26 	20 - C) 	0 	126 	- 2 - 
3 	Management ol demonstration plots 	5 	20 	22 	I 	0 - - 	125 	3.5 - 

and visit time to tune 
4 	Suuuestion about 1PM 	 3 	23 	27 	0 	0 	1 25 - 	3.5 

5 Stiu&estion about cultivation of I 	25 	22 0 C) I 123 	5.5 
vetzetablc. spice. [hut etc. 	- 	 ________ 

6 	Sug2esrion about disease and pest 	4 	19 	25 	0 	0 	123 	5.5 
control 

7 	Advice to listen i;irm radio & farm 	3 	18 	27 	0 	0 	120 	7.5 
T.V.program  

S 	hniely surzgestion for iiyi2ation and 	024 	24 	0 	0 

	

120 	7.5 L- 	drainvgc 	- - 	 _________________________ 
9 	Advice 	on 	soil 	fertility 	and 	I 	21 	25 	1 	0 	I IS 	10 

JinMitletiVU)'.  
1 C) 	Planning and Monitoring extension 	3 	16 	29 	0 	0 	118.  I 0 

programnie 	
I 

lo 11 	Reeular attendance to union parishad 	7 	8 	33 	0 	0 	I I S 
i1lectiIig 	 I 	 - - 	I 	 I 

12 	Arrange at larnier group meetings 	5 	12 	30 	I - 	0 	117 	12 

13 	1 inich PreN1rl1i0ii and submit ion of 	4 	13 	30 	I 	0 	116 	14 
- Iteports 	-- - 	 - 

F15 

Distribution of LeaFlets. Booklets & 	I 	1927 	I 	C) 	16 	14 
Posters etc. 
Suggestion about availabilitvof seed 	0 	20 	28 	O 6 	14 
and preservation  	

f 0 	11
___________________________________  

16 	lake inhliative for overall Agril. 0 	19 	29 	0 	C) 	115 	16 
development oftheblock  

I? 	Collection of Agril. Statistics and 	0 	18 	30 	0 	0 	114 	17 
maintainingadaiIyjiaryolactivilics  

IS 	Checking whether the recommended 	0 	18 	29 	1 	C) 	113 	J 	IS  
technology are being practiced by 
tar Iner 

19 	Initi:rtivcness iii the thrniation or new r 	16 	32 	' 0 	0 	112 	19.5 
- groups where necessary - - 	_..J 	- 

20 ] Visit 	to 	ilnuvattve 	farmers 	to 	0 	16 	32 	0 	C) 	112 	19.5 
Investigate 	Ilirmers 	developed 
tee Ii nol Oi.v and idenc i l\ to t ran stèr it 

64 



	

2 I 	Suggestion about cropping pattern and - 2 	12 	33 	I - 	0 	1 I I 	2 Li 
crop_rotation ________ __________ __________ 	_________  

	

22 	Use trznning iiialcriais and audio- 	1 	14 	32 	

- I 

	0 	III 	21.5 
visual aid tr i;irnwr training 	 I 

- I—  

	

23 	Organization and manatiement of 0 	14 	34 	'W"j 	 110 	23 
t'arntcrs_rally and field day ____________  

	

24 	Itienti fving  tanner problems and need 	0 	I 2 	33 	3 	0 	105 	24 
- hyiINA_______  

	

25 	Advice and initiative on input supply . 	0 	S 	39 	1 	0 	103 	25 

	

- 	leceiveAgril. Credit,market of crops 	_____ 	_______ L 	i_________  

PerEhrmance index of SAAOs evaluated by AAEO and AEO(24x2=48) ranged 

Ii'oni 103 to 147 against the possible range 0 to 192. Where 0 indicates very poor 

performance and 192 indicates very good performance. 

Data contained in the Table 4.3.3 indicate that the performance of the SAAOs in 

respect of to he familiar with the block was the highest (P1-147). But it is not a 

technical job. The technical job like demonstration of manure preparation (P1-

126), management of demonstration plot (P1-125) achieved second and third 

position. This evaluation is not same with regard to self and client evaluation. It 

indicates that the job performance evaluated by AAEO and AFO might have some 

sort of bias. From the rank order table it is clear that SAAOs being a technical 

person are reluctant to technical job. For cxample identilying Iitrmers problem 

through FINA and advise to fbrmers on various crop production issues, lowest 

score only 131-105 and P1-103 respectively. 
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4.4 	Relationship of selected characteristics of SAAOs with the extent of job 
performance 

ihis chapter deals with the relationship of the 10 independent variables with the 

job performance of the SAAOS. The selected independent variables were age, 

level of education, academic achievement, service length, job facilities, extension 

media contact, cosmopolitiness. job satisfitetion, farmers problem awareness and 

problem confrontation. Correlation coefficient have been used to examine the 

relationship of the independent variables with the job performance .Aiso multiple 

regression was computed to ascertain the contribution of the selected 

characteristics of the SAAOs to their job performance. Throughout the study 5% 

level of probability has been used as the basis lbr rejecting olany null hypothesis. 

Relationships between of the 10 selected independent variables with extent of' job 

perlormance have been shown and described below in the tables of spearman 

correlation coefficient (4.4.1). coefficient matrix (4.4.2). Again contribution of the 

selected characteristics to the job performance has been shown in the table 4.4.3. 
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Table 4.4.1 Spew-man Correlation coefficient analysis often independent 
variables with the overall job perforniance. 

Dependent - - 	Independent 
	

(:o-effieent Tabula value 
I 	variable 	 variables 	of correlation 	ted  

5% 1% 

Job 	 .405* - 
Performance 
	

level of education 	-.260 
Academic achievement - 	-.192 

.462* 

0.404 
Service length -- 
Job facilities 	.239 

Extension media 
- 012 

contact  
Cosniopoliteness 	.028 
Job satisfaction 	.282 

Farmers' problem 	753 
awareness 

Problem confrontation 	.028  

* ColTelation is significant at the 0.05 level 

0.515 
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tacilities 	- - - 
Extension 	 I 
media 	-.012 	.157 	-.232 	.097 .058 .106 1.000 
contact 
Cosmopolit 	

.028 	.111 	-.134 	.150 .153 .124 .248 1.000 
eness 
Job 

.282 	.076 	-.213 	-.170 -.150 h023 .234 -.234 	1.000 
satisfaction 
Farmers 
problem 	.253 	-.049 	-.509) 	-.613('i -.057 .486(') -.117 -125 	1 .161 
awareness 	 F I 
Problem I 
confrontati 	.028 	-.333 	-.257 	-.048 -.16 1 .230 .088 .225 	.271 
on  
Correlation is significant at the 0.05 level (2-tailed). 
Correlation is signilicant at the 0.01 level (2-tailed). 

1.000 

.431 () 
	

1.000 

lable 4.4.2 Correlation Matrix showing corrclaiion between 10 independent 
variables arid .Iol, Pcrftrmance. 

is 

Age of level 	of Academic Extension Farmers 
Perform 	the educati achevime 	Service 	Job media Cosmop Jobsatisia 	problem 
ence 	SAAO on nt 	length 	I facltties contact ohteness ction 	awarene 

Performen 
1.000 

ce 
Age of the 1.000 I  

SAAO I 	I I 	
I level 	of 

-.260 .039 1,000 I 
I education I 

Academic 
-.192 -142 .784(") 

I 
11.000 

I 
I achevirnent I I I 	 I 

Service 
462)  

. 796(" .009 
I 

-.120 	1.000 	 I 
I 	I 
I 

length ) I 
Job I I 	 I  I 

239 .010 -.070 -.068 	-.097 	1.000 I 

Problem 
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regression 
coefficients 

B 
75.617 I 371 

- -.1a 	-127 
* 	-2.263 

1.850* 2.180 

- 	1.524 
- 	.403 

-1.397 

.371 

.164 

-.232 

Table 4.4.3 Multiple regression coefficients analysis often independent 
variables with the overall Job performance. 

[k'ariah]es 

jconstantj_______ 
Lge  
I Level of_education 
Academic 

I acheviment 
Service leith 
Job facilities ______ 
Extension 	media 
contact 
Cosmopoliteness 	.137 	.231 
Job satisfaction 	- 	.521 * 	2.466 - 
Farmers' problem 	

.259 	1.436 
awareness 
Problem 

	

-.151 	-1.324 
confrontation 

* Regression is significant at the 0.05 level 

= 0.628 

Sitz 

.003 
A80 
.041 

051 	I 

.151 

.694 

.186 

.821 

.028 

.175 
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.ge and -job Performance 

The relationship between age and job perfoniiancc of SAAOs were exaniined by 

testing the iiiill hypothesis. The null hypothesis was: "there is no siwii ficani 

relationship between age and extent ofjob perFormance". 

The strength of relationship between age and extent of job performance by the 

calculated value of r = 0.405 which is greater than the tabulated value 0.404 at 22 

degrees of freedom. It means that the relationship between age and extent of oh 

perin-mance was signhlicant. The null hypothesis was rejected at 5% level of 

significance. It means that higher the age greater the extent of job performance 

(Fable 4.4.1) But the inter-relationship matrix showed its strong association with 

service length (Table 4.4.2). 

In the regression analysis age showed no significant eontrihuiion to the job 

perlormanee at 5% level. It had t value -0.727 which is smaller than the tabulated 

value (table 4.4.3). 

Level of education and Job Performance 

The relationship between level of education and job perfbrmance of SAAOs were 

examined by esting the null hypothesis. The null hypothesis was: "there is 110 

signilicztnt relationship between level of education and extent of job 

per iomm ncc". 

The strength of relationship between level of education and extent of jot) 

periormance by the calculated value of r = -0.260 which is smaller than the 

labulated value 0.404 at 22 deiirees of freedom. It means that the relationship 
1. 
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between level of education and extent of 	perFormance Was not significant. The 

null hypothesis was accepted at 5% level of signillcancc (Table 4.4.1). But the 

inter-relationship matrix showed its strong association with academic achievement 

and farmers problem awareness (Table 4.4.2). 

in the regression analysis level of education showed a significant contribution to 

the job perfbrmance. It had t value -2.263 which is greater than the tabulated 

value, significant at 5% level of significance and a regression coefficient or - 

2.736. This implies that for every percent increase in the prcdictor (level of 

education) there was a corresponding -2.736 percent decrease in the criterion 

(extent ol job performance), oilier condition being e(Iual (Table 4.4.3). 

Academic achievement and Job Performance 

The relationship between academic achievement and job performance of SAAOs 

were examined by testing the null hypothesis. The null hypothesis was: "there is 

no significant relationship between academic achievement and extent of job 

perloim a nec". 

The strength of relationship between academic achievement and extent of job 

performance by the calculated value of r = -0. I 92 which is snial Icr than the 

tabulated value 0.404 at 22 degrees of freedom. It means that the relationship 

between academic achievement and extent of job perfonnance was not significant. 

The null hypothesis was accepted at 5% level of significance (table 4.41). But 

the inter-relationship matrix showed its strong association with titrniers problem 

awareness (Table 4.4.2). 
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In the regression analysis academic achievement showed a significant contribution 

to the job performance. it had t value 2. 180 which is greater than the tabtilaced 

value. significant at 5% level ofsignihcuncc and a regessio coeffcienof85  0.  

his implies that for every percent increase in the predictor (academic 

achievement) there was a coiTesponding 1.850 percent increase in the criterion 

(extent of job performance), other condition being equal (Table 4.4.3). 

Service length and .Job Performance 

I he relationship between service length and job performance of SAAOs were 

examined by testing the null hypothesis. The null hypothesis was: "there is [to 

significant relationship between service length and extent of job performance". 

the strength of relationship between service length and extent of' job performance 

by the calculated value of r - 0.462 which is greater than the tabulated value 

0.404 at 22 degrees of freedom. It means that the relationship between Service 

length and extent of job performance was significant. The null hypothesis was 

rejected at 5% level of significance. It means that higher the service length greater 

the extent of job perIoniianee (able 4.4.1. But the inter-relationship matrix 

showed its strong association with age (Fable 4.4.2). 

In the regression analysis service length showed no signilicant contribution to the 

job performance. It had t value 1.524 which is smaller than the tabulated value, not 

significant at 51,14, level of significance and a regression coefficient of .3710'able 

4.4J). 
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Job facilities and Job Performance 

The relationship between job Ilicilitics and job performance of SA.AOs were 

examined by testing the null hypothesis. The null hypothesis was: "there is no 

significant relationship between job facilities and extent ofjoh performance". 

The strength of relationship between job facilities and extent of job performance 

by the calculated value of r = 0 .239 which is smaller than the tabulated value 

0.404 at 22 degrees of freedom. It means that the relationship between job 

facilities and extent of job performance was not significant The null hypothesis 

was accepted at 5% level of significance (Table 4.4.1). But the inter-relationship 

n'iatrix showed its moderate association with farmers problem awareness (Table 

4.4.2). 

In the regression analysis job facilities showed not a significant contribution to the 

job performance. It had I value .403.whieh is smaller than the tabulated value, not 

significant at 5% level of' significance and a regression coefficient of 1.164 (Table 

4.4.3). 

Extension media contact and Job Performance 

Flie relationship between extension media contact and job performance of SAM)s 

were examined by testing the null hypothesis. The null hypothesis was: theie is 

no significant relationship between extension media contact and extent of' iob 

per lormance 



The strength of relationship between extension media contact and extent at job 

perlormance by the calculated value of r = -0.012 which is smaller than the 

tabulated value 0.404 at 22 degrees of freedom. It means that the relationship 

between Extension media contact and extent of' job peribrmancc was not 

significant. The null hypothesis was accepted at 5% level of significance (Table 

4.4,1. 

In the regression analysis extension media contact showed not a significant 

contribution to the job performance. It had t value - 1.397 which is smaller than the 

tabulated value, not significant at 5% level of significance and a regression 

coeflicient of -0.232 (Table 4.4.3). 

Cosmopoliteness and Job Performance 

The relationship between cosmopoliteness and job performance of SAAOs were 

examined by testing the null hypothesis. The null hypothesis was: "there is no 

significant relationship between cosmopoliteness and extent ofjob performance". 

The strength of relationship between cosmopoliteness and extent of job 

perlorriiance by the calculated value of r = 0.028 which is smaller than the 

tabulated value 0.404 at 22 degrees of freedom. It means that the relationship 

between cosmopoliteness and extent of job performance was not significant. The 

null hypothesis was accepted at 5% level ofsignifleance('l'able 4.4.1). 
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In the regression analysis cosmopoliteness showed not a significant contribution to 

the job performance. It had I value 0.2351 which is smaller than the tabulated value, 

not significant at 5% level of significance and a regression coefficient of 0.137 

(Tat, Ic 4.4.3). 

Job satisfaction and Job Performance 

The relationship between job satisfaction and job performance of SAAOs were 

exam iicd by testing the null hypothesis. The null hypothesis was: "there is no 

sigrii i'icant relationship between job satisfaction and extent ofjob perlbrmance". 

Fhe strength of relationship bctween Job satisfaction 	and extent of' job 

periormance by the calculated value of r - 0.282 which is smaller than the 

tabulated value 0.404 at 22 degrees of freedoni. It means that ttie relationship 

between Job satisfaction and extent of job perfomiance was not significant The 

null hypothesis was accepted at 5% level ofsigni ficance(Tablc 4.4.1). 

In the regression analysis Job satisfaction showed a significant contrit,ution to the 

Job performance. It had t value 2.466 which is greater than the tabulated value, 

significant at 5% level of significance and a regression coefficient of 0.521. This 

implies that for every percent increase in the predictor (Job satisiliction) there was 

a corresponding 0.521 percent increase in the criterion (extent of Job 

perlorniance), other condition being equal (Table 4.4.3). 
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Farmers problem awareness and Job Performance 

ihe relai 01151111)  between farmers problem awareness and job performance of 

SAAOs were examined by  testing the null hypothesis. The null hypothesis was: 

'ihere is no significant relationship between farmers problem awareness and 

extent of job performance". 

uhic strength of relationship between farmers problem awareness and extent of job 

performance by the calculated value of r = 0.253 which is SmZIIICJ' than the 

tabulated value 0.404 at 22 degrees of freedom. It means that the relationship 

between Farmers problem awareness and extent of job performance was not 

significant. [lie null hypothesis is acccpted at 5% level of significance (Table 

4.4.1). But the inter-relationship matrix showed its moderate association 	liii 

level of education, problem confrontation, job titeihities and strong association 

with academic achievement (Fable 4.4.2). 

In the regression analysis farmers problem awareness showed not a significant 

contribution to the job performance. It had t value 1.436 which is smaller than the 

lahulaled value, not significant at 5% level of significance and a regression 

coefficient oiO.259 (Table 4.4.3). 
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Problem confrontation and Job Performance 

The relationship between problem confrontation and job performance of SAAOs 

were examined by testing the null hypothesis. The null hypothesis was: "there is 

no significant relationship between problem confrontation and extent of Job 

perlorniance' 

The strength of relationship between problem confrontation and extent of • job 

performance by the calculated value of r = 0.028 which is sinai her than the 

tabulated value 0.404 at 22 degrees of freedom. It means that the relationship 

between problem confrontation and extent of job performance was not significant. 

the null hypothesis was accepted at 51%4 level of' signilicanec (Table 4.4.1 ). But the 

inter-relationship matrix showed its moderate association with farmers problem 

awareness (Table 4.4.2). 

In (lie regression analysis problem confrontation showed not a significant 

contribution to the job performance. It had I value - 1.324 which is smaller than 

the tabulated value, not significant at 5% level of significance and a regression 

coeflicient of -0.151 (Table 4.4.3). 
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CHAPTER-5 

SUMMARY,CONCLUSION AND RECOMMENDATION 

5.1 Findings 

5.1.1 Selected characteristics of Sub Assistant Agriculture Officers 

Age 

.Aue of the respondents ranged from 25 to 65 with an average of 46.21 and 

standard deviation is 10.38. The highest proportion (46% ) of the respondents leN 

in the "middle aged" category while 12 percent and 42 percent fell in young and 

old aged categories respectively. 

Level of education 

L.cvel of education of the respondents ranged from 12 to 17 with an average of 

14.71 and standard deviation is 1.28. The highest proportion (75% ) of the 

respondents were in the high level of category while 25 percent were in the 

med LII)) level of education. 

Acadetuic achievement 

Academic achievement of the respondents ranged from 3 to it) with an average of 

0.10  and standard deviation is 1.88. The highest proportion (67% ) of the 

respondents were in the "middle " category compared to 17 percent were in 
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high" academic achievement category. Only 16 percent of the respondents fell in 

the low level of academic achievement category. 

Service length 

Service length of the respondents ranged from 2 to 37 with an average of 23.88 

and standard deviation 9.79. The highest proportion (50% ) of the respondents 

were in the "long service " category while 12 percent were in the "short service" 

and 38 percent were in the "medium service" length category. 

.101) fitcilit ies 

Job 1cilities of the respondents ranged ['tom 0 to Ii against tile possible range of 

0 to 28. The mean value was 5.17 and standard deviation is 2.41. The highest 

proportion (719/o ) of the respondents were in the "low " category while 16 

percent 13 percent had been fallen in the category of very low and medium 

respectively. 

Extension media contact 

Extension media contact of the respondents ranged from 13 to 35 against the 

possible range 0 to 42 with an average 27.17 and standard deviation 5.72. The 

highest proportion (421/o ) of the respondents were in the "medium " category 

while 25 percent were in the "low' and 33 percent were in the "high" extension 

niedia contact. 
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Cosmopoliteness 

Cosmop(liteness of the respondents ranged from 4 to 10 against the possible range 

0 to 1$ with an average 6.92 and standard deviation 1.64. The highest proportion 

(58% ) of (lie respondents were in the "niediuni " category while 42 percent were 

in the "lov eosmopoliteness category. 

.101) satisfaction 

Job satisthetion of the respondents ranged from 16 to 33 against the possible range 

C) to 40 with mean value 27.58 and standard deviation 4.45. The highest 

proportion (46% ) of the respondents were in the "medium " categories while 

almost equal proportion (42%) felt in the "high" job satisfaction category and 12% 

were in the lowest category. 

F'arnwrs problem awareness 

Farmers problem awareness of the respondents ranged from 22 to 50 against the 

possible range C) to 54 with mean value 39.18 and standard deviation 7.77. the 

highest proportion (50% ) of the respondents were in the "high " category while 

33 percent were in 'mediuni" category. Only 17 percent of the respondents Jell in 

the low category of farmers problem awareness. 

Problem confrontation 

Problem confrontation of the respondents ranged from 23 to 62 against the 

possible range from U to 80 with an average value 45.08 and standard deviation 
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11.47. The highest proportion (420%, ) of the respondents were in the "medium 

categories while 21 percent were in the "low" and 37 percent were in "high" 

problem confrontation 

5.1.2 .Job performance of Sub Assistant Agriculture Officers 

Sell evaluation 

The job performance scores of the SAAOs assessed by self evaluation ranged from 

58 to 92 against the possible range C) to tOO. The mean and standard deviation 

\\el•C 76.42 and 11.19 respectively. The less than filly percent of the SAAOs 

(46%) had high job performance while 21 percent and 33 percent had low and 

medium job performance respectively. 

Client systems (farmers) evaluation 

The job performance scores of the SAAOs assessed by farmers ranged from 0 to 

77 against the possible range 0 to 100. The mean and standard deviation were 

43.86 and 16.32 respectively. The highest proportion (58% ) of the SAAOs had 

riicdiuni performance. 8% had very low, 27% had low perlonnance and only / t
/
o 

had high performance. 

Supervisor (AAEO) evaluation 

The job performance scores of the SAAOs assessed by AAEO ranged from 50 to 

$3 against the possible range 0 to IOU. The mean and standard deviation were 

67.63 and 9.02 respectively. The highest proportion (75% ) of the SAAOs had 

C,  
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medium performance while 17 percent and S percent had low and high 

pertormaitce respectively. 

Supervisor (AEO) evaluation 

lheiob periormance scores of the SAAOs assessed by AEO ranged from 49 to 60 

against the possible range 0 to 100. The mean and standard deviation were 54.54 

and 2.69 respectively. The highest proportion (66% ) of the SAAOs had medium 

performance and almost equal proportion (17%) had low and high job 

perlornianee. 

Overall evaluation 

The overall job performance scores of the respondents ranged from 55 to 69.42 

against the possible range 0 to 100. The mean and standard deviation were 60.83 

and 4.25 respectively. The highest proportion (54% ) of the SAAOs had medium 

performance while 33 percent had low and 13 percent had high performance. 

5.1.3 Comparative performance of twenty live job items of their job 

performance 

Self evaluation : Performance index obtained from self evaluation rating score 

ranged from 47 to 87 against the possible range 0 to 96. 
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('lient evaluation 	Performance index of SAAOs evaluated by client system 

(farmers) ranged from 35 to 215 against the possible range 0 to 288. Where 0 

indicates very poor performance and 288 indicates very good pertbrmancc. 

Supervisor evaluation Perk rmance index of SAAOs evaluated by AAEC) and 

AhO ranged from 103 to 147 against the possible range 0 to 192. Where 0 

indicates very poor perfomiance and 192 indicates very good performance. 

5.1.4 Relationship between extent of JO1) performance and their selected 

characteristics of Sub Assistant Agriculture Officers 

In correlation coefficient among the ten independent variables age and service 

Ienth of SAAOs had significant relationship with their job performance at 5% 

level. Hence the concerned null hypothesis were rejected. 

In case of multiple Regression analysis among ten independent variables level of' 

education, academic achievement and job satisilietion had significant contribution 

with job peribrmanee at 5% level. The R2  statistics indicate that the model as 

titted explain 62.81% of the variability in job perlbrmance. 
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5.2 Conclusion 

On the basis of findings of the study, the logical interpretation of their meaning 

and other relevant facts enabled the researcher to draw the following conclusion; 

The job performance or the SAAOs assessed by sell evaluation was found to 

he high. The same perlbnmtnce assessed by supervisors was IotLfld to be different 

from sell evaluation. Finally the job performance evaluated by the client systems 

showed a different picture which have reasonable variation than the findings of 

self and supervisors evaluation. Hence, the overall job perfonnance oldie SAAOs 

indicated that 33% had low, 54% had medium and the rest 13% had high job 

performance. On the basis of above findings it may be concluded that overall jot) 

perlonilance of the SAAOs is not satisilictory. In case of comparative performance 

of twenty live job items of their job performance, the SAAOs are not giving equal 

emphasis. So. intensive careful consideration should be maintain by the 

controlling officers of DAE to improve the job performance of the SAAOs. 

2. The level of education of the SAAOs had medium to high. On the other hand 84% 

of the SAAOs had medium to high academic achievement. It may be concluded 

that high level of education and academic achievement indicates high level of job 

performance. Because the level of education and academic achievement of an 

individual help him in developing his mental make tip which turn contribute to the 

4- 
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job performance. But the findings of the study seems to be contradictory to the 

above mentioned statement. Hence, the provision for adequate guidance, training 

and counseling is essential for high job performance. 

3. The service length of the SAAOs, had medium (0 long. It may be concluded that 

medium to long service length (88%) indicates better job perfoniiance. Infect. 

their job performance found to be unsatisfactory, why ? It may be assumed that 

(lie controlling officers do not take care about the job performance of the SAAOs. 

It is ravealed from the study that SAAOs are provided with ncgligible job 

facilities. So, with of such meager job Ifleilities, job performance can not be 

satistitctorv. These facts lead to the conclusion that steps to be taken to create 

favorable job liteilities for the sake of high the job performance. 

The extension media contact of the S_AAOs had 671%, medium to high and 

cosmopohtiness score had low to medium ([00%). The extension job by nature is 

media contact and cosmopolitiness oriented. But the respondent of the study 

showed minimum extension media contact and cosmopolitiness. So. if the two 

characteristics remain weak the authority of the extension organization cannot 

expect high job performance from them. Hence it could be concluded that at the 
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time of recruitment their extension media contact and cosmopolitincss should be 

an eva I mU ion criteria o I' SA AOs. 

6. The job satisfaction score of (lie SAAOs had medium to high (88%). Job 

satisiliction indicate that SAAOs were pleased with his/her job which was 

essential for successful job performance. But their job performance, job 

lbcilitics, extension media contact and cosmopolitiness indicates contradiction 

with their opinion. It may be concluded that they are satisfied with job 

satisthction they should be provided with job responsibilities and other iniporlant 

aspects with proper supervision. 

'l'he majority ($3%) of the SAAOs had medium to high titrmefs problem 

awareness. To keep aware of fanners problems is the most important 

responsibility of the SAAOs. Inspite of highly a"•areiess of farmers problems, 

practically they did not take initiative to solve farrner'.s problems. So, the 

concerned authority should create congenial atmosphere so that the SAAOs can 

solve the farmer's problems which faced by the farmers. 

The problem confrontation score of the SAAOs had 63% low to medium and 37 0% 

high category. The SAAOs in thir service life titce many problems. Some 

problems they con front successfully and some problems they cannot confront with 

their own capacity. in this case tile): need help from higher authority. So, the 

authority should provide necessary facilities to the SAAOs in time of need. 
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9 The correlation coefficient indicates that age and service length of the SAAOs 

i- 

	

	 had signiticantiv positive relationship with job performance. From the regression 

analysis it is obvious that job performance had signi licant relationship with level 

of education, academic achievement and job satisfaction. It could he concluded 

that the employees who had high level of education, high academic achievement 

should be considered in time of recruitment. In addition they should be probided 

with job liwilities such as promotion, increment, housing, recreation etc. as job 

satisthetion and job facilities. The R2  statistics indicate that the model as titled 

explain 62.8% of the variability in job performance. 

5.3 Recommendations 

5.3.1 Recommendations for policy Implications 

Recommendations of a study help modify and improve existing policies and 

procedures as well as to Formulate new ones. Recommendations enianae from a 

careful consideration of the findings and conclusions. Recommendations 

lbnmtlate on the basis of the findings and conclusions of this study are presented 

helov: 
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I. Recommended that adequate steps should be taken to ensure high level of jot) 

periormance of the SAAOs. For achieving this, policy and procedure in respect 

of fleld extension, supervision, guidance, counseling and Iraining of the SAAOs 

will need a "cry care lid consideration and modification according to necessity. 

For improvement technical of job responsibilities, DAE should have taken 

necessary action 

DA.E needs to provide necessary supports and facilities like office room, 

transport. more travel allowance, training materials, agricultural inputs. credit 

etc. to the SAAOs to perlonn their job properly so that they remain satisfied with 

their job. 

Extension service belong to transferable job. There is it recognized rule how 

long an officers can stay at a station. Generally. after every 2 or 3 years 

extension officers are supposed to be transfeiTed. But in case of SAAOs of 

Narayanganj it was found that they have been working their as life long 

permanent stall As a result every SAAO of Narayangaiij had a tendency to 

avoid their responsibilities. So, it is recommended that extension personnel be an 

office or a water to be transferred at regular interval. 

14 
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Extension media contact and cosmopoliteness is vei-y much helpful to imprave 

their job performance. this lindings leads to the recommendation that the 

extension service should provide more titcilities by arranging to visit other 

Lpazi Ia. I )istriet and Countries related to agricultural programme so that the 

SAAOs could get more exposure on various communication media which will 

in turn help (hem in updating their knowledge. 

in reference to problem confrontation of the SAAOs it can be recommended 

that arrangement should he made by DAE to minimize official problems titced 

by the SAA()s in performing their job pertorinance. In addition motivational 

efforts should he undertaken by DAE to keep the SAAOs mentall' sound to 

iice local problems tactfully. 

The immediate senior bosses such as AA EQ and A EQ should increase field 

'•isit with SAAOs to inspect the activity of SAAOs being undertakcn, compare 

actual progress against agreed work programme and provide technical advice 

and assistance. 

S. DAE should take administrative action to ensure the effective job performance 

of SAAOs. 
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5.3.2 Recommendations for further study 

Based on the significant and limitations of the present study and some observation, 

the flhlowing recommendations are made for further study 

I - The present study was restricted to job performance of the SAAOs only. It is, 

therefore, necessary that further studies should be undertaken for an 

undcrstanding of job performance of the different categories of personnel 

invol \.:cd in the DAE such as Junior Agriculture Extension Officer, Assistant 

Agriculture Extension Officer, Agriculture Extcnsion Officer. Upazila 

Agricukure, Training Officer and Deputy Director. 

Regular supervision by Upazila Agriculture Officer and Agriculture Officer can 

increase the jol) performance of SAAOs. So, it recommended that further study 

to be undertaken on 'Qual its' Supervision'. 

the present study was concerned with job performance of the SAAOs who 

serves in the DAE. It is also necessary to undertake studies on the job 

perlorniance of personnel serving in other organ ations involved in rural 

tICk clt)pnlent. 

The present study was undertaken in Sadar Upazila of Naravanganj District only. 

It is also necessary to undertake same study on the other pails of the country. 

Relalionships of ten characteristics of the SAAOs have been investigated in this 

study. Further research should be conducted to cxplorc the relationship of other 

characteristics of SAAOs such as family income, lamily status, supervisor 

elation, jot' tenure, promotabi I itv and affective commitment etc. 
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APPENDIX- A 

INTERVIEW SCHEDULE 
Department of Agricultural Extension and Information System 

Sher-e-Bangla :\gricuitural University 
Dhaka-I 207 

INFERVIEW SCHEDULE FOR COLLECTION OF DATA FOR THE 
RESEAR(H ENTITLED JOB PERFORMANCE OF THE 5113-
ASS1STAN1 AGRICULTURE OFFICERS 

SI. No................. 

Na me at the respondents.  ............................... .................................... ..................... 
Block ...................... ....... I. iuoii ................... ... .... Upazila 
1)1st ................................... 

Please 2ive the following in Ibrination. Your iii lonnatton will be kepi confidential and it \VL II be 
used lor research purpose only.) 

I. Age: 	What is your age ? 

Yeats .......... ......... Mouth . ................ L)ay. ............. 

2. Level of educational and academic acltievenieni 

Please indicate your level of educational and academic achievement. 

SINa 	N;tiiie otexaniinalion 	 - 	I Year of passing 	[)i isiim.class 

 

iwo year latnmg fiom_All  

Three year Training from ATF  

H Nial<ciipcourse — 	 — 

3. Service length 

I) Fil st entry into (jovt. servict. ....................................... ......... 
ii) I .en2tll of service: Years ............ ..ionth ................ Days.............. 

4. Job lanhl tes 
'lease md icale liv putting a tuck 	' ) on the Ibliowi ng ark ing opportun it> 

that accelerate your perftriivauice at your working place. 
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SI.No, I 	Facilities 	I Not at all 

I 	0111cc oum 
2 	Iransport  
1 	Promotton 
4 	Travel allowance 

S 	Office stationary 
6 
7 

lrainippiaterials 
Office Ilirniture  
Agricultural publication 
Co-operation Iron) local 
leader  
Agricultural instrument & 
inputs 

S 
9 

10 

II Appropriatc tcchnolow 
12 Iii-servicetrainin_______ 
13 Necessary lund 	-- 	- 
14 Others (Please specil' 

Available with 	Easily 
dirfictilties 	available 

5. Extension media contact 
Please indicate the extent of )rour extension media contact about agril. Programme and 

jih1ication by pulling tick (\ ) any one of thefour responses. 
- SI. 	Programme/publication 	 Regularly 	Occasionally 	Rarely 	I Never 

No.  

a io 
a )DeSh !PLn)at1 amer  

h)Sonali tasal  
c)Krishi sarnadhar  
d)Sabug  

L KrKrishi
hikatha___________  

hiA'ker chashabad  

)-laii o iiiariush 

Nsa ppçr 
Azkcr Krishi  

4 
	

k rishikatha 
I )istrict butletion_of DAI 

6 
	

Lea Ilet/l3ook let 
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6. C:usniopoliteness 

- 	 Please mention how often you visit the places outside your Thana for vanous purpose. 

/mont h nionch( 

K hulna etc) 	 /nionth ( ) __________
countries 	5 or more days 2 dayc/:ear 

/nionth 

Visii to ctties(Dhaka, 	S or more days 	2 days /vear 
( ) 

\'5q to other 
	I ) 	I I 

;:ver 
ro/1110111h 

()/non I It 

Visit to I Ipazila head 	5 or more days 	3 to 4 days per 	I or 2 days per 	0/month 

quarter 	 llbntI1 	monthl 	 H 
Visii to District town 	5 or more days 	3 to 4 days per 

	mont) 	( 
I or 2 days per 	0/month 
month(  
1 days / year 	0/year 

 I ) 	-- U_____ 
I days / year 	0/year 

7. lob satisfaction: 
Please indicate the extent of your agreement by putling tick mark ' )against 

each of the following statement. 

SI. 	 Statement 	 Strongly 	Areeo 	Disagree - Strongly 

Noj 	- aee 	 option - 	 Disagree 

I receive appreciation from my 
hos. cal Icagucs_and client ________ 

2 	As agovt. officer I get good salary 
I enjoy good I tying eoiid i tion  

4 	I thuik that my job is quite 
enjoyable as a result of which I 
never feel bored.  

5 	1 am damp satisfied with my 
posting Place. 	- 

ô 	IJAO. ALl.) & others are very co- 

- 2P _ive  
7 	Wor ol Block Supervisors in the 

rural area is not less important in 
comparison to that ol' oilier. 	- 

S 	l:ai.mers  are Ibund to he non- 
cooperative

Ke   9 	Nh o li 	is suppl ted tvi th 

necessary_reclLIiIen'lCfltS ________
10 	Iii ptits are not available in time of 

need  

- Places olvisit I Frequently - Occasionally Rarely 

Visit outsale your S or more days 3 to4 days per I or 2 days per 

Ltpwiila /rnonth ( 	) - - 	- month() 
____ 

 mønih () 

Visit to union council 5 Or more days 3 to 4 days per I 01. 2 days per 
_______ 

 /month I 	) 	month( ) 	month I 
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SI. 	 l:tictoI.s 

No. 

Lack of transport for_iraveluig 	- 
2 Lack of residcntial acconitnodatton 

3 i.aek ot extenstoil_trainnig 	- 
4 ] less amount of Li set! 'l.A 	- 
5 FrejuL tratisler 	________ 

I of promotion_opportunity 

7 La
lack 

ck of technical_expenence 

H ih Medai 	Little 
confro in 	coniro 

utation TL
lation 

 

\en little - Not 
eon frontaL at alL 
ton 

S. Partners problem awareness 
Please indicaic the extent ol your awareness about the problem of the thrmers by puflitle Lick 

) m any one of the four responses: 

Extent of pklcm_awareness...... 
h Aware I Medium Little aware 	Not at all 
- 	Aware - 	 I aware 

- 	 H 

	

1. 	 Stibject/inixits 
No. 

Illileracy of Larmer 

	

2 	lnadcivacy of Agri I. Input 

	

3 	1-lh_priceof' Agri I. Inputs 	-- 

	

4 	Low price of Agril. Product 	- 

	

S 	Lack oiquality seed 
6 

 
Lack ol' using organic manure 

	

7 	Decreasing of soil fertility due to 
!ptenstve cultivation  

	

S 	Decreasing of soil productivity due 
to intensive eul Ii vat ion  
Want fpray machine 

	

10 	Want of litigation materials 

	

I it 	RThtnpIextty in applying new 
ice hnoIog  

12 _i_Ignorance of cropping pattern 	- 

	

13 	Lack ol' food nutrition knowledge of 
fenia Ic fan ncr  

	

14 	Lack of knowledge of seed 

	

- 	pçrvation 

	

r15 	Lack of co-operative attitude of 
Ihimnc in different occasion 	-- 

	

16 	\etzltucrice for homestead 
tardeniitg by fënw Ic farmer  

	

17 	Difficulty of opetat ing I nigation 
e(pilpment due to irregular supply of 
electricity 

IS 
 

Use of insceticide  

9. Problem coii Ii-o at at ion 
Please indicate the extent of your views about problem confrontation 01 JOb 

Res1,onshilitics by putting tick ( v ) in any one of the tive responses 
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10 	Inatiequat e supply of Inputs ( seeds. 
féni tizer. insecticides etc.) at the lime of 
need  

11 Warn o1 spray machine 
12 Want of demonstrai ion niateria Is 
13 Gradual decrease of soil feriilitv due to 

intensive cultivation  
14  
15 Lack of lunctional literacy of the farmers 
16 Lack ol timely technical co-operation 

troni the authorrtv:Researcli station 10 

solve 11w problem  
I? Lack of freedom tar planning of own 

Lack ol recognition for good perfoan 
Iligh cost of inptis & low cost ofAgril. 
products  
Others Cspeciiy) 	- 

01 use 

10. Job perforuriance 
Please indicttc the extent of your view about job performance by putting tick ( \ ) in any of 

the rcspunes  
SI. 	 Activities 
No.  
I 	Fanii liar with the block 
2 	Identifying lhrnier problems antL need 

1w I:INA  

ii veness to form as and where new 
woups necessary  

-t 	NI ot i vat ing üiniiers for adopt ion 0 i 

ccl inot ogy of all t niportailt C lops 
- ,nctudmz cereal & Ojiseed crops________ 

S 	Ma ngc nient of demonstration ptots and 
visit time to time  

6 	1)cmonstralit,n of manure_preparation -- 

7 	I) ist nbi 'in iii oil_ca lids. Book lets & 
Posters etc. ____________  

IS 	Ath-ice on soil lertilil and productivity. 

9 	Arrange to tisten Ilirni radio & fitrrn TV 

______1Eran1  

10 	fi 'lie Iv suggest ion for irrigation and 
drainage  

11 	f Stigge stion about C1'OpI iw pattern and 

1,[pmtat!on  
12 	Stiiucsi ton about etil tivation oi 

cgtaliIe. spice._fruit etc.  

3 	Suut!cslinii about disease and pest 

Very 
	

(load - Medium 	Poor - Very 

I poor 
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14 1 Suggestion to use 1PM peactices - - 
15 ('heckine whether the recommended 

technology are being practiced by 
tirnier 

lb I Jse of traii ing maicrials and audio- 
______ visual aid for fumier lrainin 

7 Planning and Monitoring extension 
- programme  

IS Suggestion about seed production and 
preservation  
Arrange tàrmer group meetings  19 

20 Mainiaining  
21 orgalu73tion and management of 

Jiumers i:zil)y  and fiCId% _____________  
22 Regular attendance to union parishad 

23 TTaking initiative for overall Agril. 
meeting  

development of the block  
24 	Visit to innovative lurmers to investigate 

farmers developed technology and 
identify to transFer it  

25 	Advice and initiative on input supply. 
receive Agril. Credit. market of crops  

Thanks for your kind cooperation. 

Siiznature of the Interviewer 

100 



APPENDIX- B 

.108 I'ERF()R\IANCE EVALUATION OF SAAO's 
BY FARMERS 

It is necessary to evaluate the job performance of the selected SAAO lb research study. 
Therelbre you are requested to give your opinion on the following activities oleacli of 
the selected SAAO of your Upazila. Indicate your op non for each activity by checking 
any one ol the live. Your opinion will be kept conhdenual and used for research purpos 
oiil y. 

Name ol the SAAO ..................................................... 

'4anie of the Fanner ........................................... 

Name of Block..........................LJpazila ....................(list ............... 

Si. 	 Activities 	 Very 	Good 	Medium 	Poor J Very 
No. 

	

	 good 	 I 	poor 
Familiar with the block 

2 	idenl i lying farmer problems and 
need by FINA 

3 	Encouraging the format ion of new 
rottps where necessary 

4 	Motivate the farmers in cultivating 
cereal crops & Oilsecd crops 

3 	Conduction of Result (lemonsiration 
6 	Dcii oi ist rat ion of iii an tire 

7 	l)islribtitton of Leaflets. Booklets & 	- — 
Posters etc.  

S 	Advise on soil ferti lit)' and 
I)RIdUctivitv.  

') 	Advice to listen Ilirm radio & latin 
IV. program  

I 0 	Iimelv suggestion for ilTigation and 
U ra i nage  

I I 	Suggestion about cropping pattern 
and crop_rotat LOt  

12 	Stigiestion about cultivation of 
veuctable. Spice, flint etc. 

13 	Suggestion about disease and pest 
control 

14 	Suggestion_abotu 1PM 

1 01 



IS 	Monitoring the use of recommended 
practice by the fbrmcr  

lb 	Use training materials and audio- 
visual aid for training 

17 	Advise for tree plantation - 

119 	iing about seed preservation - - -- - 

19 	Attendance at farmer group meetings  
20 	Maintaining a daily diary of 

activities  
21 	Organizalion and management of 

22 	Regular attendance to union parishad 
farmers rally and field day  

meeting  
23 	Fake initiative for overall Agril. 

i developnientol the hlock  
I  24 	1 Identi ly innovative farmers 

25 Advice and initiative on input supply 

1 

	
receive Agril. Credit, market of 

Thanks for your kind cooperation. 

Signature of the Interviewer 
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APPENDIX- C 

JOB I'ERFORMANCE EVALUATION OF SAAO's BY AAEO/AEO 

H is necessary to evaluate the job performance of the selected SAAO fo research study. 
therefore you are requested to give your opinion on the following activities of each of'  
the selected SAAO of your Upazila. Indicate your opinion for each activity by checking 
any one of the five. Your opinion will he kept confidential and used br research purpose 
only. 

Name of the AAFO/AEO ..................................................... 

N:uue of the concern SAA0 ........................................... 
Block............................ 

Activities - - 	TVery f GoodTNIediUlll PVery 

- 
	)OOT 

Familiar with the block 	
I 

Identifying faniier problems and - 
need by FINA  

3 	lititiativeness in the fhrni al ion of new 
groups vhere necessary  

4 	Timely prepu anon and submition 0 

_______ Reports  
5 	\1anagenient of demonstration t  lots 

and visit time to time  

6 	Demonstration of mali tire 
pUCParI ton 

7 	Distribution oil .eatlets. Booklets & 

-j_Posters etc.  
> 	,\dvice on soil fertility and 

product iv iv.  
9 	Advice to listen farni radio & farm 

LV.proeiani  
Ii 	Fintelv suggestion for irrigation aix 

11 	Suggestion about cropping pattern 
and crop rotation  

12 	Suggestion about cultivation of 
vegetable, spice._iiuit etc. 

13 	Suggestion about disease and pest 
control  

14 	Suestion about [PM  

10 



15 	Checking wheiher the recommended 
technology are being practiced by 
lärcner 

10 	Use t mining materials and audio- 
visual aid for larnier training 

17 	Planning and Monitoring extension 
prOgrani tile 

IS 	Suggestion about availability olseed 
and preservation 

19 	f Arrange at larmer group meetings 

	

20 	Collection olAgril. Statistics and 
maintaining a daily diary of activities 

	

21 	Organization and nutnagetnent of 
Itrtncrs rally and field day 

	

22 	Regular attendance to union parishad 
_________ meetIng 

	

23 	lake initiative for overall .Agril. 
development of the block 

	

24 	Visit to innovative litrnters to 
investigate larniers developed 

	

H 	technology and i dentij}' to trans kr it 

	

25 	Advice and nii tiative on input supply 
receive Agril. Credit. market of 

crops  

Ihanks for your kind cooperation.  S 	5nç........ 
Lit 

Signature of the Interviewer 
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