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ABSTRACT

The aim of this study was to examine the competency levels of Agricultural Extension

Supervisors in the Ministry of Food and Agriculture in Ghana. It was also to determine the

Competency needs of the Supervisors. The study was based on the perceptions of the

Supervisors and Extension Agents. It also compared the self-perceived competencies by
Supervisors with their competencies as perceived by the Extension Agents and determined the
competency needs of Supervisors. In addition, the study looked at the differences between
demographic charactenstics of Supervisors and the competencies (grouped into eight categories),
when the competencies were acquired and the best time to learn them.

A descriptive correlational survey design was used. The study covered three out of the
ten Regions of Ghana, namely Westemn, Brong Ahafo and Upper East. In all, 221 Extension
Agents and 73 supervisors were involved in the study.

Generally, self-evaluation by the Supervisors and the evaluation by the Agents were very
strmlar and most of the 100 competency items studied were rated between ‘Moderate’ and ‘High’.
Only one competency, ‘Completing monthly or annual reports’, was rated above High’ level.
There were 16 competency items for which supervisors were rated below ‘Moderate’ level and
which need urgent attention. They include competencies that relate to:

- Preparation of long-range programme of work and involving stake holders in planning
extension programmes under Programme Planning.
- the development and use of teaching aids including audio-visuals under Teaching. Also

planning, organizing and conducting tours and field trips.
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- the use of non-verbal communication, extension publications and communication

equipment in the area of Communication.
- Socio-cultural factors affecting the behaviour of people and how they affect the
thinking process in the Understanding Human Behaviour category.
- the use and analysis of questionnaires, interpreting research findings and using library
resources relating to Evaluation.
The ratings by the Supervisors and the Agents showed significant differences in few competencies
and where significant differences occurred, the Supervisors rated themselves higher than the
Agents. For almost all the 100 competency items, the ratings were around ‘Moderate level” which
mmplies that there was more room for improvement. Supervisors claimed that 76 percent of the
competency items were acquired on the job and 18 percent were acquired before the job. They
were of the opirion that the best place and time to learn most (81.0 percent) of the competencies
is on-the-job. |
Age, gender, highest educational level attained and area of residence showed significant
relationships with the competencies. Younger and female supervisors rated themselves
significantly higher than their older and male counterparts, respectively. Supervisors holding

M.Sc. Degrees and those residing outside their area of operation also rated themselves higher than

those holding lower degrees and residing outside their area of operation.

v
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CHAPTER 1

INTRODUCTION

1.1 BACKGROUND TO THE STUDY

Agricultural extension has been one of the features of agricultural development in Ghana
since the early 1900s.

Ghana's agricultural extension system has undergone several transformations since pre-
independence era in the government's efforts to establish an efficient and effective system. Imitially,
the primary interest was on export crops like rubber and cocoa. Later, greater emphasis was given
to food crops and livestock. Agricultural extension, then, was part of the activities of church
mussionaries and foreign owned companies interested in the production of export crops. From the
time of independence, Ghana has expenimented on various approaches to agricultural extension
under the co-operative movements, church related development scheme and several donor
assisted projects (Draft Report on Onentation Workshop: National Agricultural Extension
Project,1992).

Before 1988, the Department of Agricultural Extension did not exist in the then Ministry
of Agnculture. The existing departments in the Ministry offered their own extension services to
farmers in the various sectors of agricultural production. Non-Governmental organizations
(NGOs) also provided extension services to farmers through their own field agents. In 1988, the
present department of Agricultural Extension Services was formed out of the then Crops Services

and Animal Health and Production Departments.
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The Unified Agricultural Extension System was introduced in Ghana in 1992 as one of the

objectives of the National Agricultural Extension Project (NAEP). NAEP is one of the main

vehicles for accelerating growth in the agricultural sector under the Medium Term Agricultural

Development Programme. It had as its main objective to imitiate and implement a unified

" agricultural extension system with strong research linkages in order to promote the wide spread

and use of proven agricultural technologies and farming practices.

According to the draft report on NAEP (1992), the bases for the creation of NAEP
mchuded tramng the extension staff m both techmcal subjects and in extension methodologies and
also behavioral sciences to understand farmers' attitudes towards the numerous vanables which
affect them in their economic development This was to enable them to perform their tasks
confidently and effectively. It employs a modified version of the Training and Visit (T&V) model
of extension which was developed by Benor.

The trammg and visit system has been one of the most significant extension organizational
developments in the World during the last two decades. Billions of dollars have been invested in
this system by the World Bank since 1975. The system tries to achieve changes in production
technologies used by the majority of farmers through assistance from well trained extension agents
who have close links with agricultural research (van den Ban and Hawkins,1996). It evolves
around "Training" and "Visits". Training equips the Frontline Staff (FLS) with innovations or
solutions to farmers' problems from research. Through a scheduled programme of visits, the FLS
make available to farmers these innovations and furnish research with farmers' problems.

The T & V system has been diffused very rapidly, first in South and South-East Asia
where it has been shown to increase the effectiveness of agricultural extension in wrrigated areas
in a number of countries, thus contributing to rapid increases in food production and later in

Afnica where it was not always so successful (van den Ban and Hawkins, 1996).

2
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The T & V system of agricultural extension depends on well-conceived and well-
conducted supervision of extension staff in order to be effective. Supervision alone cannot
produce good agricultural extension but good extension is rarely possible without effective
supervision (Benor and Baxter, 1984).

In the view of Buford and Bedeian (1988), improved quality of extension supervision is
one target for bringing about improvement in agricultural production, and subsequently, in the
National economy. A properly managed and supervised organization creates progress - it
transforms its inputs into the satisfaction of human needs.

According to the proponents of T & V (Benor and Baxter, 1984), supervisory visits are
made to ensure that staff do their work in a correct and timely manner and also to assist and guide
staff to do their assigned tasks effectively. Amon (1989) confirms this by saying that the key
function of agricultural extension officers is the effective monitoning of the work of the village
level workers and that this function is of cntical importance for the effectiveness of the entire
service. He explamned that momitoring does not simply signify administrative supervision but also
guiding, advising and encouraging the village-level workers in their work. There are various
levels at which supervision is done within the Ministry of Food and Agriculture (MOFA) in
Ghana Supervision starts right from the Ministry Headquarters to Regional and District Levels.
Within these levels of supervision dimensions and emphasis may differ but basically, supervision
at all these levels have similar basic principles and functions.

Apart from the formulation of government agricultural policies, preparation and writing
of projects and programmes, allocation of funds and other resources to the regions and
districts, the Ministry Headquarters staff have to guide field officers, durning supervision, on policy
and technical matters. They also ensure that officers thoroughly understand what they are

expected to do. Their added responsibility is to ensure that the projects and programmes are

3
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. implemented within the policy framework and within the specified time schedules. The Director

of Agricultural Extension and his Deputies, in addition to reports from the field, visit from time
to time to momitor and inspect field activities in the regions and districts. They have to supervise
m order to discover constraints and monitor both managerial, technical and financial abilities of
field staff to implement projects achieving stated objectives.

The major role of regional headquarters staff is to monitor and evaluate the agricultural
extension programmes in the districts. They are supposed to make, at least, four (4) supervisory
visits in a fortmght.

The Subject Matter Speciahists (SMS) are important in providing technical support and
mmplementmng trammng for the FLS. They should spend, at least, a third of their time making field
visits to, among others, check if their recommendations or impact points are being passed
correctly by FLS to farmers.

The Distnct level extension officer is a cntical level in supervision as the district staff are
closer to the FLS and 1t 1s an important level for project implementation. Officers at this level are
to use eight (8) days in a fortnight to make supervisory field visits to check, among others, the

regulanty of visits to farmers by FLS.

1.2 STATEMENT OF THE PROBLEM

According to Agunga and Kimball (1997), in 1989, the World Bank noted in a report
tiled "Sub-Saharan African; From Crisis to Sustainable Growth - Long-term perspective study
(LTPS)", that Affican economies must grow by 4 to 5 percent a year if hunger was to be averted
and productive jobs and rising incomes secured for their growing populations.

The contribution that agriculture can make towards the growth of African economies

cannot be overemphasized. Agunga and Kimball (1997) confirmed this by stating that agricultural

4
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| development is identified by the Government of Zambia as a major priority area for its National
Development Plan of the 1990s. They added, however, that effective agricultural production
requires a well-trained extension service yet it is not clear how well-trained are Zambia's field
extension agents to effectively carry out the governments agricultural development policy.

The old extension systems which T&V replaced, have been very sldw in changing, and
many of their weaknesses have continued, particularly their lack of field orientation. This has

manifested itself in too few field visits by senior project staff, and a poor understanding of
| supervision and extension management (Venkatesan, 1994). He added that an extension system
with sole emphasis on mereasmg fammers' adoption of technology has been new to most countries,
where extension was principally thought of as either an "inspectorial” service (e.g. in Sudan and
some West Afnican Franco phone Countries) or as a delivery of credit or scarce inputs (e.g..
Nigena, Ghana, Tanzania and Malawi).

Supervision in agricultural extension has not been free from criticisms. In some studies,
failures of agricultural extension systems have been attributed to ineffective supervision. Budke
and Padde (1994) cite Bucanayandi (1990) and USAID (1987) as haven identified supervision as
one of the weaknesses in Uganda's extension system.

Part of an orgamzation's overall effectiveness is influenced by the job knowledge and skills
possessed by organizational employees (Waldman and Spangler, 1989). Bradfield (1966),
Maunder (1972) and Easter ( 1985), indicated that Extension agents and specialists need skill and
competence to design, inplement and evaluate educational programs for farmers.

The more than 500,000 agricultural extension agents in the world have a crucial role to
play in increasing farmers' competence. They also are expected to play new roles such as
promoting sustainable agriculture for which new skills are required. At the same time their

conditions of work are changing rapidly, for example, through the pnivatization of government

S
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" services, ncluding extension and the growing role commercial companies and non-governmental
~ organizations (NGOs) play in agricultural extension, very competent extension agents are needed
to make decisions (van den Ban and Hawkins, 1996).

Lack of a proper balance between technical and professional competencies in staff has
_ been identified as a common problem in the extension services of developing countries. It 1s said
that the T& V Extension system depends on well-conceived and well-conducted supervision of
extension staff in order to be effective. This implies that the quality of an extension programme
hike the National Agricultural Extension Project and its impact on farmers will, to a large extent,
depend on the quality of supervision.

Agunga and Kimball (1997) noted that a more fundamental extension problem often
masked by the fanfare and huge financial investments T&V often brings, is the critical analysis of
the quality of extension personnel. According to Easter (op cit), one of the weaknesses in past
approaches in preparning extension personnel in developing countries is the inability to focus on
the development of professional competencies. Agunga and Kimball (1997) quote Hulme (1991)
as stating})ftween 1974 and 1984, about 2.3 billion dollars was spent by the World Bank for
T&V system projects yet nowhere is it stated that these investments are made based on a critical
examination of the quality of field staff to implement the T&V system successfully.

As Rivera and Gustafson (1991) rightly put it, "Extension must be responsive to be
effective. To be effective at responding to needs requires up-to-date skills and knowledge". The
extension agent is a professional on his own and as such needs to be competent in a certain field
if he/she is to carry out assigned roles effectively. For this reason there is the need for an
extension service to have a sufficient number of trained people who understand the new
technologies developed by research and who are in a position to demonstrate these new practices,

and their ability to a reasonable number of farmers (Amon, 1981).

6
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This implies that for Ghana’s Unified Agricultural Extension System (UAES) to be
successful, the supervisors must be very competent and to be competent calls for effective
training. There is the need, therefore, to identify supervision lapses in terms of competencies and
competency areas that need emphasis for improvement. Under the UAES in Ghana very little, if

at all, has been done regarding the identification of lapses in professional competencies for

improvement.

1.3 RESEARCH OBJECTIVES

The purpose of this study is to examine competency levels and identify the competencies

needed by extension supervisors in Ghana. The specific objectives of the study are to:-

1. determine the competency levels of supervisors as perceived by extension agents and their
SUPETVISOTS.

2. compare the self-perceived competencies by supervisors with their competencies as perceived
by Extension agents.

3. identify the competency needs of supervisors in agricultural extension.

4. determine the differences on distribution on personal characteristics of supervisors and their
self-perceived competencies.

5. determine when the supervisors acquired the various competencies.

6. determine from extension supervisors when they perceive as the best time to learn the

competencies.

7. determine the degree of association among the various competency categories.
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| 1.4 RESEARCH QUESTIONS

Questions to be answered in this study include the following:
1. What are the competency levels of supervisors in agricultural extension in Ghana ?

2. How do self-perceived competencies of supervisors compare with perceptions of extension

agents ?

w

What are the competency needs of the agricultural extension supervisors in Ghana ?

4. Do differences exist in supervisors’ self-perceived compétencies on distribution on
demographic characteristics ?

S. When did the supervisors acquire the various competencies ?

6. When do supervisors perceive as the best time to leamn the competencies ?

7. How are the various competency categories associated with each other ?

LS HYPOTHESES

The following hypotheses stated in null and alternative forms are offered for testing the
differences between the demographic charactenistics of supervisors and their self-perceived
competencies and also the association among the various competency categories:

' H,: There are differences on distribution on demographic characteristics and supervisors’ self-
perceived professional competencies.

H;: There are no differences on distribution on demographic characteristics and supervisors’ self-

1 perceived professional competencies.

H,: There are differences on distribution on professional characteristics and supervisors’ self-
percetved professional competencies.

H;: There are no differences on distribution on professional characteristics and supervisors’ self-

perceived professional competencies.
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1.6 DEFINITION OF TERMS

Professional Competence - This denotes the ability or fitness for a task. The possession of
adequate skills or knowledge for a task, and the ability to perform to a level that is acceptable.
Supervisors - This covers all District Agricultural Directors, District Development Officers and
Subject Matter Specialists (SMS) in the Ministry of Food & Agriculture.

Extension Agent - In this study, extension agent implies a person whose main task 1s to give
extension assistance and manage an extension organization at the farmer level in the Ministry of
Food and Agriculture.

Pre-service M. th-sg;_'v_iee traiging - In this study pre-service simply denotes training before
enteting the extension service or during formal education while In-service denotes training after

entering the extension service or the period of work as an extension worker.

17 $IMITAYIONS OF THE STUDY

Owing to limited resources including time, logistics and funds, the study could not cover
all agricultittal extension supervisors attd agents in Ghana. However, the sample size was large

enough to allow the results to be generalised.
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CHAPTER 2
LITERATURE REVIEW

The purpose of this study was to examine the competency levels of and identify
competencies needed by extension supervisors in Ghana. This chapter reviews the literature
related to competency under two broad categories: Supervision and Supervisors, and
Competence. The literature reviewed under competence is classified into competence theory,
developing competence, measuring competence, self and independent evaluation and independent

vanables relating to supervisors' competency levels.

2.1 SUPERVISION AND SUPERVISORS

Supervision, as defined by Collings (1972), is a process by which workers are helped to
do their jobs with increasing satisfaction to themselves, to the people with whom they

work, and to the agency. Extension supervision is concemed with the improvement or growth

of extension personnel as individuals and as educational leaders.

In contnibuting to individual growth, the goal of supervision is the maximum
development of the potential capacities of the extension agent as a person. In contributing to the
effectiveness of the worker as an educational leader, its goal is to provide the best possible
extension programme for the people of the country. Through activity and habitual practice,
supervisors live out the process which we call supervision and demonstrate the extent to which
they meet critena.

The under histed critena for supervision have been identified by a review of the literature
from the fields of education (including extension) and from industry and voluntary agencies.
A good supervisor:

- 1s guided by clear purposes.
- guides agents to get job done: to carry out the purposes of the agency.
- makes a careful analysis of the needs of each individual agent.
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- concentrates his/her supervisory programmes on helping to meet needs.

- makes supervision a co-operative activity. He/She draws on the ideas and expenience of all

staff members.

- assumes responsibility to develop staff competence. He/She motivates professional

improvements.
- studies the extension job. He/She uses each activity of the job as a practice in problem solving

- uses evaluation to improve every major phase of the country extenston programme

- evaluates his’her own effectiveness.

- - demonstrates a desire to be of assistance to the agents or the staff members mnvolved.
personally and professionally (Collings 1972).

According to Benor and Baxter (1984), supervision should determine whether the
extension system is operating effectively in both organizational and technical areas, and identify
key constraints to its effectiveness. Common constraints may be the result of the fact that the
Village Extension Worker (VEW) and other staff are not interested in their work or do not
undertake the required appropriate messages to teach farmers, training is inadequate, or leadership
and guidance for extension staff is poor.

While 1t 1s obvious that the Training and Visit system of agricultural extension depends
on well-conducted supervision of extension staffin order to be effective, it is not always clear how
this can be achieved. Supervision of extension activities cannot be conducted in the same way as
supervision of administrative work because of its different nature. Supervision must be tailored
to fit the needs of the extension service.

Benor and Baxter (1984) specified that supervision of extension activities should not be
paper-based or report-oniented as staff are not evaluated on the bases of paper work or written
reports they produce. Very few reports are required of any extension staff. Village Extension
Workers (VEWSs) and Agricultural Extension Officers (AEOs) are only required to keep a daily
diary to record their activities and the main problems they encounter in the field, especially with

respect to farmers’ reactions to production recommendations.
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The purpose of extension supervision is not merely to check that staff do their work in a
correct and timely manner: more important is the objective of assisting and guiding staff to do
their assigned tasks effectively. Staff should focus on the quality of the work and on ways to
mprove the effectiveness of individual staff, which in turn, will benefit farmers and the extension
service at large. Supervision cannot be haphazard or casual; it must be highly planned. The time
m the field should be spent primarily on scheduled visits, although a small number of visits may

be unscheduled. The schedule of visits of the supervisors should normally be known to all staff.
Unscheduled visits are made to check on staff who may not be performing adequately, or in
response to particular field or training problems.

Benor and Baxter added that since supervision cannot be conducted through a review of
written reports, it must be done at the location where the activity to be supervised normally takes
place; field activities are supervised in the field, training is supervised in training sessions.

They also stated that on each field visit, supervisory staff should spend a considerable
amount of time at one particular place. Except on the rare occasions when unannounced visits are
made to check on staff who, it is believed, are not doing their work as required, there‘ 1S no use
in quick visits. In addition to being aware of shortcomings, supervisors should identify the
achievements of field staff, giving credit where credit is due. If their achievements are not
acknowledged and appreciated, even the best extension workers soon cease, or at least reduce,
their activities.

From the pomt of view of teaching production recommendations to farmers, extension is
conducted only by the Village Extension Worker( VEW). The tasks of all other extension staff
are to support the work of VEWs. This support ranges from the frequent direct individual contact
of the Agnicuttural Extension Officer( AEO) with all the VEW's in his/her range to runmng traming
programs and assisting in field production problems by subject matter specialists (SMSs) to the
support and review of field activities, training, and input coordination by subdivision, district,
zone, and headquarters staff.

In the view of Benor and Baxter (1984), supervisory visits to the field focus on

organizational (methodological) and technical matters. The importance given to either depends
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on the level of responsibility of staff making the visit. Most important, however, is to check the

end result: Do farmers benefit from extension? This check should be done by supervisors at all
levels. Training activities (particularly fortnightly training and monthly workshops) should also
be supervised regularly. The quality of training is readily apparent from contact with extension

- and farmers in the field and, consequently, may be partly supervised in the course of field

supervision.
There is some disagreement concerning the importance of immediate supervision on

workers' satisfaction. Putman (1930), in discussing the results of the programme of interviewing
m the Hawthorne works of the Western Electnc company, takes the position that supervision is
the most mportant determnant of worker attitudes. On the basis of their study of accountants and
engmeers, however, Herzeberg, Mausner and Snyderman (1959) suggest that the importance of
supervision has been overrated.

Quantitative evidence concerning the importance of supervision is inconclusive.
Herzeberg, Mausner, Peterson and Capwell (1957) have compiled data from 15 studies in which
workers were asked what made them satisfied or dissatisfied with their jobs. Supervision was
mentioned as a source of satisfaction more frequently than job security, job content, company and
management, working conditions and opportunity for advancement and wages.

One of the most important influences on employee motivation is the supervisor.
Supervisors enhance attitudes by helping employees more accurately perceive the value of the
Job’s retums to satisfying their needs. The supervisor or manager is directly involved in many of
the most significant human resource management activities.

The supervisor and the work group constitute the social environment within which the
mdividual leamns the norms and expectations for production. A favorable and constructive social
environment is conducive to positive individual motivation and productivity. A negative social
environment mibits motivation, which has an unfavorable impact on performance. The success
of the entire hurmnan resource management system depends on how thoughtfully and fairly the
supervisor manages it (Milkovich and Bondreau, 1988).
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The influence of the first supervisor on a new employee's subsequent performance has also
| been noted by a number of researchers including Bray, Campbell and Grant (1974). Special

j training, patience, and insight are required by supervisors of new employees for a number of
reasons. First, new employees are likely to make a higher-than-average number of mistakes, and
' :

. if impatient supervisors overreact to those mistakes, they will weaken the new employee's self-

image and enthusiasm. Second, insecure supervisors often control new employees too closely -
ether to keep them from making mistakes or to prevent them from appearing too successful or
knowledgeable. As a result, the employees are not permitted to learn from their mistakes and
may not achieve recognition for their successes. Finally, and most important, the expectations of
supervisors affect new employee's attitude and performance, since the employees will tend to fulfil

T P e s

those expectations regardless of their actual ability. A supervisor who looks upon newcomers as
potentially outstanding performers will treat them accordingly thereby motivating them to do their
best - and the supervisors expectation will tend to be confirmed. Conversely, a supervisor who
expects newcomers to perform poorly will communicate these expectations directly or indirectly,
thereby tnggenng the indifferent performance that fulfills the negative expectations (Sténer and
Freeman, 1992).

z Immediate supervisors strongly influence the motivation and performance of employees
by example and instruction as well as by rewards and penalties ranging from praise, salary

! merease, and promotions to criticism, demotions, and dismissals. According to Adewuni (1976),

authors subscribe to the idea that some degrees of competency are required before individuals

can establish themselves in the World of work.
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22 COMPETENCE
This section looks at competence under competency theory, developing competency and

measunng competence.

- 2.2.1 Competency Theory
Fagan (1984) states that the current usage of the term competence in education suggests
' that its precise meaning is of less importance to many people than its use for purely rhetoric
purposes. The term has been used in such a vanety of ways that meaningful communication on
the subject of competence has been exceedingly difficult, if not impossible. Even educational
| practices involving the idea of competence frequently embody such different conceptions of
competence that little relationship can be detected among them.

Competence, according to Webster's New World Dictionary of Amencan Language
(1980), 1dentifies compete as its root with the following definitions for compete: "to strive
together for,""contend,” "contest"; competence picks up the striving connotation with its refined
defimitions such as: "a meeting, agreement,” "power," "the quality of being competent.” The
Cambrndge International Dictionary (1996) defines competence “as the ability to do something
to a level that 1s acceptable™.

Klemp, Jr. (1977) defines competency as a generic knowledge, skill, trait, self-schema or
motive of a person that is causally related to effective behavior referenced to external performance
criteria, where:

- Knowledge 1s a set of usable information organized around a specific content area (for example,
knowledge of mathematics)

- Skill is the ability to demonstrate a set of related behaviors or processes (for example, logical
thinking).

- Trait is a disposition or characteristic way of responding to an equivalent set of stimuli (for
example, mmtiative).

- Self-schema is a person'’s image of hirnself or herself and his or her evaluation of that image (for

example, self-image as a professional).
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- Motive is a recurrent concern for a goal, state or condition which drives, selects, and directs

behavior of the individual (for example, the need for efficiency).

For a knowledge, skill, trait, self-schema, or motive to be generic, it must manifest itself in a

. number of specific ways. A useful analogy can be drawn between a competency and a tool, both
. Ifwhich may be used to operate on different situations with different results. Just as the nature

of the tool is seldom evident from observed behavior.

A professional competency reflects the ability to perform effectively all the professional
tasks appropriate to a given position such as that of extension workers (Patel & Leagans,1968).
Doll, J1. (1977) conceives of competence as much more than behavior or performance. He views
competence as a state of being, a capacity, or an intellectual power. He traces the contnbutions
of Noam Chomsky, Jean Piaget and Jerome Bruner to our current understanding of competence.
From thus analysis, he generates a model of competence based on cognitive structuralist
assumptions rather than on behaviorist ones. This model has clear pedagogical implications, and
Doll identifies some of these: principles of action, skills, and structures; the role of contrast, play,
and mastery; and the development of experience (Short, 1984).

Doll, Jr. (1977) points out that the competency-based movement wrongly equated
competence with performance, and in so doing did disservice not only to the word and notion of
competence, but also to a very exciting idea which he believes holds great pedagogic potential.
He continues that the words themselves - competence and performance - are, as any etiological
dictionary will show, of quite different origin and have different thrusts or senses. Performance
refers to a "doing”, particularly to a "doing” which is "completed, finished, achieve”. It onginated
as a word to distinguish between promises made but not completed and those completed. Hence
performance is a task finished. It carries no judgement of valtue as to how well the task is done,
Just that itis done. Competence refers essentially to a state of being or to a capacity. One who 1s
competent is one who has a certain "fitness, sufficiency, or aptitude;"” or to take the word's Latin
denivation, a competent person is one who possesses a certain confluence, "symmetry,
conjunction, or meeting together" of powers which allow him or her "to adequately deal with a
situation.” In short, performance is the outward and public manifestation of underlying and
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internal powers. The problem, of course, lies in determining just what these powers are, and in

determining the relation which exists between them and their performance manifestations.

Unfortunately, these powers cannot be determined directly, but must always be inferred from
observable performances. Doll, Jr. (1977) observes that the simple solution, which certain radical
behavionsts have taken, is to deny the efficacy of the competence concept and to work exclusively
at the level of performance. Those in the competency movement have not, to his knowledge,
made such strong theoretical statement; but they are operating out of a similar framework. That
is, they are simplistically equating competence with performance and assuming that those who
perform well are competent and those who perform poortly are incompetent. This i1s evidenced in
their development of performance checklists as indicators of competence.

Noddings (1980) pomnts out that performance is neither a necessary nor a sufficient critenia
for competence. Yet the two are related, and to possess or pursue one without the other is to
possess or pursue hittle.

Fagan (1984) adds that advocates of competence are quick to note that a given task, goal,
skill has been learned, and that evidence of that learning can be verified. Questioners of
competency practitoners ask, "who establishes the task, skill, knowledge for the competence to
be demonstrated?" and, "How long will the competency last?". Concerning the latter question,
all of us have, at one time or another, demonstrated academic competence (that is, the ability to
perform with a passing grade) in foreign languages, statistics, computer science, or the like but
an update of our test performance right now might show a loss of that competence. Had we th.
time, mterest, and motivation to review the test materials we mught re-establish that passing level
competence. The lesson to be leamned about losing formerly established competence is that
planned reinforcement and review are crucial for its maintenance.

When we return to the first question (who establishes the task, skill. knowledge for the
competence to be demonstrated ?), the identification of those who establish competence, our
search for information proves even more enigmatic. The enigma 1s posed by engineers,
computer scientists, microbiologists, technicians from a host of fields all of whom exhibit

competence of one sort or another (passing examinations, licensure) but who, almost by
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definition, will become mcompetent if they do not keep up w:th new information techniques, and
applications in their fields. Competence for such professionals is an ephemeral pause in the
hourglass of time. According to Fagan (1984), unless those who are to adlfieve the competencies
are given some part in their formation, the rhetoric about the advantages of competency are not
VEry persuasive.

Ryan and Cooper (1980), identify three areas common to all Competence-Based Teacher
Education (CBTE) programs which condense behaviors associated with teaching; these are as
follows:

1. Teacher knowledge - facts, principles, generalizations, awareness, and sensitivities that the
teacher is expected to acquire and demonstrate (quite possibly measured by paper and pencil
tests),

2. Teacher performance - behaviors that the teacher is expected to demonstrate that are believed
to help foster desired outcomes in children; and

3. Teacher consequences - outcomes that the teacher is expected to bring about in the pupils'

emotional and intellectual growth.

222 Developing Competence -

Several researchers have examined when professional competence should be developed
by extension agents. Gonplez (1982) identified 144 competencies needed by extension agents in
Permsylvama. Of the 144 competencies, 26 were identified as appropriate for development before
entering the job, 6 during a graduate program and the remaining 112 through in-service education.

Easter (1985) found that a majority of the competencies should be learned through
m service training. Similarly, Ogondo (1984) reported that extension agents in Kenya perceived
that all professional competencies in the area of program planmng, program execution,
communication, maintaining professionalism, and evaluation should be learned on the job.
However, competencies in the category of administration and others related to extension

philosophy, history, knowledge, understanding human behavior, and teaching should be learned
before entering the job.
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Results of a study by Pezeshki-Raad (1993) suggest that almost all the professional

competencies should be learned or developed after the agents are employed. The results also

suggest that even after pre-service programs are implemented there remains a substantial need for

- continuing education programs for extension personnel and that this will require an articulated

continuing education program which addresses the specific professional needs of agents.
Ayewoh (1983) reported that extension agents in Bendel State of Nigeria 1dentified that

- 59 out of 61 selected professional competencies should be learned on the job through workshops,

seminars, onientation programs, induction programs, symposia, conferences, training sessions,
climcs, and demonstrations.

van den Ban and Hawkins (1996) are of the view that all extension services require a
systematic mn-service training programme, but it is especially important in those services which

have had to atfract extension agents with a rather low level of competence because of the lack of

- well-trained agriculturists in their country. They find two types of training desirable:

1. Regular training at staff meetings to ensure agents are capable of performing their work
satisfactorily in the next few weeks. This training may be given mainly by the Subjecf Matter
Specialists (SMS) and extension managers.

2. A semies of short courses to increase agents' competence in specific fields. These courses may
be given both by SMSs and by the staff of training centres. The courses may focus on an aspect
of production technology or on extension methods.

DolL Jr. (1977) argues that competence can and should be developed in the schools, and
that the cumculum design needed for such development will be radically different from the design
now m use. The questionis how are the competencies determined and formulated into curricula?
According to Adewumi (1976), authors and researchers have not adopted a single classification
for approaches to cumculum development. The most common classification includes the subject
approach, mntegrated approach, job or occupational analysis approach, and function of industry
approach.

He stated that Smuth, et al (1957), conceived the approaches differently and classified

them as administrative approach, grassroots approach, demonstration approach, systematic
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approach to curriculum change, curriculum change as action research, etc. He recognizes the
constancy of change hence he centred his discussion on curriculum change. All the classifications
have several procedures built into them.

. Procedures for Determining curriculum content :-
Adewumi (1976) outlined procedures utilized by curriculum workers for selecting their
' subject matter content for pre-training decisions on competencies that they consider as essential
for adequate post-traming occupational performance of trainees. The common ones are identified
to be judgmental, expenimental, analytical, and consensual.
Judgemental procedure - is based on the decision of the curriculum worker. He makes decisions
as to what must be included in the curmiculum.
Expenmental Procedure - helps to classify the suitability of a particular subject matter. It provides
an averue for detecting changes that are necessary before adapting or re-designing curriculum to
meet desired levels of competency.
Analytical procedure - is about the most widely used and it consists of analyzing things that
people do in an occupation. This procedure is said to form the building block for determining
competencies.
Consensual procedure - yields an aggregate of people's opinion about what they believe the
curriculumn or situation should be. The procedure derives its nutrition from the opinion of
outstandmng leaders of the appropriate profession, representatives of the community to be affected.
specialists and experts in the profession, etc. He states that all the above procedures have their
advantages and disadvantages.

Adewumi (1976) added that the competencies which formed the foundation block for
these series of research were obtained by Crawford (1971), Cotrell (1972), Feck (1971),
Huddleton & Williams (1972), and Erpelding (1972), who utilized a combination of the above
procedures. The pioneers of the Department of Agriculture and Extension education, University
of Wisconsin series of Competence-Based Teacher Education studies are also known to have

utihized the procedures before and during the selection and condensation of those competencies
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" that are considered suitable for Wisconsin secondary and post-secondary agriculture instructors.

2.2.3 Measuring Competence
It can be seen from the brief overview of approaches to defining competence that the type

. of behaviors considered important to competent professional practice can be viewed quite
narrowly (for example, in terms of knowledge) or quite broadly (for instance, in terms of complex

; interactions among knowledge, behaviors, and covert variables). It is commonly accepted,
however, that any professional practice domain is complex and muiti-dimensional (Pottinger,
1979: P.29). Pottinger adds that clearly, how one defines the domain of competence will greatly
affect one's choice of measurement procedures. In simplest terms, if one considers competent
practice to comprise exclusively of knowledge, then knowledge tests may be approprate and if
one considers behaviours a part of competence, then tests must evoke behaviours which reflect
this aspect of competence simulation techniques. Also, if one considers personal attributes such
as empathy, well-developed cognitive processes, moral reasoning abilities, interpersonal
effectiveness, or motivation as important aspects of competence then these attributes must also
be reflected in the assessment process.

Pottinger (1979: P.32) states that perhaps the most consistent finding in Klemp's (1977)
analysis of professional competence is that the amount of knowledge of a content area is generally
unrelated to superior performance in an occupation. Of greater significance, he often found it
unrelated even to minimally acceptable performance. The implication of this finding for the
majonty of current licensing practices is quite obvious. Existing requirements of knowledge are
not necessarily required for competence in many occupations. While knowledge is required for
the satisfactory discharge of work-related duties, Klemp found it was more important that an
individual be willing and able to learn.

In particular, he found that "it is not the acquisition of knowledge or even the use of
knowledge that distinguishes the outstanding performer, but rather the cognitive skills that are
exercised and developed in the process of knowledge acquisition and use that constitute

occupational competence. In other words, the information processing skills related to learning,
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recall, and forgetting are not so important to success as the conceptual skills that enable one to

" bring order to information chaos that characterizes one's every day environment.”

According to Pottinger (1979: P.32) Klemp identified three cognitive skills related to

competent performance in a broad array of occupations. One is the ability to see thematic

| consistencies in diverse information and the ability to organize and communicate those differences.

A second related cognitive skill is the ability to conceptualize the many sides of a controversial

- 1SSue.

He quoted Klemp (1977) as saying, "conflicting information results in a kind of cognitive
dissonance which some people are better at resolving than others. Those who are able to see
things conceptually, and therefore understand both the underlying issue as well as the different
perspectives on it, are better at resolving informational conflict for themselves and for others than
people who are unable to conceptualize in this way". A third cognitive skill that Klemp finds
often taken for granted is the ability to learn from expenience. He writes: "Regarding, in particular,
the most effective process consultants and workers in human services, thus means, in conceptual
terms, the ability to inductively translate observations from work experience into a theory which
1s then used to generate behavioral alternatives. Here the information that 1s conceptualized looks
very different from facts and figures gleaned from memoranda, articles, or lectures. Thas skill
relates first to being involved and participating in an experience and second to analyzng one's
behavior in the context of that of others. People who excel at expenential learning not only tend
to be more astute observers to behavior but also tend to recognize the fact that direct expernence
1s an important primary learning mode, for example, in situations involving helping and
counseling.”

Pottinger (1979: P.33) further states while Klemp's work draws from a wide range of
occupations, McGuire's (1978) research on cognition in medical practice also reflects the
complexity and multi dimensionality of cognition in professional practice. He referred to the
seven levels of cognitive domain defined by Loveland (1976): recall of isolated information,
recognition of meaning or implication of performance, simple interpretation of data or application
of a single principle or standard, combination of principles, analysis of data or application of a
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unique combination of principles to a novel problem, evaluation of a total situation, and analysis

ofa vanety of element of knowledge and application to a novel problem situation in its entirety.

" He adds that both Klemp and McGuire have developed and/or identified new measures of these

complex aspects of cognition which appear to be related to professional competence in a vanety

. of occupations and that their studies provide ample evidence that the majority of current licensing

exams do not reflect what is known about competence and what can be measured.
We can easily fall prey, however, to further reductions in the quality of assessment by
hmiting ourselves to only one method of measurement (Pottinger,1979: P.33). He cited Campbell

and Fiske (1959) who have documented the common sense notion that the more one increases

 different perspectives and techniques in measurning a phenomenon the better will be the

measurement.

He stated that, typically, in testing for licenses, we have hmited ourselves to a set of
respondent-type measures, usually multiple, forced-choice, paper and pencil format. By using
these paper and pencil test, we are measuring the effect of test format as much as we are
measunng the knowledge, skills, and abilities being assessed (Pottinger,op cit). He adds that
assessing professional competence by using a series of paper and pencil tests is analogous to
measurmg how fast someone can drink by requiring one to use a straw. In this example, the paper
and pencil tests and the straw are equivalent in that they both reliably limit the phenomenon being

measured. We would get a better understanding of true professional ability (as well as the ability
to donk quickly) if we worked toward eliminating the constraints of measurement. One way to

do this is to use measures that break away from simple modes of measurement. We also must
require that the measurement techniques used are objective and quantifiable.
In the past, someone was judged to be professionally competent by the outcome of his

work. A farmer was competent if his crops grew; a mechanic if his engine ran, a teacher if her
students leamed and their parents were pleased, and so forth. In each case competence was

demonstrated by the observable quality of some outcome. As long as consumers could freely
choose their service providers and judge the quality of outcomes-however subjectively - this

determination of competence was viable and socially acceptable (Pottinger,1979: P.35).
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Recently, educators and other professionals have adopted the jargon of job relatedness by
~ distinguishing between tests of academic knowledge and those of job related knowledge, or
"competency based" tests. This distinction is trivial, because the quality of job performance
outcomes - the only real evidence of competence - is not required in either type of test Pottinger,
" 1979: P.36).

Fagan (1984) states that in Pennsylvama, Maurer and Associates (1973) tried to get
suggestions about competencies for teachers from a vanety of sources.
subjects (as opposed to specialized competencies applicable only to a specific level). These 66
were categorized under titles such as "motivational technique,” "use of resources," "evaluating
measurernent” and consisted of competencies such as: "The teacher will maintain an educational
environment conducive to developing positive attitudes toward learning”. No one would seriously
question the intent behind Generic Item 37, but who is to decide whether an environment is
"conducive” according to what criteria? Also, how are "positive attitude” determined? In spite
of many suggestions for the establishment of competencies from myriad, professional sources,
there still seems to be the aura of fiat with arbitrary criteria in the Pennsylvania Deparﬁnent of
Education (PDE) Lst.

Studies by Randavay & Vaughn, 1991; Najjingo-Kasujja & McCaslin,(1991),
Easter,(1985), Ongondo,(1984),Ayewoh,(1983);Umuhak,(1980); Gonzalez (1982);
Al-Zaidi(1979), Karami,(1979); Boonruang,(1973); Sabihi,(1978); Ntifo-Siaw & Agunga,(1994)
have identified professional competencies needed by extension personnel in varous countries.
Findngs from these studies indicate that extension agents in developing countries should possess
professional competence in the areas of administration, program planning and execution,
evaluation, communications, teaching and extension methods, and understanding human behavior.

In his study of professional competencies needed by extension specialists and agents in
Iran, Pezeshki-Raad (1993) developed the survey instrument by adapting components from the
mstruments developed by Gonzalez (1982), Easter (1985), Ogondo (1984), and Ayewoh (1983).
The final version of the instrument contained two major sections. Section one contained 125

competencies grouped within 8 competency categories (administration, program planning,
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program execution, teaching, communication, understanding human behaviour, maintaining

professionalism and evaluation). Items in this section were rated in terms of being needed by
extension personnel using a scale that ranged from 1 = no, 2 = low value, 3 = moderate value, 4
= high value, 5 = very high value. In addition, perceptions when the competencies should be

- learned (pre-service or in service) were also examined. His findings, based on the three highest

rated competency areas were as follows; write realistic goals for the extension programs (4.54)

in admimstration; determine the needs of clients for extension programs (4.42) in the Program

Planming category;, use a vanety of techniques to influence people to change (4.40) in the program
execution category; Present infommation with televised and video taped materials (4.57) in the area
of teaching; Prepare extension Publications (4.31) in the communication category; recognize
traditional culture and its effect on change (4.43) in the understanding human behaviour category;
idemtify opportunities for Professional improvement (4.38) in maintaining professionalism; and
use of the experimental approach in extension work (4.66) in the evaluation category.

Adewumi (1976) states that the first part of his research was conducted by Matteson
(1975), Bjoraker and Jensen (1971). Through an exclusive review of literature, they were able to
dentify a list of 416 competencies from the writings and previous research of Crawford (1971),
Cotrell (1972), Feck (1971), Huddleston (1972) and Erpelding (1972). The list of competencies
was then evaluated, refined, revised, condensed and adapted to suit the conditions that prevail in
the state of Wisconsin. The result yielded a list of 11 competencies, 39 tasks and 84 competencies
which were rated i a questionnaire as follows: (1) high degree of competency, (2) above average
competency, (3) average competency (4) little competency and (5) no competency.

In the study of participatory management training needs of extension personnel in Zambia,
Agunga and Kimball (1997) identified job satisfaction and level of proficiency of supervisors in
the areas of management and communication skills to be related. The officers are more satisfied
mn their jobs when their supervisors are better communicators, involve them in decision-making
processes make them feel a part of the department, allow them to use their skills and abilities and
provide variety and challenge to the job. The level of management and communication skills

among field extension supervisors is generally low. Agents rank these skills as being important
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to their supervisors performance, yet they do not think that their supervisors possess these skills
at a high enough level for success at the job. They also concluded that field extension officers are
severely deficient in most areas of communication skills. These areas include interpersonal
communication, print communication radio broadcasting and programming, audio visuals, and
organizational skills. In Ghana, Ntifo-Siaw & Agunga (1994) found that Extension Officers lacked

most of the communication and management skalls.

2.3 SELF AND INDEPENDENT EVALUATION

Harris (1968) defines evaluation as "The systematic process of judging the worth,
desirability, effectiveness, or adequacy of something according to definite cniteria and purpose.
The judgement is based upon a careful comparison of observation data with criteria standards.”
That is, 1t is a form of assessment.

Evaluation 1s essential for assessing the success or failure of an objective. It is a
continuous process which all human beings perform, more subconsciously than consciously.
Bureaucrats, administrators, teachers, etc. at all levels stress the need for evaluation but shy away
from it. Stufflebeam (n.d.) refers to evaluation as a science of providing information for decision
makmng. It has tremendous value if properly and carefully conducted. This usually requires trained
evaluators.

Adewurmn (1996) states that evaluation, most particularly formal evaluation, would remain
a necessity as long as objective, scientific data are required for planning and development. A
question which, according to him, researchers face in teacher evaluation is "who is to perform the
evaluation?"

There are arguments that point to the fact that self-assessment of the instructor would be
more accurate than those of the independent observer. According to Peter and Hull (n.d.),
competence, hke truth, beauty and contact lenses, is in the eye of the beholder. The risk exists for
the observer to over-depend upon personal experiences, hearsay evidence, authoritative opinion,
etc. In the opmion of Furst (n.d.), based on available theories, there are usually too many things

going on at a time for an observer to observe all at once. Therefore, the observer concentrates
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. mostly on those things which interest him or that he considers important. He contends that an

" individual is in a better position to observe his own activities than an outside observer.

On the contrary, other researchers argue in favour of evaluation by an observer. For

~ example, Worthen and Sanders describe the idea that every school system or every teacher can

' today be regarded as capable of meaningful evaluation of his/her own performance as an

_ absurdity. In their study of the relationship between supervisory techniques of extension

supervisors and organizational outcomes in Uganda, Budke and Paddie (1994), found out that a
wide discrepancy occurred between the supervisors and deputy supervisors' self-ratings and the
subordinates' (extension agents) ratings of their leadership. The leaders tended to inflate their
scores above those generated by subordinates, thereby giving the impression that they were more
effective than they actually were.

Adewumi (1976) concludes that within the limits of available time and resources, a
comparison between instructors’ self-perceived level of competence and the evaluation of
nstructors by independent observers is necessary. Such comparison provides useful insights mto
the areas and depth of differences and/or similanties between instructors' self-evaluation and
independent evaluation. This could be an asset in determining need and also for planmng.

He adds that similanties (and dis-similarities) between self and independent evaluation
aggregate around certain over-all task areas. Competencies in which self and independent
evaluation are above average and similar may be a good indicator of satisfactory instructor
competence. Strong dissmilanties may be an indicator of the extent of need or deficiency that the
mstructor has (if we accept the validity of independent evaluation). Though self and independent
evaluation do not show absolute agreement, they also do not show absolute disagreement, or
disagreement as large as usually portrayed by instructors. The unfavourable attitude towards
evaluation, most particularly, towards independent evaluation which is exhibited by instructors,
adrmirstrators, and society, may simply be a part of the massive, negative fear and myths that exist
about evaluation.

Adewumi (1976) suggests a combination of both self and independent evaluation as a

probable third alternative since there is a myrnad of arguments for and against either alternative.
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" This, he adds, would strengthen the advantages of both while each also compensates for the
disadvantages of the other. According to him those competencies which show no significant
differences under the two evaluation approaches can reasonably be assumed to represent the truth
and that firrther investigation mught be necessary in those competencies where divergent results
were obtamned.

In his study, Adewurm (1976) found out that instructors' self-evaluation compared to
mdependent evaluation showed a positive agreement (similarity) m 66 competencies. A negative
agreement (dissirmlanity) was obtained in the remaining 23 competencies. In the 66 competencies
where positive agreement was obtained. the degree of agreement vanied from very strong to very
weak agreement. The same distnbution of weak to very weak exists for those 23 competencies
m which dissimilarities were obtained. The highest dissimilanty between self and independent
evaluation was observed in competencies that deal with evaluation and execution. The greatest
similanty between self and independent evaluation was in competencies that are related to

planmng.

24 INDEPENDENT VARIABLES RELATING TO SUPERVISORS' COMPETENCY LEVEL

In his study of competency levels of Wisconsin Secondary School vocational agriculture
mstructors, Adewurni (1976) selected four personal charactenstics of the instructors and treated
as ndependent vanables for companson with instructor competency levels. These are age.
education level, teaching expenience and number of credits eamed beyond the B.Sc. degree.

Other researchers exarnined differences or relationships between demographic
charactenstics of extension persornel and the perceived level of competency needed by extension
agents. Findings from these studies indicate that vaniables such as age (Gonzalez. 1982: Sabihi.
1978), educational level (Najjingo-Kasujja and McCaslin, 1991) and prior work expenence are
related to the perceived importance of specific professional competencies needed by extension
agents.

Age and years of experience were the only two demographic varables that were

sigruficantly related to the perceived level of competencies of extension specialists and agents 1n
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Khorasan State of Iran. No significant relationships were found for the rest of the demographic
 variables examined in this study (Pezeshki-Raad, 1993).

Adewumi (1976) found significant correlation (at 0.05 level) between certain personal
charactenistics of instructor and instructor self-evaluation in some competencies. Charactenstics
or factors such as age, level of education and length of teaching experience bear significant
relationship in certain competencies, and that considering such factors gives evaluation a fuller
" meaning and may also suggest that different groups have different needs. However, Easter (1985)
found no significant differences between the perceived level of competencies needed for
Swazland extension agents and demographic charactenstics such as age, gender, educational

level, position, area of responsibility and prior expenence.

24.1 Age

Adewumi found out that in one out of the 89 competencies, age was found to be a
significant factor at the .05 level. At the .05 significance level, age was a significant factor
affecting the perceived competency of instructor in judging competency of student's performance
or products in relation to instructional goals.

It also came out that mstructors who are above 45 years old seem to rate themselves lower
than younger instructors. In a study of the relationship between supervisory techniques of
Extension supervisors and orgamzational outcomes in Uganda, Budke and Paddie (1994) found
out that older extension agents tended to exert less extra effort and were less satisfied with ther
supervisors and rated them low on organizational effectiveness. In Gonzalez's (1982) work,
younger agents rated certain competencies lower than older agents. Sabihi (1978) reported that
younger agents and specialists perceived a greater need for training in extension philosophy,
organization and administration than older agents and specialists.

Randavay and Vaughn (1991), however, did not find any difference between importance
ratings of professional competencies needed by extension agents and age.

In the study by Pezeshki-Raad (1993),sigmficant differences in the average ratings by age
were found for competencies in administration, communication and maintaining professionalism.
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Agents and specialists under 29 years rated the above competencies higher than those who were
| 30 years or older. However, no significant differences were found by age in the competency areas
of program planning, program execution, teaching, understanding human behavior and

evaluation.

24.2 Educational Level

In Adewurmi's (1976) study, the general trend of rating was that the B.Sc. degree holders
rated themselves lower than the M.S. degree holders. However, the difference in rating was
significant in five out of 89 competencies. All the B.Sc. degree holders rated themselves as
possessing less than average competency in the development of objectives and competencies are
best tapped if the members are given an adequate orientation about their roles and functions. No
significant correlation was obtained between number of credits beyond B.Sc. degree and
mstructors' self-evaluation.

Gonzalez (1982) reported that agents with bachelor's degree rated some competencies
(teaching and 4-H) lower than those who had master's degrees. According to Sabihi (1978),
agents with lower educational levels perceived a greater need for training in extension philosophy,
organisation, admimstration and evaluation. However, Randavay and Vaughn (1991), reported
no differences between importance ratings of professional competencies needed by extension
agents and education.

According to Armon (1989), the qualifications of middle level administrators and

supervisors should be a university degree with special training in extension education.

2.4.3 Working Experience
Adewurni's study (1976) also revealed a significant relationship between length of teaching

expenence and instructors' self-evaluation in two competencies.
These are:

I. evaluate quality of instruction.

1 orient the advisory committee members to their roles and functions. In these two competencies,

30

Digitized by Sam Jonah Library



©University of Cape Coast

. v

the longer the instructors' teaching experience the lower their self rating.
According to Budke and Padde (1994), supervisors who held their positions for a long
peniod of time tended to generate less extra effort and satisfaction from their subordinates. Celis
- (1971) found that Mexican agents with less than three years experience expressed a greater need
-~ for techmical nformation, while those with more than three years expressed a need for training n
the social sciences/agricultural extension.
. Sabihi (1978) also reported that specialists who had more expenence perceived a lesser
need for training in extension philosophy, organization and administration.

Pezeshki-Raad's (1993) work showed significant differences in the average ratings by
years of extension experience for competencies in administration, program execution;
commurtcation and mamtamning professionalism. Agents and specialists with less than three years
experience rated the above competencies higher than those agents and specialists with three or
more years of extension expernence. However, no significant differences were found by years of
extension experience in the competency areas of program planning, teaching, understanding

human behavior and evaluation.

2.4.4 Number of Courses and Meetings Attended

Leaders who held meetings and attended in-service courses regularly generated
significantty more extra effort and satisfaction from their subordinates (Budke and Paddies, 1994).
A significant relationship was found between number of courses attended and the extension
agent's perception. The more courses the extension agent had attended, the more critical they
seem to be of their supervisors' capability in organizational effectiveness. The strength of the
relationship between extension agents' perception of outcome factors and their frequency of
meetmg with their supervisors were all positive and moderate. The more meetings, the closer the

perceptions of the extension agents are to those of their supervisors.
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. 24.5 Marital Status
: Mamied extension agents tended to exert less extra effort but tended to be more satisfied
# with their supervisors. They rated their supervisors higher on relations to higher-ups unit and job

effectiveness (Budke and Paddies, 1994).

2.4.6¢ Administrative Functions

According to Maunder (1972), every extension officer who has administrative functions
such as chief of bureau, is an office manager and has to devote part of his time to managing the

" office procedures and keeping red tape to a minimum is an important objective of extension

administration. However, it is vitally important that the office of each unit be adequately staffed.
This requires that the total office work to be done is broken down into clearly defined tasks. A
common error in determining requirements for staff and clerical positions in extension
organizations is to underestimate the amount of office work required by its vanious units.
Consequently, they are under-staffed both in number and quality of technical and clenical
personnel. Thus a crippled organization is created from the beginning. Office work is seriously
hampered and extension staff members spend much of their time doing routine work to the
detriment of their main function.

2.4.7 Geographic Dispersion of Subordinates

Normally there is an inverse relationship between a manager's span of control and the
geographic dispersion of his/her subordinates e.g. a sales manager whose sales peoples are
scattered over a wide geographic region cannot supervise as many subordinates as a manager can
whose subordinates are in one building. This is especially true when the manager and the
subordinates must meet on a regular basis (Kinrad, 1988).
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" 2.5 SUMMARY OF REVIEWED LITERATURE

; From the above literature review, it can be deduced that the success of the Training and
; Visit agricultural extension system hinges on proper supervision. Supervision determines whether
the extension system is operating effectively in both organizational and technical areas.
It 1s agreed that one of the most important influences on employee motivation is the

supervisor. Immediate supervisors strongly influence the motivation and performance of
* employees by example and instruction as well as by recognition when due.In view of this,

supervisors need to possess professional competence which reflects the ability to perform
| effectively all the professional tasks appropriate to the position of extension workers.

Findings from various studies indicate that extension specialists and agents in
developing countries must possess professional competence in the areas of administration,
program Planning and execution, evaluation, communication, teaching and extension methods,
and understanding human behaviour.

Different views are held by vanious school of thoughts as to when the professional
competencies are to be acquired (Preservice or Inservice), and also when to perform the
evaliation and whether self assessment or by an independent observer. There is the question of
how the competencies are to be determined and formulated into curricula. In the past, someone

was judged to be professionally competent by the outcome of his work.
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CHAPTER 3
RESEARCH METHODOLOGY

The methodology covers the following areas: Research design, study area, the target
)opu]atlon, sampling, research instrumentation, research variables, data collection procedures and

data analysis.

3.1 RESEARCH DESIGN

A descriptive comelational survey design was used to gather data concerning the

competencies of agricultural extension supervisors in Ghana.

' 3.2 STUDY AREA

The study covered three (3) Regions in Ghana. They are the Western, Brong Ahafo and
the Upper-East Regions of Ghana (Figure 1). This is to ensure wide coverage and enable

comparative analysis to be made.

The Western Region

This region lies in the southwestern end of Ghana, and covers an area of 24,092 sq. kims.
The Atlantic Ocean borders 1t in the south. It is the third largest Region and occupies 16.2 percent
of Ghana's total land area. Western Region has the seventh highest population of 1,136,930
(1984~census) m Ghana. Crop production dominates livestock and poultry production. Its chmate
and geographical position favour the production of tree crops, tubers, grains and pulses. Many

nvers and its topography makes inland fish farming favourable. It has a bimodal rainfall pattern.
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Figure 1. The Map of Ghana showing the Administrative Regions (shaded)
covered fn the study
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i The Brong Ahafo Region
This region lies, almost, in the Midwestern portion of Ghana with a land area of 38,550
sq km occupying about 10 percent of the country’s total land area. The human population, as at

1984, was 1,194,386 which is the 5th highest in the country. The production of some tree crops,

T A B 3

y grains, tubers and livestock and poultry is favoured.

The Upper East Region

The region occupies the Northeastern comner of Ghana with a land area of 8,676 sq.km,

" the Sth largest and takes about 3.6 percent of the total land area of the country. Its human

population (1984 censuses) is 628,731 which is the 9th highest in Ghana. It has an unimodal
rainfall pattem.

Cereals and pulses are the major crops grown and crop production lags behind hivestock

and poultry production. The seasonality of crop production is more pronounced than the other

two study areas.

3.3 TARGET POPULATION

The population for this study consisted of the agricultural extension supervisors (ie
District Directors, District Development Officers and Subject Matter Specialists) and the
agricultural extension agents in the District Agnicultural Development Units (DADU) of the

Ministry of Food and Agnculture in Ghana.

3.4 SAMPLING

The three regions used for this study ie, Western, Brong Ahafo and Upper East Regions,

were randomly selected from the ten regions in Ghana. All the Supervisors and extension agents
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« in all the District Agricultural Development Units in the selected regions were involved in the

study. Table 3.1. gives the number of Agricultural Extension Agents of the Agricultural Extension

: Department of the Ministry of Food and Agriculture in the three Regions as at Apnl 1997.

. Table 3.1. Number of Agricultural Extension Agents in the areas of study as at 30th April,

1997.
Region Number of Extension Agents
Western Region ' 115
Brong Ahafo Region 166
Upper East Region 68
Total 349

Source: MOFA, Ghana, Dept. of Agric.Extension, April 1997.

3.5 RESEARCH INSTRUMENTATION

Two separate questionnaires were developed and used to collect data from supervisors
and extension agents (appendices III & IV). These instruments were adapted from that used by
Pezeshki-Raad (1993) which was a review of what was developed by Gonzalez (1982), Easter
(1985), Ogondo (1984) and Ayewoh (1983). They consisted of two (2) sections. Section I
consisted of Eight (8) competency categories containing a total of 100 competencies. Items in this
section were rated on a five point Likert-type scale that ranged form 1 = lack of competency, 2
= low competency, 3 = moderate competency, 4 = high competency and 5 = very high
competency. The Eight competency categories are; Admuinistration, Programme Planning,
Program Execution, Teaching, Communication, Understanding Human Behaviour, Maintaining

Professionalism and Evaluation.
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In addition, the questionnaires for Supervisors also enquired as to when supervisors

- acquired those competencies (i before the job or on-the-job) and when they perceive as the most

© ideal time to learn those competencies (ie Pre-service or in-service).

Section 1I contained items that were used to seek information about demographic and

" professional characteristics of respondents.

. Content validity was ensured by specialists' review and test of reliability was done using extension

personnel who had just been admitted for a degree program at the Sasakawa Centre of the

University of Cape Coast. These personnel, until their enrolment into the University, occupied

various positions and performed various functions in the Ministry of Food and Agriculture.

Table 3.2. Shows the reliability coefficients of the eight competency categones. The

Cronbach's alpha coefficients ranged from 0.7448 to 0.9242.

Table 3.2. Cronbach’s Alpha Reliability Test Results for summated subscales. -

Competency Category No. Of Items Sample Size Cronbach,s Alpha
Admimstration 21 2920 0.8786
Programme Planning 8 294.0 0.8829
Programme Execution 7 294.0 0.7689
Teaching 18 2940 0.8835
Communication 15 2940 0.8767
Understanding Human Behaviour 12 294.0 0.9242
Maintaining Professionalism 4 2940 0.7448
Evaluation 15 294.0 0.8489
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136 RESEARCH VARIABLES
*

In this study the vaniables are the demographic characteristics and the 100 competency
items grouped into eight (8) categories as:
‘a administration - using a working knowledge of extension philosophy, objectives and
l procedures
. b. Program Planning:- designing educational experiences based on clientele (farmers, staff,
etc) needs, interests and problems.
| ¢. Program execution:- utilizing resources to provide learning experiences.
| d. Teaching:- facilitating the learning experiences of extension clientele.
e. communication:- informing staff and extension clientele of the images, accomplishments,
and purposes of the program.
f. Understanding human behaviour:- working successfully with staff and clientele.
g. Maintaining professionalism:- developing plans for continuing education to enhance job
performance.

h evaluation:- Collecting, analyzing and interpreting information to determine the strengths

and weaknesses of a program.

3.7 DATA COLLECTION PROCEDURES

A letter from the office of the National Director of Agricultural extension was sent to the
Regional Directors of Agnculture requesting them to assist in the administration of the

questionnaires and data coliection.
The questionnaires were sent personally to the Regional Directors in the selected regions.
They, m tum, administered them to respondents through all the district Directors in their regions.

They were returned through the same channel. In some cases direct contacts were made with
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[ District Directors to retrieve questionnaires which were unduly delayed. Regular visits and

+ telephone calls were made during the data collection to ensure greater response. Questionnaires

- were administered in January, 1998 and respondents were requested to return them by the close

. of February, 1988. The bulk of them was retrieved in June 1998. By the end of 1997 the techmical

staff strength had increased because of the addition of technical staff from the Subject Matter

" Departments of the Ministry of Food and Agriculture. Enough questionnaires (400) were sent out

to the respondents. A total of 294 responses were retrieved from the three regions.

. Table 3.3 shows the details.

Table 3.3. Number of Questionnaires Administered to the Regions and the corresponding

responses.
No. Admunistered No. Retumed

Western 140 138

Brong Ahafo 190 107

Upper East 70 49

Total 400 294

The response was higher in the Western Region than in the two (2) other Regions.

Because it is the researcher’s home Region he could make more follow-up visits during data

collection. Though Upper East Region is farther than the Brong Ahafo Region, the response rate

was higher and this can be attributed to the fewer number of districts and their relative ease of

accessibility.
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§ 3.8 DATA PROCESSING AND ANALYSIS

All the questionnaires received were brought back to the University of Cape Coast and

%
5.

5

K

i screened. Usable data from questionnaires were analyzed using the Statistical Package for Social

Science Data Analysis (SPSS). The following statistical procedures were used: Descniptive
l correlational statistics such as frequencies, percentages, means and standard deviations.
A t-test was used to determine the significance of differences between the mean
perceptions of the supervisors and extension agents of the competencies of supervisors.
ANOVA and t-tests were used to determune the differences on distribution on
demographic characteristics and the self perceived competencies of supervisors.
Correlational Analysis was used to determine the associations among the various

- competency categores.

The alpha level was established at 0.05.
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CHAPTER 4

RESULTS AND DISCUSSION

The chapter describes the demographic and professional characteristics of the respondents:
Agricultural Extension Supervisors and Extension Agents. It begins with the purpose of the study.
4.1 Purpese of the study

The purpose of this study is to examine the competency levels of and identify the
competencies needed by agricultural extension supervisors in the Mimstry of Food and
Agriculture in Ghana.

It is guided by the following objectives:

1. To determine the competency levels of supervisors as perceived by themselves and their
extension agents.

2. To compare the self-perceived competency levels by supervisors with those as perceived by the
agents.

3. To 1dentify the competency needs of supervisors in agricultural extension.

4. To determine the differences on distribution on personal characteristics of supervisors and their
self-perceived competencies.

5. To determine when the supervisors acquired the various competencies.

6. To determine from extension supervisors when they perceive as the best time to learn the

competencies.

7. To determine the degree of association among the various competency categories.
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| 4.2 DEMOGRAPHIC AND PROFESSIONAL CHARACTERISTICS OF RESPONDENTS

" This section gives the detailed description of the respondents including

Pl gender
e marital status
e highest educational level
. whether supervisors have had a course in agricultural administration or management

. years of experience in the Ministry of Food and Agnculture

Lo title as supervisor

. percent of office time used for administrative and field work
P ® major areas of responsibility of respondents
. number of extension personnel supervised

. area of residence

. where respondents spent most of their youth

. years of other work expenence

. number of short courses undertaken

Details based on the three regions used in the study are given. In all, 221 extension agents
and 73 supervisors were involved. There were 38 supervisors and 100 agents from the Western
Region, 22 supervisors and 85 agents from the Brong Ahafo Region and 13 supervisors and 36

agents from the Upper East Region. The total number of respondents was therefore 294.

421 Age
In the Westem Region, 8.1% of supervisors and 4.2% of extension agents were between
20 and 29 years of age (table 4.1). Sixty- two percent (62.2%) of supervisors and 50% of

extension agents were between 30 and 39 years. Nineteen percent (18.9%) of supervisors and
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{. 34.4% of extension agents were between 40 and 49 years while 10.8% of supervisors and 11.4%

N

k

of extension agents were between 50 and 59 years of age. The average age of the supervisors in
the Westem region was 36.9 years while that of extension agents was 38.3 years with an overall
. mean age of 37.8 years (Table 4.2).

In the Brong Ahafo Region, 11.9% of the extension agents were found between 20 and
29 years of age. 45.5% of supervisors and 47.6% of agents were between 30 and 39 year category
while 45.5% supervisors and 34.5% of the agents were between 40 and 49 years. Nine percent
{9.0%) of the supervisors and six percent (6.0%) of the agents were between 50 and 59 years of
age (Table 4.1). The mean age of supenvisors and extension agents were 39.8 years and 37.8
years, respectively, with an overall average age of 38.2 years (table 4.2).

The picture in the Upper East Region, as shown in table 4.1, 1s as follows: About eight
percent (7.7%) of supervisors and three percent (3.0%) of extension agents were between 20 and
29 years, 15.4% of supervisors and 27.8% of agents were between 30 and 39 years. Sixty-nine
percent (69.2%) supervisors and 50.0% of agents were between 40 and 49 years while about eight
percent (7.7%) of supervisors and 19.4% of the agents were between 50 and 59 years of age. The
average age of supervisors was 43.0 years and that of the agents was 42.4 years. The overall

average age of respondents in the Brong Ahafo Region was 42.6 year (Table 4.2).

4.2.2 Gender

In the Westem Region, males formed 92.1% and females formed 7.9% of the SUPEIVISOTS,
while males formed 96.0% and females formed four percent (4.0%) of the agents (Table 4. 1). In
the Brong Ahafo Region, the supervisors were 95.5% males and 4.5% females while the agents
were 95.2% males and 4.8% females. In the Upper East Region, supervisors were all males

(100.0%) while extension agents comprised 94.4% males and 5.6% females.
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4.2.3 Marital Status

Extension supervisors in the Western Region was made up of 88.9% married officers with
about eleven percent (11.1%) single. Ninety-four (94.0%) of the agents were married while 6.0%
were either single or divorced (Table 4.1).

In the Brong Ahafo Region, 95.5% of the supervisors were married while about five
- percent (4.5%) were divorcees. 83.5% of the agents were married with about twelve percent
(11.7%) unmarried. abort five percent (4.8%) were either divorced or widowed (Table 4.1).

The situation in the Upper East Region was that all supervisors and about three percent
(2.8%) of the agents were marned. about eighty nine percent (88 9%c) of the agents were
unmarried and about six percent (6.4%) of the agents were either divorced or widowed (Table

a.1).

4.2.4 Highest Educational Level Attained

Educational level of respondents were either certificate in agnculture, Diploma in
agriculture, Bachelors degree in agriculture or Master's degree in agnculture in all the three
regions. In the Western Region, the figures were 68.4%, 21.1%, 7.9% and 2.6% respectively for
supervisors and 71 0%, 14.0%, 9.0% and 6.0%, respectively, for the agents (Table 4.1). In the
Brong Ahafo Regon the figures for certificate. Diploma. B.Sc. and M.Sc were 03.6%, 18.2%,
9.1% and 9.1% respectively for supervisors while those of the agents were 7o 1%, 15.5%,6.0%
and 2.4% respectively. The situation in the Upper East Region for the certificate, Diploma, B.Sc.
and M.Sc. were 69.2%, 15.4%. 7.7% and 7.7% respectively for supervisors and 66.7%, 19.4%,

8.3% and 5.6% respectively for the agents (Table 4.1).

45

Digitized by Sam Jonah Library



©University of Cape Coast

Talde 4.1: Demographic Characteristics of Respondents in the Reglons.

Western Region Brong Ahafo Region Upper East Region
Characteristics Supervisors  Agents Supervisors Agents Supervisors  Agents
N % N % N % N % N % N %
Age (years)
20-29 3 81 4 4.2 0 0.0 10 119 1 7.7 1 2.8
30-39 23 62.2 48 50.0 10 455 40 476 2 154 10 27.8
40-49 7 189 33 344 10 455 29 345 9 69.2 18 60.0
50-59 4 108 11 114 2 9.0 5 6.0 1 1.7 7 194
Total 37 1000 96 100.0 22 1000 84 1000 13 1000 36 100.0
Gender
Male 35 921 95 96.0 21 95.5 80 952 13 100.0 34 94.4
Female 3 7.9 4 4.0 1 4.5 4 4.8 0 0.0 2 5.6
Total 38 100.0 99 100.0 22 100.0 &4 100.0 13 100.0 36 100.0
Marital Status
Married 32 89.9 93 94.0 21 95.5 71 83.5 13 100.0 1 2.8
Single 4 11.1 4 4.0 0 0.0 10 11.8 0 0.0 32 889
Divorced 0 0.0 2 20 1 4.5 2 24 0 0.0 2 5.6
Widowed 0 0.0 0 0.0 0 0.0 2 24 0 0.0 1 2.8
Total 36 100.0 99 100.0 22 1000 85 100.0 13 1000 36 100.0
Highest Educational
Level
Cert. in Agric. 26 684 71 71.0 14 636 64 76.1 9 69.2 24 66.7
Diploma 8 21.1 14 14.0 4 18.2 13 15.5 2 15.4 7 194
B.Sc. 3 7.9 9 9.0 2 9.1 5 6.0 1 y 54 4 3 83
M.Sc. 1 2.6 6 6.0 2 9.1 2 24 1 7.7 2 5.6
Total 38 100.0 100 100.0 22 100.0 84 100.0 13 100.0 36 1000
Course in
Administration
Yes 5 13.2 9 9.0 3 7.9 6 6.0 2 53 5 5.0
No 33 86.8 91 91.0 35 92.1 94 94.0 36 94.7 95 95.0
Total 38 100.0 100 100.0 38 100.0 100.0 100.0 38 100.0 100 100.0
Years of Experience
in MOFA
1-10 19 52.7 39 K¢ b 364 33 38.9 1 7.7 8 222
11-20 13 36.1 44 44.0 12 54.6 33 388 9 69.2 17 472
21-30 3 84 15 15.0 1 45 19 223 2 154 7 194
31-40 1 2.8 2 2.0 1 45 0 0.0 1 7.7 4 11.2
Total 36 100.0 100 100.0 22 1000 35 100.0 13 1000 36 100.0
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. Table 4.1: Demmographic Characteristics of Respondents in the Reglons.

Digitized by Sam Jonah Library

Western Region Brong Ahafo Region Upper East Region
Characteristics Supervisors Agents Supervisors Agents Supervisors  Agents
N % N % N % N % N % N %
Title as Supervisor
Dev. Officer 22 579 - - 13 591 - - 7 538 - -
SMS 7 184 - - 0 00 - - 2 154 - -
Dist. Director 8 211 - - 4 182 - - 2 154 - -
Special Duties 1 26 - - 5 22.7 - - 2 154 - -
Total 38 100.0 - - 22 100.0 - - 13 100.0 - -
% of time for Office
work
0-25 20 5§71 57 61.3 11 579 47  66.2 3 25.0 21 67.8
26 - 50 14 40.0 30 322 6 31.6 18 25.4 7 58.4 8 25.8
51-75 1 2.9 5 54 2 10.5 4 56 1 83 1 3.2
76 - 100 0 0.0 1 1.1 0 00 2 28 1 8.3 1 3.2
Total 35 1¢0.0 93 100 19 1000 71 10600 12 1060.0 31 100.C
% of time for Field
work
0-25 0 0.0 1 1.0 0 0.0 2 2.4 0 0.0 1 2.9
26 - 50 2 54 9 9.2 3 136 6 7.2 1 84 1 2.9
51-75 16 432 33 337 5 227 24 289 7 583 12 342
76 - 100 19 51.4 55 56.1 14 637 51 61.5 4 333 21 60.0
Total 37 1000 28 100.0 22 1000 83 100.0 12 100.0 35 100.0
Major Area of
Responsibility
Gen. Agric. 28 73.7 76  76.0 19 86.4 72 &4.7 9 69.2 30 83.3
Livestock 4 10.5 7 7.0 2 9.1 6 7.1 2 15.4 3 8.3
Crops 2 53 10 10.0 1 4.5 7 8.2 2 154 0 0.0
WIAD 1 2.6 1 1.0 0 0.0 0 0.0 0 0.0 1 2.8
Fisheries 1 2.6 3 3.0 0 0.0 0 0.0 0 0.0 1 28
Mon. & Eval. 1 2.6 2 20 0 0.0 0 0.0 0 0.0 1 2.8
Quarantine 1 2.6 1 1.0 0 0.0 0 0.0 0 0.0 0 no
Total 38 1000 99 10600 B 1000 &5 1000 13 1000 &5 10600
o Of Ext. Personnel
4-20 t - i (NN ] Sty
21 - 40 (i (Y] | L 1 Sir i)
4] - 60 0 00 T 11} 00
61 - 80 1 14.3 " U 0 00
81 - 100 0 0.0 - 0 0.0 - 0 0.0 -
Total 7 1000 - - hY 100.0 - - 2 100.0 - -
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_ Teble 4.1: Demegraphic Characteristics of Respendents in the Reglons.

Western Region Brong Ahafo Region Upper East Region
Characteristics Supervisors Agents Supervisors Ageats Supervisors  Agents
N % N % N % N % N % N %
Residence in your
Area of Work
Yes 32 8.5 8 8387 |21 95.5 81 953 13 1000 28 80.0
No 5 13.5 11 11.3 1 4.5 4 4.7 0 00 7 200
Total 37 1000 97 1000 22 100.0 85 100.0 13 100.0 35 100.0
Residence as a vouth
Rural 10 278 39 398 1] 50.0 28 350 7 538 Q1 60 0
Urban 12 333 24 245 6 273 3l 38§ 3 231 s 14.3
Semi-urban 14 389 35 358" s N7 21 262 3 231 9 28
Tortal 36 1000 98 1000 22 1000 KOG 100G 13 100.0 3% 1000
Years of other Work
Expenence
1-5 14 93.3 29 93.5 6 100.0 25 92.6 6 60.0 11 846
6-10 1 6.7 2 6.5 0 0.0 2 T4 3 30.0 2 154
11-15 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 0 00
16 - 20 0 0.0 0 0.0 0 0.0 0 0.0 1 10.0 0 0.0
Total 15 1000 31 1000 6 100.0 27 1000 10 1000 13 100.0
No. of Short Courses
Less than One Month
1-5 10 76.9 44 93.6 12 80.0 34 §5 0 8 100.0 18 §&18
6-10 3 23.1 3 6.4 3 20.0 1 160 0 0.0 3 136
11- 158 0 0.0 0 0.0 0 0.0 0 (0 0 0.0 0 0.0
16 - 20 0 0.0 0 00 0 0.0 2 A 0 0.0 1 4.6
Total 13 10600 47 100.0 15 100.0 Ju oo 8 100.0 22 1000
No. of Short Courses
One Month or More
] & § 13 1060 1¢ 1000 b 1600 i s 6 100.0 4 10010
t- 10 0 0.0 0 (i 1 Vo i 00 i i
Toral 13 1060 3 b 5 10 100 43 Jini
|
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"4.2.5 Course in Agricultural Administration or Management

4

As to whether respondents have had a course in administration or management, 13.2%
- of the supervisors and 9.0% of the agents responded positively in the Western Region. About
' eight percent (7.9%) of supervisors and 6.0% of the agents responded positively in the Brong
. Ahafo Region while 5.3% of supervisors and 5.0% of the agents responded in the affirmative in

the Upper East Region (table 4.1).

" 4.2.6 Years of Experience in the Ministry of Food and Agriculture (MOFA)

Table 4 shows the details of the above i the regions In the Western Region. 52.7% of

supervisors and 39.0% of agents had between one to 10 yeurs expenence, 36.1% of supenvisors

~ and 44.0% of agents had between 11 and 20 years expenience. About eight percent (8 4%) of
supervisors and 15.0% of agents had between 21 and 30 years experience while 2.8% of
supervisors and 2.0% of agents had between 31 and 40 years experience. The overall average
years of expenence of all respondents in the region was 13.3 years (Table 4.2).

In the Brong Ahafo Region, 36.4% of supervisors and 38.9% of agents had between one
and 10 years expenence, 54.6% of supervisors and 38.8% of agents had between 11 and 20 years
of expenience. About five percent (4.5%) of supervisors and 22.3% of agents had between 21 and
30 years of expenience while aboul five percent (4.5) of supervisors had between 31 and 40 years
of expenence. All the respondents in the Brong Ahafo Region had an average of 13 4 years of
expenence (Table 4.2).

About eight percent (7.7%) of the supervisors and 22.2% of the agents in the Upper East
region had experience of between one and 10 years. Sixty-nine (69.2%) of the supervisors and
47.2% of the agents had between 11 and 20 years of experience, 15.4% and 194% of SUPEIVISOTS
and agents respectively had between 21 and 30 years experience. About eight percent (7.7%) and

11.2% of supervisors respectively had between 31 and 40 years of expenience. The average years
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Table 4.2: Descriptive Proflle of Respondents in the Reglons for Age, Years of experience, % of time for office & fleld work, No. of Extension personnel supervised, snd =

Years of other work cxperience.

-
Western Region Brong Ahafo Region Upper East Region
Variable
Range Range Range
N Mean SD Min, Max. N Mean SD Min.  Max. N Mean SD Min. Max.
Age (years) Supervisors 38 36.9 9.4 26.0 57.0 22 39.8 6.2 33.0 58.0 13 43.0 6.2 28.0 53.0
Agents 100 383 10.5 25.0 56.0 85 378 8.2 25.0 580 36 42.4 7.5 27.0 59.0
Total 138 378 10.2 25.0 57.0 107 38.2 7.9 25.0 58.0 49 42.6 0.1 27.0 59.0
Years of Supervisors 38 10.9 7.9 1.5 34.0 22 14.0 6.3 6.0 33.0 13 18.7 6.6 2.0 31.0
experience Agents 99 141 75 20 33.0 85 132 7.6 1.0 30.0 36 188 8.7 2.0 38.0
Total 137 133 7.7 1.5 34.0 107 134 7.4 1.0 33.0 49 18.8 8.1 2.0 38.0
% of time for Supervisors 38 22.3 154 2.0 60.0 22 23.6 18.5 5.0 60.0 13 34.6 4.7 10.0 100.0
office work Agents 100 23.5 16.1 50 80.0 35 216 18.5 20 850 36 231 21.3 0.0 100.0
Total 128 231 15.8 2.0 80.0 107 22.0 18.3 2.0 850 49 26.2 22.6 0.0 100.0
% of time for Supervisors & 78 19.5 40.0 100.0 22 764 18.5 40.0 100.0 13 654 24.7 40.0 100.0
field work Agents XTI 19.1 200 100.0 85 759 216 15.0 100.0 36 769 21.2 1.0 100.0
Total t3s  Ta7 19.1 20.0 100.0 107 76.0 20.9 15.0 100.0 49 73.8 22.5 1.0 100.0
No. of Ext. Supervisor- I 128 214 7.0 72.0 25 14.2 8.6 80 250 3 13.3 16.7 8.0 32.0
personnel Agents - - : - . - - . . 5 5 s ” - .
supervised Total &8 12.5 214 7.0 72.0 25 14.2 8.6 8.0 25.0 3 133 16.7 8.0 32.0
Years of other Supervisors 38 0.5 0.7 0.0 8.0 22 0.6 1.3 0.0 5.0 13 4.1 4.5 0.0 16.0
work Agents 100 0.8 1.6 0.0 8.0 85 0.9 1.7 0.0 7.0 36 1.0 1.7 0.0 6.0
experience Total 138 0.9 1.6 0.0 8.0 107 0.9 1.7 0.0 7.0 49 1.8 3.0 0.0 16.0
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of experience for all the respondents in the region was 18.8 (Table 4.2).

4.2.7 Title as a Supervisor

In this study the supervisors in the districts were made up of District Directors, Subject

: Matter Specialists (SMSs), Development Officers and Officers assigned special duties including
; management information systems and Agricultural economics.

: In the Western Region, 57.9 of the supervisors were Development Officers, 18.4% were
Z SMSs, 21.1% were District Directors and 2.6% were in charge of special duties.

| In the Brong Ahafo Region, 59.1% of the supervisors, were Development Officers, 18.2%
" were District Directors and 22.7% were for special duties. There were no SMS responses.

The situation in the Upper East Region was 53.8% Development Officers, 15.4% SMSs,

15.4% District Directors and another 15.4% for special duties (Table 4.1).

4.2.8 Time Allocation for Office or Administrative Work

Ninety-seven percent (97.1%) of the supervisors in the Western Region used between zero
and 50% of their office time for administrative work while the remainder used more than 50.0%
of their time for that. A greater proportion (93.5%) of the agents used less than 50.0% of their
time for office work (Table 4.1).

In the Brong Ahafo Region, larger proportions of supervisors (89.5%) and agents (91.6%)
used not more than 50.0% of their time for office work.

The situation was similar in the Upper East Region. Eighty-three percent (83.4%) of
supervisors and 93.6% of agents used not more than 50.0% of their time for office work.

The reverse was true regarding the percent of work time used for field work in the three
regions (Table 4.1).
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The average percent of time used by supervisors and agents for office work were 23.1%
for Westem Region, 22.0% for Brong Ahafo Region and 26.2% for the Upper East Region (Table

42).

The average time used for field or technical duties for the supervisors and agents together

e v

were 74.7% for Western Region, 76.0% for Brong Ahafo Region and 73.8% for Upper East

—

" Region (Table 4.2).

; 4.2.9 Major Area of Responsibility
In the Westem Region, 73.7% of supervisors and 76.7% of agents were generalists while
the remainder were in subject matter areas including Livestock, Crops, Women in Agricultural
Development (WIAD), Fisheries, monitoring & Evaluation and Quarantine (Table 4.1).
Inthe Brong Ahafo Region, 86.4% of supervisors and 84.7% of agents were generalists
with the remaining being specialists. Sixty-nine (69.2%) of supervisors and 83.3 of agents in the

Upper East Region were generalists with the remaining being specialists.

4.2.10 Number of Extension Agents Supervised

Eighty-six (85.7%) of supervisors supervised between zero and 20 extension agents in the
Western Region while the rest supervised larger numbers (Table 4.1). Sixty percent (60.0%) of
supervisors controlled not more than 20 extension personnel in the Brong Ahafo Region. Forty
percent (40.0%) controlled between 21 and 40 extension personnel.

In the Upper East Region 50.0% controlled not more than 20 personnel and the other
50.0% personnel and the other 50.0% controlled between 21 and 40 extension agents.

The average number of extension agents per supervisor in the Westem, Brong Ahafo and

Upper East Regions were 12.5, 14.2 and 13.3 respectively.
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4.2.11 Area of Residence

About fourteen percent (13.5%) of supervisors and 11.3% of extension agents in the
~ Western Region, resided outside their area of operation. The figures were 27.3% and 38.8% for
. supervisors and Extension Agents in the Brong Ahafo Region and in the Upper East Region, only

20,0% of extension agents resided outside their area of operation (Table 4.1).

4.2.12 Residence as a Youth

As to whether respondents had rural, urban or semi-urban background, 27.8%, 33.3% and
38.9% of supervisors belonged to the three areas in the Westemn region (Table 4.1). The
distribution for the extension agents were 39 8%, 24.5% and 35.7% respectively.

In the Brong Ahafo Region 50.0% of supervisors had rural background while about equal
proportions (27.3% and 22.7%) had urban and semi-urban background. Thirty-five percent
(35.0%), 38.8% and 26.2% of agents had rural, urban and semi-urban backgrounds respectively.

In the Upper East Region, the figures were similar to those of the Brong Ahafo Region
1e, 53.8%, 23.1% and 23.1%, respectively, with respect to supervisors. Sixty percent (60.0%),

14.3% and 25.7% of the agents had urban, rural and semi-urban backgrounds (Table 4.1).

4.2.13 Years of Other Work Experience

All supervisors and extension agents who had other work experience had between one and
10 years work experience in the Westemn Region (Table 4.1) The situation is similar in the other
two regions.

All respondents had an average of about a year in the Western and Brong Ahafo Regions
while the average for the Upper East Region was about two years (Table 4.2). They worked in
public organisations like the Education Service (as pupil teachers), in the Banks (as clerks), in
farms (as farm attendants) and sales agents in trading organisations.
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v42.14 Number of Short Courses Attended
About 77.0% (76.9%) of the supervisors in the Western Region, 80.0% in the Brong
Ahafo Region and 100.0% in the Upper East Region have had between one and five courses that
. lasted less than one month. The rest of the supervisors have had between six and ten courses. The
picture is similar for the extension agents (Table 4.1). Almost all those who have had short
courses that lasted less than one month were in the one to five category.
Almost all the supervisors and agents who had attended courses that lasted one month or

- more had not exceeded five courses (Table 4.1).

4.2.15 Summative Demographic Characteristics of Respondents

In all 73 supervisors and 221 extension agents were involved in the study. In this section,
the characteristics of all the 221 extension agents are reported alongside those of the 73
SUpErvisors.
Age

About Six percent (5.6%) of supervisors and seven percent (6.9%) of agents were
between 20 and 29 years of age. Forty nine percent (48.6%) of supervisors and 46.2% of agents
were between 30 to 39 years. Thirty six (36.1) percent of supervisors and 37 0% of agents were
between 40 and 49 years while the rest were between 50 and 59 years. A total of 83.0% of the
respondents belonged to the 30 to 49 year group (Table 4.3). The overall mean age of the
respondents was 38.8 years.
Gender

About equal proportions of supervisors and agents (5.5% and 4.6%) respectively, were

ferales. A total of five percent (4.8%) of all the respondents in this study was female (Table 4.3).
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’*Marllal Status
Ninety three percent of supervisors and 89.5% of agents were marned. A total of ninety
percent (90.3%) of the respondents were married while the rest were either single, divorced or
. widowed (Table 4.3).
Highest Educational Level Attained
| Forty nine percent, 14.0%, 6.0% and 4.0% of supervisors and 72.3%, 15.5%, 7.7% and
45% of agents have had certificate, diploma, B.Sc. and M.Sc. educations respectively (Table 6).
" Seventy one percent of all respondents have had certificate in agniculture, sixteen percent (16.4%)
~ have had diploma. eight percent (7.8%) have had B.Sc. degree and five percent (4.8%) have had
M.Sc. degree as the highest level of education (Table 4.3).
Percent of Time Used for Office and Field Work
More than one half (56.2%) of supervisors and 64.1% of agents) use 25% or less of their
wortking time for office or administrative work. Most of their working hours are used for field or
technical work (Table 4.3).
Major Area of Responsibility
Seventy seven percent (76.7%) of the supervisors and 80.9% of the agents are Generalists
while the rest are Specialists of Livestock, crops, Women in Agricultural Development (WIAD),
Fisheries, Monitoring and Evaluation and Quarantine (Table 4.3). In all, 79.9% of respondents
were for General Agriculture. About eight percent (8.2%) were for Livestock and Poultry.
About eight percent (7.5) were for Crops, and the remaining 4.4% were for WIAD,
Fisheries, Momitoring & Evaluation and Quarantine.
Courses in Agricultural Administration or Management
About 14 percent (13.7%) of supervisors and 9.0% of agents have had training in
agricultural administration or management. About ten percent (10.2%) of all respondents have
had training in agricultural administration or management (Table 4.3).
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Table 4.3 Summary of Demographic Characteristics of Supervisors and Extension Agents.
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Characteristics Supervisors Extension Agents Total

N % N % N %

Age (years) 20-29 5.6 15 6.9 19 6.6
30-39 3 48.6 98 45.4 133 46.2

40 - 49 2 36.1 80 37.0 106 36.8

50- 59 7 9.7 23 10.7 30 104

Total 72 100.0 216 100.0 288 100.0

Gender Male 69 94.5 209 95.4 278 95.2
Female 4 5.5 10 4.6 14 4.8

Total 73 100.0 219 100.0 292 100.0

Marital Status Married 66 93.0 196 89.5 262 90.3
Single 4 5.6 16 7.3 20 6.9

Divorced 1 14 5 2.3 6 2.1

Widowed 0 0.0 2 0.9 2 0.7

Total 71 100.0 219 100.0 290 100.0

Highest Certificate 49 67.1 159 72.3 208 71.0
educational level Diploma 14 19.2 34 15.5 48 16.4
B.Sc 6 8.2 17 7.7 23 7.8

M.Sc. 4 5.5 10 4.5 14 4.8

Total 73 100.0 210 100.0 293 100.0

Digitized by Sam Jonah Library



©University of Cape Coast

rens—
. e it £+ e s e+ B e
Table 4.3 Summary of Demographic Characteristics of Supervisors and Extension Agents.
Characteristics Supervisors Extension Agents Total
N % N % N %
% of time for 0 -25 41 56.2 125 64.1 166 61.9
Administrative 36 - 50 27 36.9 56 28.7 83 31.0
work §1-78 4 55 9 4.6 13 4.9
76 - 100 1 1.4 5 2.6 6 2.2
Total 73 100.0 195 100.0 268 100.0
e time for 0 - 28 b 2.7 s 2, 7 24
Technical work 36 - 50 6 8.2 16 7.4 22 7.6
51-7s 28 384 69 31.8 97 334
76 - 100 37 50.7 127 58.5 164 56.6
Total 73 100.0 217 100.0 290 100.0
Major area of General Agric. 56 76.7 178 80.9 234 79.9
responsibility Livestock 8 11.0 16 7.3 24 82
Crops 5 6.8 17 7.7 22 7.5
WIAD 1 1.4 2 0.9 3 1.0
Fisheries 1 14 1 0.5 2 0.7
Monitoring &
Evaluation 1 14 4 1.8 5 1.7
Quarantine ! 1.4 2 0.9 3 1.0
Total 73 100.0 220 100.0 293 100.0
Course in Yes 10 55.6 20 41.7 30 45.5
Administration No 8 44.6 28 58.3 36 54.5
Total 18 100.0 48 100.0 66 100.0
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Table 4.3: Sunmmary of Demographic Characteristics of Supervisors and Extension Agents.

Characteristics Supervisors Extension Agents Total
N % N % N %
Resident as a youth | Rural area 28 394 88 41.3 116 40.9
Urban area 21 29.6 60 28.2 81 28.5
Semi-rban area 22 31.0 65 30.5 87 30.6
Total 71 100.0 213 100.0 284 100.0
Years of other 1-5 26 83.9 65 91.5 91 89.2
work experience 6- 10 4 12.9 6 8.5 10 9.8
11-15 0 0.0 0 0.0 0 0.0
16 -20 1 3.2 0 0.0 1 1.0
Total 31 100.0 71 100.0 102 100.0
No. of short 1-5 ' 33 82.5 96 88.0 129 86.6
courses less than 1 6-10 7 17.5 10 9.2 17 114
month 11-15 0 0.0 0 0.0 0 0.0
16 -20 0 0.0 3 2.8 3 2.0
Total 40 100.0 109 100.0 149 100.0
No. of short 1-5 24 100.0 29 100.0 53 100.0
courses l monthor | 6-10 0 0.0 1] 0.0 ' 0 0.0
more Total 24 100.0 29 100.0 53 100.0
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Years of Experience in MOFA
Eighty seven percent (87.3%) of supervisors and seventy nine percent (78.7%) of agents
ve between one and twenty years of experience in the Ministry (Table 4.3). A total of 80.8%
jof respondents have between one and 20 years experience in the Ministry. The rest have between
f S.!l and 40 years expenence.
The average years of experience of supervisors is 13.2 while that of agents is 11.5. The
' average for all the respondents is 11.9 years. |

' Title as Supervisor
About sixty one percent (60.9%) of the supervisors were Development Officers, 13.0%

were subject Matter Specialists, 17.4% were District Directors and 8.7% were for Special duties

" including Management Information Systems and Monitoring & Evaluation (Table 4.3).

' Number of Extension Personnel Supervised

Seventy one percent (71.4%) of the supervisors supervise not more than 20 extension
agents, twenty one percent (21.4%) supervise between 21 and 40 agents (Table 4.3). The rest
(7.2%) of the supervisors supervised between 61 and 80 agents. The average span of control of
supervisors in this study is fourteen (13.7%) extension agents.

Area of Residence

Ninety two percent (91.7%) of all the supervisors and ninety percent (89.9%) of all the
agents are resident in their area of operation (Table 4.3). Ninety percent (90.3%) of all the
respondents are resident in their area of operation. Ten percent (9.7%) stay outside their area of
jurisdiction.

Residence as a Youth

Thirty nine percent (39.4%) of supervisors and 41.3% of extension agents had rural

background, 29.6% of supervisors and 28.2% of agents had urban background. The remaining

31.0% of supervisors and 30.5% of the agents had semi-urban background (Table 4.3).
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Forty one percent (40.9%) of all the respondents had rural background, 28.5% had urban

4 background and 30.6% had semi-urban background.
i Years of other Work Experience
' A greater number of supervisors (57.5%) and agents (70.6%) had no other work

; experience. Most of the respondents who worked elsewhere before entering the Ministry of Food

| and Agriculture, ie, 35.6% of supervisors and 29.4% of agents, had worked for one to five years.

. About six percent (5.5%) of supervisors and 2.7% of agents had between six and 10 years of
:experience (Table 4.3).

About 65.0 % (65.3%)of all the respondents had no other work experience. Thirty one

percent (30.7%) of all the respondents had between one and five years of experience while 3.7%

. had between six and ten years of work experience outside the Ministry of Food and Agniculture.

Only one percent had more than ten years expernence.

- Number of Short Courses Attended

Weecpalenn . o

Almost one half of the supervisors and agents had not attended any short courses. About
forty five percent (45.2%) of supervisors and 43.4% of agents had attended between one and five

short courses that lasted less than one month (Table 4.3 ).About ten percent (9.6%) of

LA’ e M oo T e, R T b

supervisors and five percent (4.5%) of agents had attended between six and ten such short

courses. In all, 50.7% of all the respondents had attended between one and 20 such courses. For
; courses that lasted one month or more, most of the 294 respondents (82.0%) had not attended

:f any (Table 4.3). More supervisors (32.9%) than agents (13.1%) had attended such courses.
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4.3 LEVELS OF SUPERVISORS' PROFESSIONAL COMPETENCIES AND DIFFERENCES IN

COMPETENCIES AS PERCEIVED BY SUPERVISORS AND EXTENSION AGENTS

This section combines two specific objectives; 'Determining competency levels of
i supervisors and comparing self-perceived competencies with the perceptions of extension agents.
i These are based on the means of the ratings. Differences are determined using the t-test at the

* 0.05 level of significance.

; Administration

| In the Westem Region, all the 21 competencies were rated between 'Moderate' (3.12) and

, 'High' (4.05). Differences between ratings by the two groups were not significant (Table 4.4).

The agents rated 'Managing time effectively’ as highest (3.90) followed by 'Conducting

i staff meetings' (3.89) 'Placing extension personnel in their area of work' (3.89) and 'Supervising
extension personnel’ (3.82).

Supervisors ranked 'Conducting staff meetings' as the highest (4.05) followed by
'supervising extension persormel' (4.03), 'Managing time effectively’ (3.92) and 'coordinating work

, schedules of staff’ (3.82).

The lowest ranked admunistration competencies by extension agents were 'Supervising

' budget expenditure'(3.12),'Assisting in budget preparation’ (3.18) 'Onienting new staff members'

i
L |

(3.30) and 'Understanding how policies are formulated’ (3.32). The lowest ranked competency
by supervisors were 'Budget preparation’ (3.24), ‘Writing realistic goals for the extension
programme' (3.26), 'Promoting inter-office communication’ (3.29) and 'Orenting new staff
members' (3.29). The grand mean perceptions of agents (3.53) and supervisors (3.55) did not
differ significantly.

In the Brong Ahafo Region, all the competency items were rated between 'High' (4.32)

and ‘Moderate’ (3.01). Both agents and supervisors ranked ‘Conducting staff meetings'(4.13 and
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Table 4.4: Means, Standard Deviations snd Ranking for Administration Competencies by Position Title of Respondents in the Ro#an
Western Region Brong Ahafo Region Upper East Region
Administration Ageats Supervisors Agents Supervisors Agents Supervisors
Competency N =100 N=38 N=85 N=22 N=36 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank
1. In-depth knowledge
and understanding of
the "Unified Agric.
Extension system" 345 081 13 332 081 16 .87 308 103 20 364 085 7 -2.77* | 3.11 106 12 331 095 10 ] -62
2. Writing realistic goals
for the extension
programme 340 0.79 15 3.26 076 20 93 324 1.03 14 3.23 107 20 .03 333 0096 = 331 095 10 08
3. Ability to manage
P scarce resources for
el optimum productivity 349 092 10 3.66 (97 6 -.92 348 25] 7 3.5 1.34 13 -.04 308 07T f 354 088 4 -1.65
4. Coordinating the use
of equipment,
facilities and
resources with office
staff 3.62 095 7 1368 078 5 -41 | 340 103 9 345 086 16 | -.25 292 081 20 346 133 5 (-139
5. Budget preparation 318 108 20 [324 103 21 =29 (322 112 16 314 117 21 |.32 294 109 19 308 155 13 -.28
6. Supervising budget
expenditure 312 100 21 334 1.24 15 -.99 312 119 19 341 126 17 -.98 2.81 128 21 277 142 21 .08
7. Managing time
effectively 390 0.86 1 3.92 0.91 3 =12 372 091 4 414 094 2 -1.87 336 080 ¢ 338 077 8 -.09
Scale: 1 = Lack of competence. 2 = Low competency, 3 = NModerate competency. 4 = High competency, S = Very high competency Pr o008
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Table 4.4: Means, Stsndard Deviations and Renking for Administration Competencies by Posttion Title of Respondents in the Reglons.

Western Region Brong Ahafo Region Upper East Region
Administration Agents Supervisors Agents Supervisors Agents Supervisors
Competency N =100 N=38 , N=85 N=22 ‘ N=136 N=13 t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mear SD Rank | Mean SD Rank

8. Coordinating the

work schedules of staff | 3.75 090 5 382 061 4 -49 3.79 090 3 395 095 3 -74 366 083 2 338 139 8 |.69
9. Supervising extension

Personnel 382 088 4 403 068 2 -147 [ 365 102 5 382 085 4 -.80 361 084 3 ]369 0.75 1 ]-32
10. Placing extension

personnel in their area

of work 3.89 1.00 2 3.66 1.26 6 1.02 391 1.25 2 3.82 077 4 41 339 1.08 4 3.00 116 15 1.06
11. Understanding how

Policies are formulated | 3.32 1.01 18 342 1.03 14 -52 3.21 1.2y 17 3.36 089 18 -.52 306 122 16 285 1.28 19 .51
12. Ability to identify

Policies specific to

your area(s)

respeonsibility 3.39 0.96 16 1332 099 16 40 3.15 1.19 18 355 1.10 11 -2.03* 3.00 089 18 3.62 065 3 | -2.63*
13. Conducting staff

meetings 3.89 095 2 1405 066 1 -1.14 | 413 116 1 | 432 085 1 |-96 378 1.07 1 ]3.6%9 1.11 11]1.24
14. Promoting inter-

office 3.67 3.82 6 329 109 18 .90 3.35 1.20 10 368 091 6 -1.43 311 119 12 3.00 116 15 .29

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency.,

P< 0.05.

= \ery high competency
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Table 4.4: Means, Standard Deviations and Reanking for Administration Competencies by Position Title of Respondents in the Reglons.

Western Region Brong Ahafo Region Upper East Region
Administration Agents Supervisors Agents Supervisors Agents Supervisors
Competency N=100 N=38 N=85 N=22 N=36 N=13
t t t
Mean SD Rank ] Mean SD Rank Mean SD Rank ] Mean SD Rank Mean SD Rank | Mean SD Rank

15. Delegating
respongibility and :
authority 349 094 10 [358 098 8 |-048 329 114 11 3.50 091 13 -0.81 336 093 § 300 100 16 1.14
16. Orienting new staff

member 330 117 19 (329 111 18 0.05 301 125 21 3.60 0.77 8 0.80% [3.03 091 17 292 138 18 0.25
17. Providing
recognition for staff 347 161 12 345 1.06 12 0.10 3.28 1.21 13 3.32 089 19 -0.15 3.17 1.06 9 3.00 1.23 17 0.44
18. Maintaining staff

. morale 3.57 1.05 9 3.55 101 10 0.09 3.29 1.19 11 3.59 110 9 -1.11 3.11 121 12 3.15 099 12 -0.13
[$)]

19. Preparing job
descriptions 360 0.10 8 3.55 098 10 0.25 349 116 6 3.59 085 9 t-0.44 331 086 8 339 065 7 -0.34
20. Dealing with
complaints 338 1.11 17 3.58 0.98 8 -1.03 3.24 120 14 3.50 091 13 -1.13 3.17 100 9 3.08 104 13 0.27
21. Analysing personnel

record 342 097 14 345 0.80 12 <0.17 341 114 8 354 091 12 -0.58 314 102 11 346 078 5 -1.18
GRAND MEAN 3.53 0.59 3.55 0.50 -0.16 340 0.69 3.60 0.62 -1.32 3.21 0.60 3.2 0.77 -0.13

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
‘P< 0.05.
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432) highest (table 4.4). Agents ranked Placing extension personnel in their area of work’ (3.91)

second while supervisors ranked 'Managing time effectively’ (4.14) second. Both agents and

supervisors ranked 'coordinating work schedules of staff” (3.79 and 3.95) third.
The lowest ranked competencies by agents were 'Orienting new staff members (3.01),
'In-depth knowledge and understanding of the uniﬁed agric. extension system' (3.05) and

| 'Supervising budget expenditure’ (3.12). The following administrative competencies were ranked

lowest by supervisors: '‘Budget preparation’ (3.14), 'Writing realistic goals for the extension
programme’ (3.23) and 'Providing recognition for staff’ (3.32).

Differences between the mean perceptions of the two groups were not significant in 18
out of the 21 competencies. Those that showed significant differences were 'In-depth knowledge
and understanding of the unified agricultural extension system’, ‘Identifying policies specific to

' your areas of responsibility’ and 'Orienting new staff members'. In all these, however the mean
ratings were within the 'Moderate' range. The grand mean perceptions for agents (3.40) and
supervisors (3.60) in the Brong Ahafo Region did not show any significant difference.

In the Upper East Region, the mean perceptions of agents and supervisors did not differ
significantly in 20 out of 21 items. The competency that showed a significant difference was
dentifying policies specific to your area(s) of responsibility though both ratings were within the

"' 'Moderate' range (3.00 and 3.62). This difference also occurred in the Brong Ahafo Region.
'Supervising budget expenditure’ was rated within the 'Low’ range by both groups (2.18 for
agents and 2.77 for supervisors). Agents placed 'Coordinating the use of equipment, facilities and
h resources with office staff ' and also '‘Budget preparation’, in the 'Low" level while supervisors
placed 'Understanding how policies are formulated’ and ‘Orienting new staff members’ in the

‘Low' level The grand mean perceptions of agents and supervisors did not differ significantly ie,

3.21 and 3.24 respectively (Table 4.4).
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.~ Programme Planning
Table 4.5 compares the mean perceptions of agents and supervisors in the three regions

| i terms of Programme Planning competencies.
Respondents in the Western Region ranked all the eight competencies within the

'Moderate’ range ie, between 3.06 and 3.84. There were no differences between mean perceptions

of all the items except ‘Determining the needs of clientele for extension programmes'. Agents
ranked 'Developing a calendar of extension activities® (3.07) first, followed by 'Determining
objectives/goals of the extension programme’ (3.59). Supervisors rated these two competencies
in the opposite.

Both groups ranked 'Involving extension support groups and clientele in programme
plamning” last. There was no significant difference between the overall means for the two groups
in the Western Region.

The ratings in the Brong Ahafo Region were all within the 'Moderate' range except
"Preparing a long-range programme of work' and 'Involving extension support groups and clientele
in programme planning’, which the agents ranked within the 'Low’ range (Table 4.5).

i, The means of the two groups differed significantly in four out of the eight competencies. Like the
4 Western Region, agents ranked 'Developing a calendar of extension activities' first.

Supervisors ranked 'Preparing an annual programme of work for your area of
responsibility’ highest. Both groups ranked the competency 'Involving extension support groups
and clientele in programme planning’ last. Though the overall mean perceptions of the two groups
-; were in the moderate range, the difference was significant.

In the Upper East, both groups placed ‘Preparing a long-range programme of work’

within the 'Low" level ie, 2.75 and 2.85 for agents and supervisors respectively. Agents placed
only one competency in the 'Low’ level while supervisors placed three in the 'Low” level. The
remaining items were placed in the ‘Moderate' level by both groups. Agents, like those in the
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Table 4.5: Means, Standard Devistions and Ranking for Progranune Planning Competencies by Position Title of Respondents in the Reglons.
Western Region Brong Ahafo Region Upper East Region
: i i Supervisors
Programme Plamning Agents Supervisors Agents Supervisors Agents up
Competency N=100 N=38 N =85 N=22 N=136 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank
1. Developing a
Calendar of extension
activities 367 103 1 374 0.83 2 |-040 334 140 1 3.59 0.85 3 -1.05 369 092 1 3.54 0.66 2 0.63
2. Determing the needs
of clientele for
extension programme 329 109 ¢ 3.63 0.68 3 -2.21* 3.09 130 5 341 0.80 5 -1.43 325 125 6 362 077 1t -1.23
3. Determining
objectives/ goals of
the extension
programme 3.59 088 2 3.84 0.72 1 1.73 331 117 2 3.55 096 4 -0.99 336 113 4 354 088 2 -0.58
4. Establishing
programme priorities 344 098 4 3.58 0.83 6 -0.84 3.18 1.28 4 341 110 5 -0.85 .3v28 1.37 5 346 105 4 -0.50
5. Preparing an annual
programme of work
for your area of
responsibility 351 112 3 3.63 097 3 -0.63 320 131 3 3373 077 1 -2.44+ 344 121 2 346 139 4 -0.40

©University of Cape Coast

&

e
e

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency

P< 0.05.
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Table 4.5: Means, Standard Devistions and Ranking for Programme Planning Competencies by Position Title of Respondents in the Reglons.
Western Region Brong Ahafo Region Upper East Region
Programme Planning Agents Supervisors Agents Supervisors Agents Supervisors
Competency N=100 N=38 N=85 N=22 N=136 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank
6. Preparing a long-
range programme of
work 3.13 117 7 1326 1.16 7 | -0.60 276 123 7 |327 099 7 -2.04* 275 103 8 285 128 8 -0.24
7. Involving co-workers
in programme
planning 331 115 5 3.63 1.17 3 -1.45 3.08 130 6 368 010 2 -2.35% 3.44 1.08 2 292 144 6 1.19
8. Involving extension
support groups and
clientele in
programme planning 3.06 1.07 8 3.16 0.92 g -0.53 244  1.16 8 3.05 0.72 & -3.07* 3.22 1.20 7 292 119 6 0.78
GRAND MEAN 3.38 0.72 3.56 0.63 -1.48 3.05 0.99 346 0.67 -2.31* 3.31  0.93 3.29 0.81 0.06

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency

‘P< 0.05.
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Westem and Brong Ahafo Regions, ranked ' Developing a calendar of extension activities” (3.69)

first. Supervisors placed this corﬁpete:ncy (3.54) in the second position. Both placed, 'Preparing

1 along-range programme of work’ last. The overall mean perceptions did not differ significantly.

i

3

;; Programme Execution

| In the Westem Region the two groups ranked 'Completing monthly or annual reports' first
" and between 'High' and 'Very high'. The other six were ranked Between 'Moderate' and 'High' ie,
:“ ' 3.39 and 3.92. Agents placed 'Following a written programme of work' last (3.39) while
| + supervisors placed 'Utilizing a calendar of activities/events' and 'Providing leadershup for
programme planning and execution'’ last (3.53). The means and grand mean of the two groups did
* not differ significantly for all the items (table 4.6).

The picture in the Brong Ahafo Region was close to that of the Western Region except

: that there was a significant difference between the means for 'Providing leadership for programme

j planning and execution'. The overall means did not differ significantly (Table 4.6).

| In the Upper East, all the items were placed between 'Moderate' and 'High' except

Tnvolving others in executing plans’ which the agents placed between 'Low’ and 'Moderate' (2.89).

e

pree

'Completing monthly or annual reports' was ranked first by supervisors while involving others in

b

executing plans was ranked first by agents.
j There were no significant differences between the means for all the competencies and their
} grand means. In the three regions, ‘Completing ronthly or annual reports’ maintained its topmost

i position (Table 4.6).
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Table 4.6: Mesns, Standard Deviations and Remnking for Programme Execution Competencies by Position Title of Respondents in the Regions.

Western Region Brong Ahafo Region Upper East Region
Programme Execution Agents Supervigors Agents Supervisors Agents Supervisors
Competency N =100 N=38 N=85 N=22 N=36 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank

1. Utilizing a Calendar

of activities/events 347 099 S |3.53 0.86 6 [-0.33 335 117 6 355 074 7 |-0.95 333 08 4 |338 077 4 -0.20
2. Following a written

programme of work 3.39 1.05 7 |366 0.78 4 -1.63 352 110 3 391 087 2 }|-1.78 333 093 4 331 095 6 0.08

3. Providing leadership
for programmes
planning aud execution 3.60 2.04 3 3.53 0.76 6 0.31 324 102 7 368 078 4 |-2.24* 319 079 6 3.38 077 4 -0.76

4. Developing a
working relationship

with clientele 366 093 2 3.87 0.8l 3 -1.29 3.54 095 2 3.68 0.89 4 1-0.65 347 097 3 362 096 2 -0.46

5. Completing monthly

or annual reports 407 08 1 [4.13 096 1 -0.35 405 102 1 405 065 1 0.90 372 078 2 |385 069 1 -0.54
6. Involving others in
executing plans 344 088 6 361 092 5 0.96 342 093 5 364 090 6 0.81 289 112 1 331 095 6 ~1.30
7.Conducting ‘
home/farm visits. 360 109 3 |392 0.85 2 -1.82 346 109 4 377 081 3 |]-150 319 104 6 362 087 2 -1.42
GRAND MEAN 3.60 0.70 3.75 0.58 -1.22° 3.51 071 3.75 0.50 -1.84 331 0.60 349 0.74° -0.83
Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency ‘P< 0.05.

Digitized by Sam Jonah Library



i ©University of Cape Coast

Teaching

All the 18 items in this competency area were rated between 'Lack’ of competence and
*High' competence (Table 4.7). No significant differences occurred between the mean perceptions
of agents and supervisors for all the items including the overall mean perceptions. The overall
mmean perceptions were within the 'moderate’ range though the standard deviations for the various

items differed widely.

In the Westem Region, agents ranked 'Recognizing the importance of punctuality’ highest
( _ (3.90) followed by 'Encouraging audience to ask questions’ (3.87) and 'Presenting information in
alecture’ (3.75) and 'Presenting information at a meeting’ (3.75). Supervisors ranked 'Presenting
mformation at a meeting’ highest (3.92) followed by 'Encouraging audience to ask questions’ and
'Recognizing the importance of punctuality’ (3.71).
The lowest ranked items were 'Presenting information with shdes' and 'Presenting
¢ information with an overhead projector’ for both agents and supervisors.
In the Brong Ahafo Region, both agents and supervisors ranked 'Recognizing the

importance of punctuality’ as the highest with 'Presenting information with slides’ and 'Presenting

R R

mformation with overhead projectors' as lowest (Table 4.7.)
In the Upper East, the topmost item was 'Presenting information at a meeting’ for both

agents and supervisors (Table 4.7) with 'Presenting information with an overhead projector' and

'Presenting information with slides’ as the lowest (Table 4.7).

Communication

Table 11 shows the mean perceptions of agents and supervisors for all the 15 items under
Communication including their overall means in the three regions.

There were no significant differences between means and all the competencies were rated
between 'Lack of competency’ and 'High competency’. The various standard deviations varied
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Table 4.7: Means, Standerd Deviations and Ranking for Teaching Competencies by Position Title of Respondents in the Regions.

Western Region Brong Ahafo Region Upper East Region
Teaching Agents Supervisors Agents Supervisors Agents Supervisors
= = = = = 313
Competen N=100 N=38 N=85 N=22 N=136 N
ompetency t t t
Mean SD Rank | Mean SD Renk Mean SD Rank | Mean SD Rank Mean SD Mean SD Rank
Rank

1. Using principles

(basic ideas or rules)

of learning and

teaching. 336 112 9 334 124 10 0.08 3.16 111 11 341 091 8 -1.07 328 074 6 331 118 3 -0.09
2. Developing teaching

materials. 297 117 14 3.00 1.19 14 -0.13 388 120 14 3.14 1.08 13 -0.96 2,81 106 13 323 1.12 4 -1.15
3. Ability to select non-

formal methods and

techniques for

particular sttuations 306 093 12 3.29 093 1] -1.30 3.09 1.02 13 3.05 0.79 15 0.24 2.78 0.80 14 3.15 099 11 -1.24
4. Presenting

information in a

lecture 375 310 3 3.50 086 8 0.74 346 112 7 3.59 073 4 -0.67 3.14 122 9 3.00 153 12 0.30
5. Presenting a concept,

principle, or skill

through a method

demonstrations 343 09 7 363 091 4 -1.16 3.16 124 11 323 141 11 -0.23 319 101 7 331 118 3 -0.31
6. Presenting inform- )
ation in a meeting 37 078 3 392 071 1 1.56 361 110 3 364 109 2 -0.09 372 0.74 1 369 086 1 0.11

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency

'P< 0.05.
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Table 4.7: Means, Standard Deviations and Ranking for Teaching Competencies by Positlon Title of Respondents in the Regions.

Western Region Brong Ahafo Region Upper East Region
Teaching Agents Supervisors Agents Supervisors Agents Supervisors
Competency N =100 N=38 N=85 N=22 N=36 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank

7. Presenting

information in a

seminar 3.00 1.12 13 3.13 1.04 13 0.45 319 113 9 336 090 9 0.77 297 1.11 10 277 148 15 045
8. Presenting

information at a field

day 3.13 1.18 11 339 097 9 0.32 346 097 7 345 080 7 0.02 3.19 1.19 7 323 117 4 =0.10
9. Presenting

information with an

overhead projector 2R 2is [ 213 119 18 1.56 224 134 17 264 118 17 -1.38 225 123 17 1.77 136 18 1.12

- 10. Presenting inform-
o Ation with slides 229 123 18 2,18 1.23 17 0.45 205 120 18 255 1.22 18 -1.71 222 131 _18 1.85 128 17 0.90

11. Presenting inform- .

ation with charts 284 115 15 276 1.32 16 0.32 281 129 15 3.18 114 12 -1.32 286 120 11 287 114 14 0.24
12. Presenting

information

with chalk board 3.52 1.4 6 3.55 1.13 6 -0.15 3.48 1.05 6 331 1.27 10 0.55 2.05 123 16 3.31 0.86 3 -1.78
13. Conducting group

discussions 3.61 0.9] 5 3.58 1.13 5 0.15 352 103 4 3.55 091 5 -0.12 3.42 0.65 3 3.23 117 4 0.55

Scale: 1 =Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
‘P< 0.05.
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Table 4.7: Means, Standard Deviations and Ranking for Teaching Competencies by Position Title of Respondents In the Reglons.
Western Region Brong Ahafo Region Upper East Region
Teaching Agents Supervisors Agents Supervisors Agents Supervisors
Competency N =100 N=38 N=285 N=22 N=136 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank
14. The use of the
problem solving
approach to
teaching 3.23 087 10 316 1.00 12 0.39 3.18 085 10 3.09 1.19 14 0.32 2.86 102 11 292 132 13 -0.15
15. Encouraging
audience to as
questions, 387 092 2 371 L01 2 0.85 368 083 2 3.73 0.83 2 -0.23 342 094 3 3.3 1.03 3 0.33
16. Planning, organizing
and conducting tours
and field trips. 276 1.24 16 279 128 15 -0.12 2.51 1.07 16 295 0.10 16 -1.85 278 115 15 269 111 16 0.24

| 17. Judging exhibits at
agricultural shows 241 110 & 352 111 7 -0.55 349 245 5 350 080 6 -0.02 333 093 5 331 111 3 0.07

18. Ability to recognize

the importance of
punctuality 390 0189 371 098 2 1.04 380 010 1 395 090 1 -0.07 |3.58 087 2 3.54 1.13 2 0.13
GRAND MEAN 325 e 324 069 0.08 3.15 0.78 330  0.68 -0.84 2.03 0.63 3.03 081 0.02

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
‘P< 0.05.
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Table 4.8: Means, Standard Devistions and Ranking for Communication Competencies by Position Title of Respondents in the Regions.
Western Region Brong Ahafo Region Upper East Region

Commmmication Agents Supervisors Agents Supervisors Agents Supervisors

Competency N=100 N=38 N=85 N=22 N=36 N=13

t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank

1. Establishing

communications

among extension staff | 3.53 1.02 6 350 111 6 0.15 338 117 9 355 086 7 -0.76 311 124 7 331 118 6 -0.51
2. Writing letters and /

or memos 361 104 2 3.61 103 4 0.02 341 111 8 3.59 1.10 6 -0.68 2.86 1.27 9 338 1.12 3 -1.39
3. Writing and/or

completing special

reports 3.72 0.85 1 3.74  0.89 2 -0.10 3.67 091 1 3.86 0.89 i -1.01 325 103 4 3.08 138 8 0.41
4. Speaking to groups 3.55 098 S 3.71 096 3 -0.88 3.65 088 1 3.77 075 4 -0.67 336 1.18 2 3.69 0.75 1 -1.16
S. Speaking to

individuals 358 113 4 3.76  1.13 1 -0.85 360 116 3 311 118 9 0.68 3.53 1.00 1 3.54 145 2 -0.02
6. Using non-verbal

communications 3.03 1.02 11 292 1.22 11 0.49 298 098 11 295 090 11 0.10 2.53 123 10 277 117 11 -0.63

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
'P< 0.05.
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Table 4.8: Means, Standard Deviations and Ranking for Communication Competencies by Position Title of Respondents in the Regions.

Western Region Brong Ahafo Region Upper East Region

Communication Agents Supervisors Agents Supervisors Agents Supervigors

Competency N=100 N=38 N=85 N=22 N=36 N=13

t t t
Mean SD Rank | Mean SD Rank Mean SD Rank Mean SD Rank Mean SD Rank | Mean SD Rank

7. Possession of

listening skills 3.59 085 3 339 095 7 1.11 |345 097 7 345 091 8 |-0.03 [3.31 111 6 331 111 6 0.15
8. Preparing extension

publications 2.81 117 12 }255 113 12 1.18 238 119 12 245 091 12 |-0.34 250 113 11 231 118 12 0.51
9. All on

correspondence

promptly 3.53 097 6 3.53 0.92 5 0.02 3.55  1.04 4 3.64 141 5 -0.31 319 1.14 6 2.85 1.07 9 0.99
10. Providing

recognition for

achievement 3.33 1.01 10 3.32 1.09 & 0.07 j.22 1.14 10 341 101 9 -0.75 297 113 8 2.85 1.28 3 0.31
11. Establishing

working relation-

ghips with other

governmental

organizations and

agencies 3.35 101 9 1318 101 10 0.86 349 151 6 3.82 080 2 -1.38 322 122 5 338 096 6 -0.48

Scale: 1 =Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
‘P< 0.05.

Digitized by Sam Jonah Library




©University of Cape Coast

P TE— e e ] !

Table 4.8: Means, Standard Deviations and Ranking for Communication Competencies by Position Title of Respondents in the Regfons.

Western Region Brong Ahafo Region Upper East Region
Commumication Agents Supervisors Agents Supervisors Agents Supervisors
Competency N=100 N=38 N =85 N=22 N=36 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank { Mean SD Rank Mean SD Rank | Mean SD Rank

12. Establishing

working realtion-

ships with other

governmental

organizations and

agencies 338 097 8 324 088 9 0.83 352 101 5 382 096 2 -1.30 325 116 4 3.38 096 3 -0.41
13. The use of a camera

and/or other

photographic

equipmment 1.65 1.01 14 1.66 1.12 14 -0.04 1.87 235 13 232 143 13 -1.13 1.7 077 15 1.54 113 14 0.63

8L

14. The use of a tape
recorder 1.89 125 13 |182 121 13 0.32 2.05 1.31 15 209 107 14 | -0.14 1.86 1.10 13 1.62 119 13 0.65

15. The use of a (desk
top) computer 145 094 15 1.50 098 15 -0.27 135 086 14 164 1.18 15 -1.06 1.81 098 14 146 097 15 1.10

GRAND MEAN 3.07 061 3.03 0.73 0.29 3.04 0.68 3.18 0.63 -0.97 284 0.74 2.83 072 0.03

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
P< 0.05
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In the Western Region agents mnked 'Writing and/or completing speaial reports’ us
topmost (3.72) followed by 'Writing letters and/or memos' (3.01), Supervisors mnked "Spenking
to individuals' as highest (3.70) followed by 'Wrting and/or completing specil repotts’ (3 74)
Both agents and supervisors ranked "The use of computers lowest (1 45 and 1 50) tollowed by
the use of u camen und/or other photogmphice equipment' (1 05 and 1 00)

In the Brong Ahafo Region agents ranked "Writing and/or completing, specul repots’
(3 72) and 'Speaking o proups't3 o5 topmost (able 4 8Y Supervisors tanked "Wty and‘or
completmg spectal teports e 8oy Gpmost foltowed by Establisbing: working velatons iy sath
non-povenuientil opantsahions and apencies (VR and 'Estabhisbig workany relationshnp wath
other governmmental orgnmization and spencies'{ 3 R

In the Upper Eaust, 'Speaking, to mdwviduals’ (3 S3) and "Speakimg, to groups' (3 3oy were
ranked by sgents us finst and second while the supervisors placed the same competencies second
and fist m ther tanking Clable 4 8) ‘Possession of hstening, skills” was ianiked second by agents
The lowest nanked items by both apents wd supervisors were "The use ot a cimera and/or othe

photograpie equipment’ and "he nse ot w desh top conmputer’

Understanding Hunuan Behaviour

Forapentsan the Western Repaon all the 1. iterns were sated sathon the " Naoderate g
(308to 3oy with'Recognizng, dilferences i age proups us the topniost fallowed by ' Alnlity o
mfluence people to uccept change’ Cluble 49) They mnked 'Detenmmnng, the eflect of pressine
groups on the thinking process’ lowest (3.08) Tlus ulso uppented s the fowest i the tnking by
supervisors (2.92). Supervisors ranked 'Ability to mfluence people 10 acoept change’ nnd also
‘Recognizing differenoe in age groups’ (3.00) topmost. ‘1ie overall mean peroeptions did not show

any significant difference.
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Table 4.9: Means, Standard Deviations and Ranking for Understanding Humsn Behavicur Competencies by Pasition Title of Respondents in the Reglons.

. m,,suﬂ

Understanding Human
Behaviour
Competency

Western Region

Brong Ahafo Region

Upper East Region

Agents
N=100

Supervisors
N=38

Mean SD Rank

Mean SD Rank

Agents
N=85

Supervisors
N=22

Mean SD Rank

Mean SD Rank

N=36

Supervisors
N=13

Mean SD Rank

Mean SD Rank

1. Application of
principles of
motivation

2. Identification of
factors that influence
people to become
involved

3. Determining the
effect of pressure
groups on the
thinking process

4. Recognizing the
factors influencing

goal settings

5. Applying factors
affecting behaviour
of people

6. Ability to influence
people to accept

change

317 098 10

332 08 6

3.08 107 12

3.28

1.07 7

3.17

010 10

3.56 097 2

311 086 10

088 8

091 12

3.39

064 5

3.05

084 11

3.66 0.78 1

0.38

0.54

0.87

-0.77

0.70

-0.61

302 104 9

3.01 1.08 10

2.81 099 12

309 010 8
2.95

1.02 11

3.27 108 6

309 107 9

3.09 102 9

295 113 11

3.18

091 7

2.91

092 12

3.14 099 8

-0.27

-0.32

-0.54

-0.40

0.19

0.56

281 086 10

294 096 9

2.69 098 11

2.97

091 8

2.67

1.17 12

3.19

331 103 11

362 077 3

3.15 090 12

3.38

087 9

3.38

1.04 9

369 086 2

-1.57

-2.52

-1.54

-1.45

-2.06

-1.65

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency

‘P< 0.05.
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Tablle 4.9: Means, Standard Deviations snd Ranking for Understanding Human Behaviour Competencies by Position Title of Respondents in the Reglons.

Western Region Brong Ahafo Region Upper East Region
Understanding Human Agents Supervisors Agents Supervisors Agents Supervisors
Behaviour N=100 N=38 N=85 N=22 N=36 N=13
Competency t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank

7. Ability to identify the
power structure
within thecommumity 321 099 8 334 099 6 |-0.70 328 091 § 341 485 3 -0.61 3.08 1.11 5 1346 097 7 -1.16

8. Ability to identify
pressure groups
within the community 318 1.03 9 318 080 9 -0.30 331 093 4 332 108 4 -0.05 3.03 1.03 7 3.62 0.65 3 -2.36*

9. Utilizing knowedge
of interaction of
people in groups 2.40 079 S 345 072 3 -0.33 320 1.03 7 3.03 092 6 -0.12 3.14 110 2 3.46 1.27 7 -0.80

L8

10.Recognizing differe-
nces in age groups 361 095 1 [3.66 0091 1 }-0.27 339 123 2 3.27 108 5 0.44 311 095 4 354 078 6 -1.60

11.Recognizing tradit-
ional culture and its
effect on change 346 096 4 326 111 7 -0.97 336 115 3 364 09 1 |-1.18 308 105 5 362 077 3 -1.93

12.Recognizing the role
of different sexes and
how it influences

change 348 087 3 345 101 3 0.18 352 109 1 |35 101 2 |-030 314 110 2 377 093 1 -2.00
GRAND MEAN 333 073 331 0.63 0.14 319 0.77 3.23  0.65 -0.30 3.00 0.79 3.50 0.66 -2.27*
Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
‘P< 0.05.
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In the Brong Ahafo Region 'Recognizing the role of different sexes and how it influences

change’ came first in the agents' rating (3.48) followed by 'Recognizing differences in age groups'
1 (3.39). Supervisors placed 'Recognizing traditional culture and its effect on change’ (3.59) first
.;_in their self-rating. The two lowest placed items in respondents’ ratings were 'Determining the
, effect a pressure groups on the thinking process' and 'Applying factors affecting behaviour of
| people’ (Table 4.9). No significant difference occurred between all the mean perceptions of agents
: " and supervisors in the regions. |
In the Upper East, the agents ranked 'Ability to influence people to accept change' first
(3.19) followed by ‘Utiliang knowledge of interaction of people in groups' (3.14). Supervisors
ranked Recognizing the role of different sexes and how it influences change' (3.77) first followed
by 'Ability to influence people to accept change' (3.69). The lowest ranked item by agents was
'Applying factors affecting behaviour of people' (2.67) and 'Determining the effect of pressure
. groups on the thinking process (3.15) followed by 'Application of principles of motivation' (3.31).

Of the 12 items in this competency area, only one showed a significant difference between the

o e

¢ mean of agents ratings and that of supervisors ie, 'Ability to identify pressure groups within the
community though the two ratings were all within the 'Moderate' to "High' range. The overall

1 mean ratings of both groups also showed a significant difference (Table 4.9).

Maintaining Professionalism

In this area, there were no significant differences between the mean perceptions of agents
and supervisors in all the three regions. The overall means also were not significantly different
(Table 4.10).

The ratings in the Western Region were between 3.14 and 3.63 for both agents and

supervisors. Those of the Brong Ahafo Region were between 2.95 and 4.45 while the ratings were
between 2.69 and 3.62 in the Upper East Region.
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Table 4.10: Menns, Standard Deviations and Reaking for Maintaining PrefessionalisaCempetencies by Pesition Title of Respendents in the Regions.

Western Region Brong Ahafo Region Upper East Region

Maintgining Agents Supervisors Agents Supervisors Agents Supervisors
Professionalism N =100 N=38 N=8§ N=22 N=36 N=13

Competency t t t

Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank

1. Identifying

opportunities for

professional

improvement 335 097 2 355 098 2 -1.09 332 095 2 445 432 1 -1.23 328 088 2 3.51 1.20 2 -0.72
2. Developing a plan for

professional

competencies 314 103 4 326 098 4 -0.67 302 107 4 295 1.33 4 0.23 269 086 4 3.28 1.12 4 0.31
3. Maintaining

professional

organizations and

activities 346 096 I 363 0%5 1 -1.02 341 1 n2 ! 389 118 2 068 319 092 1 3.62 0.87 1 -1.47
4. Participation in

professional

organizations and

activities 322 111 3 337 088 3 -0.82 332 100 2 3.55 101 3 -0.94 314 120 3 3.31 0.95 3 -0.51
GRAND MEAN 329 0.81 345 0.73 -1.13 3.27 0.87 364 140 -1.18 3.08 0.76 338 094 -1.06

Scale: 1 = Lack of competence, 2 - Low competency, 3 = Moderate competency, 4 = High competency, 5 - Very high competency
‘P< 0.05.
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All the respondents in the three regions except the supervisors in Brong Ahafo, ranked
. *Maintaining professional competencies’ topmost with ‘Developing a plan for professional

improvement' as the last (Table 4.10)

" Evaluation

f | In the Westemn Region both the agents and supervisors rated 'Evaluating the performance
of the extension staff' as highest out of the 15 evaluation competencies. The mean perceptions
were significantly different for this item. Both rated 'Conducting a literature search utilizing
library resources' as lowest (2.72 and 2.63). Significant difference occurred between the means
of ‘Evaluating the performance of the extension staff ¢ though both ratings were between
'Moderate' and 'High' (3.59 and 3.92). The overall means did not differ significantly (Table 4.11).

In the Brong Ahafo Region agents ranked 'Evaluating the performance of the extension
i staff second (3.52) while supervisors ranked the same item first (4.77). The top rank for the
agents was 'Analyzing reports' (3.58). 'Conducting a literature search utilizing library resources’
was ranked lowest by both groups (2.36 and 2.68). No significant difference occurred between
overall mean perceptions of agents and supervisors (Table 4.11).

In the Upper East Region, agents ranked 'ldentifying problems requiring additional
research’ (3.36) first followed by 'Cooperating with research stations' (3.28). Supervisors ranked

'Evaluating the performance of the extension staff' topmost (3.92) followed by 'Evaluating the

effectiveness of national, regional and district or local extension programme' (3.54). Though the

mean perceptions of agents and supervisors for these items showed significant differences, they
all fell between 'Moderate' and 'High' levels (Table 4.11). The overall mean perceptions of agents

and supervisors n the three regions did not differ significantly.
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Table 4.11: Means, Standard Deviations and Ranking for EvaluationCompetencies by Position Title of Respondents in the Reglons.

Western Region Brong Ahafo Region Upper East Region
Evaluation Agents Supervisors Agents Supervisors Agents Supervisors
Competency N=100 N=38 t N=85 N=22 t N=36 N=13 t
Mean SD Rank | Mean SD Rank Mean SD Rank Mean SD Rank Mean SD Rank | Mean SD Rank
1. Evaluating the

effectiveness of a
national, district, or
local extension

programme 343 082 3 |347 073 3 -0.30 315 109 9 332 121 7 -0.58 300 08 7 |354 078 2 -2.06

2. Evaluating the
performance of the

extension staff 3.59 0.88 1 392 085 1 -2.02" 3.52 102 2 477 414 1 -1.41 3.25 1.03 3 392 086 1 -2.29*
3. Interpreting the

impact of change and/

or trends upon the

clientele served 345 129 2 355 096 2 -1.60 3.19 105 7 3.59 080 4 -1.97 2.97 094 10 338 077 3 -1.56

4. Using questionnaires
to seek imformation 28 112 14 |3.05 123 10 | -0.81 312 109 10 318 101 11 |-0.26 308 120 S5 [3.08 095 10 0.02

5. Using observation
method to seek
imforamtion 308 102 9 [339 08 5 -1.87 334 097 4 323 075 8 0.59 300 093 7 |3.23 1.0t 7 1-0.72

6. Using interviews to
seek information 342 425 4 ]300 134 12 | 0.88 344 102 3 323 111 8 0.80 319 075 4 338 104 3 |-060

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, § = Very high competency
P< 0.05.
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Table 4.11: Mesns, Standard Deviations and Ranking for EvaluationCompetencies by Position Title of Respondents in the Reglons.
Western Region Brong Ahafo Region Upper East Region
Evaluation Agents Supervisors Agents Supervisors Agents Supervisors
Competency N=100 N=38 N=285 N=22 N=36 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank { Mean SD Rank
7. Interpreting results
of questionnaires 287 104 13 3.03 110 11 -0.76 294 1.08 13 3.05 133 14 -0.34 281 109 13 308 104 10 -0.80

8. Evaluating the results | 3.36 1.01 6 347 101 3 -0.59 321 105 6 3.64 0.90 2 [-190 1292 103 12 338 09 3 -1.48
9. Analyzing reports 342 1.08 4 334 121 6 0.35 358 088 1 364 100 2 -0.26 |3.06 124 6 338 096 3 -0.98

10. Interpreting research
findings from
research stations and
universities 290 1.17 12 | 297 1.20 13 -0.33 269 106 14 3.18 1.26 11 -1.67 | 2.75 1.20 14 292 1.04 13 -0.49

98

11. Applying research
findings when
making recomme-
ndations to clientele 2.29 1.11 7 324 105 7 0.26 329 110 5 355 1.18 5 -0.90 297 103 10 323 08 7 -0.90

12. Cooperating with
research stations 301 117 10 295 106 14 0.30 316 106 8 3.23 097 8 -0.26 [3.28 116 2 323 101 7 0.14

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
P< 0.05.
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Table 4.11: Means, Standsrd Deviations and Ranking for EvaluationCompetencies by Posttion Title of Respondents in the Regions.

Western Region Brong Ahafo Region Upper East Region
Evaluation Agents Supervisors Agents Supervisors Agents Supervisors
Competency N=100 N=38 N=385 N=22 N=36 N=13
t t t
Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank Mean SD Rank | Mean SD Rank
13. Identifying
problems requiring
additional research 295 102 11 |308 097 9 -0.69 302 102 12 {314 125 13 |-0.39 336 099 1 |292 119 13 1.19
14. Keeping up-to-date
with current
research findings 3.17 105 8 3.13 1.10 8 0.19 3.08 1.09 11 336 1.14 6 -1.04 300 099 7 3.00 1.00 12 0.00
15. Conducting a
literature search
utilizing library
resource 2.72 232 15 263 117 15 0.29 236 1.07 15 268 125 1S5 -1.09 236 1.20 15 246 1.27 15 -0.25
GRAND MEAN 3.17 0.79 3.22 0.67 -0.36 3.14 0.68 3.38 0.79 -1.33 3.00 0.72 3.21 0.78 -0.85

Scale: 1 = Lack of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency

‘P< 0.05.
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44 COMPARING THE MEAN PERCEPTIONS OF ALL EXTENSION AGENTS AND
f In this section, the perception of all the extension agents, those of the supervisors and the

combined perception of all the respondents are compared using the t-test at the 0.05 level of

R

o

; significance.

H

| Administration
Under Administration, there were no significant difference between the means of agents

,' and supervisors for any of the competencies (Table 4.12), Both groups ranked 'Conducting staff

| meetings' first but the ratings of supervisors was higher (4.07). than that of agents (3.96). The
same competency item came first in the combined rating (3.99).

The other 20 competencies were rated between 'Moderate' (3.07) to 'High' (3.90) by
agents and supervisors with 'Supervising budget expenditures' being the lowest ranked by agents
and 'Budget preparation’ being the lowest ranked by supervisors.

The combined assessment by agents and supervisors placed 'Supervising budget
expenditures' last (3.12). In 17 out of the 21 competencies, ratings by supervisors were higher

than the agents though not significant.

Programme Planning

In the ratings by agents, supervisors and also in the combined ratings, '‘Developing a

calendar of activities' and ‘Determining objectives/goals of the extension programme' appeared in

the top two positions. Ranking for four competencies were identical for agents, supervisors and

all respondents (Table 4.13).

All the respondents placed ‘Preparing a long-range programme of work’ and ‘Involving

extension support groups and clientele in programme planning’ between ‘Low competency’ and

88 Digitized by Sam Jonah Library
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Table 4.12: Means, Standsrd Deviations and Rankings for Programme Planning Competencies by Position Title of all Respondents.
Administration Extension Agents Supervisors Total
C ten
e N =221 N=73 t N =294
X SO Ramk | X SD Rank | VeIV X SD___ Rank
1.In-depth knowledge & understanding of the
"Unified Agric. Extension system" 3.4 .96 16 341 .85 14 -1.45 3.28 93 16
2. Writing realistic goals for the extension
programme 3.33 .92 14 3.26 .88 19 0.54 3.31 91 15
3. Ability to manage scarce resources for optimum
productivity 3.42 1.70 8 3.59 1.07 5 -0.99 3.46 1.57 7
4. Coordinating the use of equipment, facilities and
resources with office staff 3.42 .99 8 3.58 .91 7 -1.23 3.46 .97 8
5. Budget preparation I AT 1.09 19 3.18 1.16 21 -0.13 3.16 1.11 20
6. Supervising budget expenditure 3.07 1.13 21 3.26 1.28 19 -1.15 3.12 1.17 21
7. Managing time effectively 3.74 .89 4 3.89 .92 3 -1.20 . 3.78 .89 2
8. Coordinating work schedules of staff 3.75 .89 3 3.78 90 4 -0.24 3.76 .89 4
9. Supervising extension Personne! 3.72 .93 5 3.90 75 2 -1.71 3.77 .89 3
10. Placing extension personnel in their area of
work 3.81 .99 2 3.59 1.17 5 149 3.76 .89 5
11. Understanding how Policies are fermulated 3.24 1.06 16 3.30 1.15 18 -0.43 3.25 1.08 18

©University of Cape Coast

Scale: 1 =Lack Competency, 2 =Low Competency, 3 =Moderate Competency, 4 = High competency , 5 = Very High Competenc
P< 0.05.
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Teable 4.12: Means, Standard Devistions and Rankings for Programme Planning Competencies by Position Title of all Respondents.

Administration Extension Agents Supervisors Total
Competency N =221 N=T3 t N =294
X SD Rank | X SD Rank | Velue X SD__ Ramk
12. Ability to identify policies specific to your
area(s) respeonsibility 3.24 .99 16 3.44 .87 13 -1.68 3.29 .96 16
13. Conducting staff meetings 3.96 .98 1 4.07 .81 1 -0.91 3.99 94 1
14. Promoting inter-office communications 3.46 2.69 7 3.36 1.07 15 0.46 3.43 2.39 9
15. Delegating responsibility and authority 3.39 .99 10 345 1.01 12 -0.43 3.41 1.00 11
16. Orienting new staff members 3.14 1.17 20 3.32 .09 17 -1.14 3.19 1.15 19
" 17. Providing recognition for staff 3.35 1.39 13 3.33 .04 16 0.13 3.34 1.31 13
< 18. Maintaining staff morale . 3.39 1.14 10 3.49 1.03 9 -0.73 3.41 1.11 10
19. Preparing job descriptions 3.51 1.04 6 3.53 88 8 -0.18 3.52 1.00 6
20. Dealing with complaints 3.29 1.13 15 347 .97 11 -1.29 | 3.33 1.09 14
21. Analysing personnel record 3.37 1.04 12 3.48 .82 10 -0.91 3.40 .99 12
TOTAL 3.43 .69 3.51 .59 -0.98 3.45 .63

Scale: 1= Lack Competency, 2=Low Competency, 3 = Moderate Competency, 4 = High competency , 5 = Very High Competenc
P< 0.05.
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Table 4.13: Means, Standard Deviations and Rankings for Programme Planning Competencies by Posttion Title of all Respondents.

Programme Planning Extension Agents Supervisors Total
Competen
IR N=221 N=T3 i N=294
X SD Rank X Rank | Valve X SD
1. Developing a Calendar of extension activities 3.55 1.18 1 3.66 .80 2 -.90 3.57 1.10
2. Determing the needs of Clientele for extension
programme 3.21 1.20 6 3.56 .73 4 -3.02¢ 3.30 1.11
3. Determining objectives / goals of the extension
programme 3.44 1.13 2 3.70 12 1 -2.13* 3.51 1.00
4. Establishing programme priorities 3.31 1.17 4 3.51 .95 6 -1.43 3.36 1.12
5. Preparing an annual programme of work for vour
area of responsibility 3.38 1.21 3 3.63 99 3 -1.76 3.44 1.16
6. Preparing a long-range programme of work 2.93 1.18 7 3.19 1.13 7 -1.72 2.99 1.17
7. Involving co-workers in programme planning 3.24 1.20 5 3.52 1.19 5 -1.71 3.31 1.20
8. Involving extension support groups and clientele
in programme planning 2.85 1.17 8 3.08 91 8 -1.71 2.90 1.11
TOTAL 3.24 .87 3.48 67 -2.47* 3.30 .83

Scale: 1=Lack Competency, 2 = Low Competency, 3 =Moderate Competency, 4 = High competency , 5 = Very High Competenc

‘P< 0.05.
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Moderate competency’ (2.99 and 2.90, respectively). There were significant difference between

. means for agents and supervisors for two of the competencies and also for the grand means,

though all the paired means were between 3.00 and 4.00. Where significant differences occurred,

Y S

. supervisors rated themselves higher.

| Programme Execution
The means for agents and supervisors differed significantly for two competencies, ie,
~ ‘Following a written programme of work’ and ‘Conducting home/farm visits’. All the paired
' means, however, were between 3.00 and 4.00 (Table 4.14). The grand means for agents and
supervisors also showed significant difference. In each of these competencies, supervisors rated
. themselves higher. '‘Completing monthly or annual reports’ was rated highest while 'Involving

' othersin executing plans' was rated lowest by all the respondents.

Teaching

No significant difference occurred in any of the items under Teaching competency
between the means of agents and supervisors (table 4.15). Their grand means also did not differ
significantly. In 12 out of the 18 items, supervisors’ ratings were higher. In the ratings by all the
respondents, 'Ability to recognize the importance of punctuality and presenting information in a
meeting were the topmost. The two lowest ranked were presenting information with an overhead
projector and presenting information with slides.

All the competencies, except five, were rated within ‘Moderate’ to 'High' competency
range. The other five competencies were rated within 'Low’ to '"Moderate' competency range.
They are 'Developing teaching materials', ‘Presenting information with an overhead projector’,
"Presenting information with slides', 'Presenting information with charts' and 'Planning organizing
and conducting tours and field trips'.
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Table 4.14: Means, Standard Deviations and Rankings for Programme Execution Competencies by Position Title of all Respondents.

Extension Agents Supervisors Total

Prograue Exscution N=221 N=73 . N=294

Conmpetency X SO Rak | X sD Rank | Value X SD___Rank
1. Utilizing a Calendar of activities/events 3.40 1.04 5 3.51 .80 7 -.89 343 99 6
2. Following a written programme of work 343 1.05 4 3.67 .85 4 -1.98* 3.49 1.01 4
3. Providing leadership for programmes planning

and execution 3.39 1.55 6 3.55 77 6 -1.12 3.43 1.39 5
4. Developing a working relationship with clientele 3.56 .94 2 3.77 .86 3 -1.54 3.63 .92 2

2 5. Completing monthly or annual reports 4.00 91 1 4.05 .83 1 - .44 4.02 .89 1

6. Involving others in executing plans 3.34 .96 7 3.56 .91 5 -1.75 3.40 95 7
7. conducting home/farmvisits. - 3.48 1.09 3 3.82 .84 2 -2.80% 3.56 1.04 3
TOTAL 3.52 .69 3.70 .59 -2.22* 3.57 .67

Scale: 1=Lack Competency, 2 =Low Competency, 3 =Moderate Competency, 4 = High competency ,
P< 0.05.
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Table 4.15: Memns, Standerd Devistions and Renkings for Teaching Competencies by Position Title of all Respondents.

Extension Agents Supervisors Total
Teachi
— N=221 N=73 g N=294

Compelecy x sD | Rank X SD Rank | VElue X sD | Rank
1. Using principles (basic ideas or rules) of learning

and teaching. 3.27 1.05 9 3.36 1.12 10 -.57 3.29 1.08 10
2. Developing teaching materials. 2.91 1.16 14 3.08 1.14 14 -112 2.95 1.16 14
3. Ability to select non-formal methods and

techniques for particular situations 3.03 95 13 3.19 .89 11 -1.35 3.07 .94 13

2 4.Present"~ "~ ian inalecture 3.54 226 4 3.44 99 7 53 3.51 2.01 5

5. Presenting a concept, principle, or skill through

a method demonstrations 3.29 1.07 8 3.45 1.03 6 -1.16 333 1.06 8
6. Presenting information in

a meeting 241 1.93 17 3.79 .87 1 -.86 3.72 .90 2
7. Presenting information in a seminar 3.69 91 3 314 1.10 12 -46 3.09 1.11 12
8. Presenting information at a field day 3.07 1.12 12 3.38 .95 9 -.87 3.30 1.07 9
9. Presenting information with an overhead

projector 3.27 1.11 9 2.22 1.24 18 -.99 2.36 1.78 17

Scale: 1= Lack Competency, 2 =Low Competency, 3 = Moderate Competency, 4 = High competency , 5 = Very High Competency
P< 0.05.
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Table 4.15: Means, Standard Devistions and Rankings for Teaching Competencies by Position Title of all Respondents. '
Extension Agents Supervisors Total
Tosching N=221 N=73 t N=2s
Coapatsncy X SO Rak | X SD Rank | Velue X SD _ Rank
10. Presenting information with slides 2.19 1.23 18 2.23 1.24 17 -.28 2.20 1.23 18
11. Presenting information with charts 2.83 1.21 15 2.90 1.24 15 -43 2.85 1.21 15
12. Presenting information with chalk board 3.38 1.15 7 344 1.13 7 -.38 3.39 1.15 7
13. Conducting group discussions 3.54 .92 4 3.51 1.07 4 .26 3.53 .96 4
bre 14. Using the problem solving approach to teaching 3.15 .90 11 3.10 1.11 13 .37 3.14 .95 11
15. Encouraging audience to ask questions. 3.72 .90 2 3.64 .96 3 .63 3.70 91 3
16. Plenning, organizing and conducting tours and
field trips. 2.67 1.16 16 2.82 1.16 16 -1.00 2.70 1.16 16
17. Judging exhibits at agricultural shows 3.43 1.73 6 3.48 1.02 s -30 3.44 1.58 6
18. Ability to recognize the importance of |
punctuality 3.81 .93 1 3.75 .98 2 43 3.80 .95 1
TOTAL 3.18 7 322 71 -43 3.19 .70

Scale: 1=Lack Competency, 2 = Low Competency, 3 =Moderate Competency, 4 = High competency , 5 = Very High Competency
P< 0.05..
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'Ommanlaﬁon

There were no significant differences between means of the perceptions of extension
agents and supervisors for all the 15 competency items under communication and also the grand
j means. Supervisors rated themselves higher in 10 out of the 15 competencies than agents (Table

' 416).
! Agents and supervisors separately and collectively placed ‘Writing and /or completing

i, special reports’, ‘Speaking to groups’ and ‘Speaking to individuals’ as the top three
competencies.

The use of a camera and/or other photographic equipment’, The use of a tape recorder
~ and 'The use of a (desk top) computer were rated as the three lowest competency items under
, Communication.

Ten competencies were rated within 'Moderate'(3.00) and "High' (4.00) competengy range,

two were rated within ‘Low'(2.00) and ‘Moderate'(3.00) competency range, while three were

below the 'Low' competency range (2.00).

it Understanding Human Behaviour

Agents and supervisors alike rated 11 competencies in this category between 'Moderate’

s e Masi g

and 'High'.'Determining the effect of pressure groups on the thinking process' was however rated

between 'Low competency’ and 'Moderate competency' (Table 4.17).

o = i oy

In all the 12 competencies, supervisors rated themselves high than the agents however
none of the differences was significant. Agents and supervisors separately and collectively placed
‘Recognizing the role of different sexes and how it influences change', 'Recognizing differences
in age groups' and 'Ability to influence people to accept change' highest in their ranking. 'Applying
factors affecting behaviour of people' and 'Recognizing factors that influence goal settings' were
ranked lowest.

st e P
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Table 4.16: Means, Standard Deviations snd Rankings for Communication by Position Title of all Respondents.

Extension Agents Supervisors Total
Communication N =221 N=T3 . N =294

Conpatsacy X SO Remk | X sD Ramk | Velue X SD__ Rank
1. Establishing communications among extension

staff 3.40 1.12 8 3.48 1.04 6 -.54 342 1.10 7
2. Writing letters and /or memos 3.41 1.10 6 3.56 1.05 4 -1.03 345 1.11 6
3. Writing and/or completing special reports 3.62 .92 1 3.66 1.02 2 -.31 3.63 94 1
4. Speaking to groups 3.56 .98 3 3.73 .85 1 -1.42 3.60 .95 2
5. Speaking to individuals 3.58 1.12 2 3.62 1.20 3 -.23 3.59 1.13 3
6. Ustng non-verbal communications 2.93 1.05 11 2.90 1.11 12 .16 2.92 1.06 11
7. Possession of listening skills 3.50 .92 4 3.40 .95 10 .79 3.47 .93 4
8. Preparing extension publications 2.59 1.18 12 2.48 1.07 13 .76 2.56 1.15 12
9. Act on correspondence promptly 3.48 1.03 5 3.44 1.04 7 .33 3.47 1.03 5
10. Providing recognition for achievement 3.23 1.08 10 3.26 1.11 11 -.20 3.24 1.09 10

Scale: 1= Lack Competency, 2 =Low Competency, 3 =Moderate Competency, 4 = High competency , 5 = Very High Competency
P< 0.05.

Digitized by Sam Jonah Library




©University of Cape Coast

MG
h—_.__
Table 4.16: Means, Standard Deviations and Renkings for Communication by Position Title of all Respondents.
Extension Agents Supervigors Total
Comnmnication
Competency N=1221 N=73 t N =294
X SD Rak | X SD Rank | Velue X SD ___ Rank
11. Establishing working relation-ships with other
governmental organizations and agencies 3.38 1.26 9 3.41 97 9 -.19 3.39 1.19 9
12. Establishing working realtion-ships with other
governmental organizations and agencies 341 1.02 6 344 .94 7 -.20 342 1.00 8
13. The use of a camera and/or other photographic
7=y equipment 1.75 1.63 14 1.84 1.25 15 -.46 1.77 1.55 14
[e =]
14. The use of a tape recorder 1.95 1.25 13 1.86 1.22 14 -.50 1.93 1.24 13
15. The use of a (desk top computer 1.47 .92 15 1.53 1.03 15 -47 1.49 .95 15
TOTAL 3.02 .66 3.04 .70 -.24 3.02 .67

Scale: 1=Lack Competency, 2 =Low Competency, 3 = Moderate Competency, 4 = High competency , 5 = Very High Competency

‘P< 0.05.
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Table 4.17: Mesns, Standsrd Deviations snd Rankings for Understanding Humen Behaviour Competencies by Position Title of all Respondents.

Extension Agents Supervisors Total
Understanding Human
Behavioar N=221 N=T73 ¢ N=294
Commpetency X SO Rak | X SD Rank | VOlUe X SD __ Rank
1. Application of principles of motivation 3.05 .99 10 3.14 .95 10 -.64 3.07 .97 10
2. Identification of factors that influence people to
become involved 3.14 .97 9 3.26 91 9 -.96 3.17 .96 9
3. Determining the effect of pressure groups on the
thinking process 291 1.03 12 2.97 .97 12 -44 2.93 1.02 12
4. Recognizing goal settings 3.16 1.02 8 3.33 J7 7 -1.51 3.20 .97 8
5. Applying factors affecting behaviour of people 3.00 .64 11 3.07 .62 11 -.50 3.02 1.01 11
6. Ability to influence people to accept change 3.39 1.05 3 3.51 .88 3 -94 3.42 1.01 3
7. Ability to identify the power structure within the o
community 3.22 .98 6 3.38 .94 5 -1.30 3.26 .97 6
8. Ability to identify pressure groups within the
community 3.20 .99 7 3.30 .88 8 -.80 3.23 .96 7

Scale: 1 =Lack Competency, 2 =Low Competency, 3 =Moderate Competency, 4 = High competency , 5 = Very High Competenc
P< 0.05.
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Table 4.17 : Memns, Standard Deviations and Rankings for Understanding Hmnsn Behaviour Competencies by Posttion Title of all Respondents.

Extension Agents Supervisors Total
Understanding Human
Behaviour N=221 N=T73 t N=294
Competeacy X SD  Rak | X SD Rank | Velue X SD _ Ramk
9. Utilizing knowledgeof interaction of people in
groups 3.28 .95 S 3.38 .89 5 -84 331 .93 5
10. Recognizing differences in age groups 3.44 1.08 1 3.52 .94 2 -.58 3.46 1.04 4
11. Recognizing traditional culture and its effect on
change 3.36 1.06 4 344 1.00 4 -.56 3.38 1.04 4
12. Recognizing the role of different sexes and how
it influences change 344 1.00 1 3.55 .99 1 -.82 347 1.00 1
e
o
= TOTAL 3.22 .76 3.32 64 -1.14 3.24 .73

Scale: 1=Lack Competency, 2 =Low Competency, 3 =Moderate Competency, 4 = High competency , 5 = Very High Competency
P< 0.05.
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4 Eleven out of the 12 competencies were rated between ‘Moderate’ and 'High’ while

‘Determining the effisct of pressure groups on the thinking process’ was rated just below ‘moderate

competency level.

{ Maintaining Professionalism

All the four competencies in this category were rated between 'Moderate' and 'High'

competency levels. In all the competencies, supervisors rated themselves higher but none of the
i differences between the means was significant. The grand means did not differ significantly (Table
i 418).

| Respondents separately and collectively ranked 'Identifying opportunities for professional
improvement' and 'Maintaining professional competencies' above the others. 'Developing a plan
for professional improvement' was ranked lowest followed by 'Participation in professional

j. organisations and activities'.

g Evaluation
:

¢ Thirteen of the 15 competencies were rated higher by supervisors than did agents. The
ratings were between 'Low competency’ and 'Very high competency'. Supervisors rated one

competency above ‘High’ level and rated one competency within the ‘Low’ and ‘Moderate’

range. Agents placed three competencies between 'Low level' and 'Moderate level'. The remaining
competencies were rated within the 'Moderate' to 'High' range (Table 4.19). There were significant

differences between the means of agents and supervisors for three of the competencies in this

category.

Agents and supervisors separately and collectively ranked 'Evaluating the performance of
the extension staff” highest. 'Interpreting results of questionnaires', 'Interpreting research findings

from research stations and Universities' and ‘Conducting a literature search utilizing library

OPPPSRN
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Table 4.18: Means, Standard Deviations and Rankings for Muintaining Professionalism Competency by Positlon Title of all Respondents.
Extension Agents Supervisors Total
Maintaining Professionalism _ _
Competency N =221 N=73 t N =294
X SD Rank X SD Rank | Velue X SD | Rank
1. Identifying opportunities for professional
improvement 3.33 95 2 3.82 2.52 1 -1.65 3.45 1.51 2
2. Developing a plan for professional competencies 3.02 1.02 4 3.14 1.10 4 -.78 3.05 1.04 4
3. Maintaining professional organizations and
activities 3.39 .98 1 3.62 .95 2 -1.69 3.45 .97 1
4. Participation in professional organizations and
activities 3.24 1.08 3 341 .93 3 -1.28 3.29 1.05 3
[
= TOTAL 3.25 .82 3.50 1.00 -1.92 3.31 .87

Scale: 1 =Lack Competency, 2 =Low Competency, 3 =Moderate Competency, 4 = High competency , 5 = Very High Competency
P< 0.05.
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Teble 4.19: Mosas, Standard Devistions and Renkings for Evainstion Comipetencies by Position Title of all Respendents.
Extension Agents Supervisors Total
Evalustion N=221 N=T3 t N =294
Conspetancy b SO Rek | X SD Ramk | V2lUe X SD Raak
1. Evaluating the effectiveness of a national, district,
or local extension programme 3.25 .95 5 3.44 .90 4 -1.50 3.30 .94 6
2. Evaluating the performance of the extension staff 3.51 .96 I 4.18 2.38 1 -2.35¢ 3.37 1.47 1
3. Interpreting the impact of change and/ or trends
upon the clientele served 3.27 1.16 4 3.53 .73 2 -2.27 3.34 1.07 3
4. Using questionnaires to seek imformation 3.00 1.12 12 310 1.11 10 -.67 3.02 1.12 12
5. Using observation method to seek imforamtion 317 .99 8 332 .83 7 -1.25 3.20 .96 8
6. Using interviews to seek information 3.39 2.94 3 314 1.22 9 1.04 3.33 2.62 4
7. Interpreting results of questionnaires 2.89 1.06 13 3.04 1.15 13 -1.01 2.93 1.08 13
8. Evaluating the results of an extension event/
activity 3.23 1.03 7 3.51 .96 3 -2.09* 3.30 1.02 5

Scale: 1=Lack Competency, 2 = Low Competency, 3 = Moderate Competency, 4 = High competency , 5 = Very High Competency

P< 0.05.
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Table 4.19: Moms, Stsndsrd Devistions and Renkings for Evalustion Competencies by Position Title of all Respondents.

Extension Agents Supervisors Total
Evaluation
C A N=221 N=73 t N =294
p ) Rank X SD Rank | Vvelue X SD__ Rank
9. Analyzing reports 3.42 1.05 2 3.44 1.11 4 -12 3.43 1.06 2
10. Interpreting research findings from research
stations and universities 2.80 1.13 14 3.03 1.18 14 -1.47 2.85 1.15 14
11. Applying research findings when making
recommendations to clientele 3.24 1.10 6 3.33 1.06 6 -.62 3.06 1.08 7
12. Cooperating with research stations 3.11 1.12 9 3.08 1.02 11 .22 31 1.10 10
13. Identifying problems requiring additional
research 3.05 1.02 11 3.07 1.08 12 -.16 3.05 1.04 11
14. Keeping up-to-date with current research
findings 3.11 1.05 9 3.18 1.09 8 -48 3.13 1.06 9
15. Conducting a literature search utilizing library
resources 2.52 1.77 15 2.62 1.20 15 -.50 2.55 1.61 15
TOTAL 3.13 .74 3.27 72 -1.39 3.16 .73

Scale: 1= Lack Competency, 2 = Low Competency, 3 = Moderate Competency, 4 = High competency , 5 = Very High Competency

‘P< 0.05.
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; resources' were ranked lowest.

45 COMPETENCY NEEDS OF SUPERVISORS IN AGRICULTURAL EXTENSION

The overall mean scores of the 294 respondents were used to determine the

i
’ * competency needs of the supervisors.

Of the 100 competencies,r 83 were rated between ‘Moderate’ and 'High' only one was rated
~above 'High' level, ie. 'Completing monthly/or annual reports'. The rest (16) were rated below
'Moderate' level. In effect, 84 competencies were rated above 'Moderate' while 16 were rated
- below ‘Moderate'.

The 1deal situation 1s for all the supervisors to possess 'High' to 'very High' competencies in
+ all the 100 competencies. Therefore, all the 83 competencies rated between 'Moderate' and 'High'

need improvement.
Those competencies that were rated below 'Moderate’ level ('Lack of competency’ and
* 'Low competency’) and which need urgent attention are;
? Programme Planning:
;- Involving extension support groups and clientele in programme planning (2.90)
- prepanng a long-range programme of work (2.95).
{ Teaching:
| - Developing teaching matenals (2.95)

g - Presenting information with an overhead projector (2.36).

- Presenting information with slides (2.20)
- Presenting information with charts (2.85)

- Planning, organizing and conducting tours and field trips (2.70).
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. - Using non-verbal communications (2.92)

- Preparing extension publications (2.56)

" - The use of a camera (1.77)
. - The use of a tape recorder (1.93)
. Theuseofa (desk top) computer (1.45).
Understanding Human Behaviour:
- - Determining the effect of pressure groups on the thinking process (2.93).
Evaluation:
- Interpreting results of questionnaires (2.93).
- Interpreting research findings from research stations and uriversities (2.85).

- Conducting a literature search utilizing library resources (2.55).

4.6 WHEN COMPETENCIES WERE ACQUIRED BY SUPERVISORS AND PERCEPTIONS OF THE

BEST TIME TO LEARN COMPETENCIES

In addition to determining their competency levels, the supervisors were asked to indicate

when (pre-service orin-service) they acquired the various competencies they possessed and also

-+ when they perceive as the best time to learn each competency (pre-service or in-service). This was
done using percent distribution of respondents under pre-service or in-service.

Out of the 100 competency items, supervisors identified 76 (76.0%) as having been
acquired on the job (in-service). Eighteen (18.0%) were said to have been acquired before the
Job (pre-service) probably in the various institutions attended. For the remaining six (6.0%)
competencies supervisors were divided in thought as to when they acquired them.

Regarding the best time to leam the competencies, the supervisors identified 81 (81.0%)

out of the 100 competencies as suitable to be leamed on the job (in-service), 16 (16.0%) as
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\ suitable to be leamed before the job (pre-service). For three (3.0%) of the competencies, they

' were not sure as to when they perceive as the best time to learn them.

Administration

Out of the 21 administration competencies, 17 were identified by the supervisors as having
been acquired on the job (in-service). Two were acquired before the job (pre-service). They are
‘Managing time effectively’ and “ Dealing with complaints’. For the remaining two, they were
divided in thought as to when they were acquired (Table 4.20). These are ‘Conducting staff
meetings’ and ‘Providing recognition for staff’.

Supervisors identified 15 of the 21 competencies as suitable to be learned on the job (In-
service) and only five as suitable to be leammed before the job (pre-service). They are
‘Coordinating work schedules of staff’, ‘Understanding how policies are formulated’,
‘Promoting mter-office commumcation’, ‘ Delegating responsibility and authority” and ‘Orienting
new staff members’. The supervisors' opinions were divided on one of the competencies as to the

best time to learn it, ie. ‘Managing time effectively’ (table 4.20).

Programme Planning
X All the eight (8) competencies in this category were identified by the supervisors as having
been acquired on the job (in-service).
Seven (87.5%) out of the eight (8) were identified as suitable to be learned on the job (in-

service). The only one which was claimed to be suitable to be leamed before the job (pre-service)

is 'Preparing a long-range programme of work' (Table 4.20).
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' Table 4.20: Percent distribution in respect of when supervisors acquired (pre-service or in-service) and when
' they perceive as the best time to losrn the Administration sand Programme Planning competencles

(pre-service or In-gervice).
When Acquired Best Time To Leamn
% Competencies R ) ]
£ N Pre-service In-service | N Pre-service  In-serv..c
: (%) (%) (%) (%)
;
+" | Administration :
1.In-depth knowledge & understanding of
the "Unified Agric. Extension  system" 18 12.5 87.5 60 46.7 53.3
2. Writing realistic goals for the extension
programme 17 23.5 - 76.5 59 32.2 67.8
3. Ability to manage scarce resources for
' optimum productivity 18 38.9 61.1 59 42.4 57.6
4. Coordinating the use of equipment,
facilities and resources with office staff 17 323 64.7 60 35.0 65.0
5. Budget preparation 18 33.3 66.7 58 51.7 48.3
6. Supervising budget expenditure 18 16.7 83.3 58 345 65.5
7. Managing time effectively 18 55.6 444 55 50.9 49.1
8. Coordinating work schedules of staff’ 18 27.8 72.2 56 304 69.6
9. Supervising extension Persomnel 17 5.9 94.1 | 55 38.2 61.8
10. Placing extension persomnel in their area
of work 17 23.5 76.5 55 36.4 63.6
11. Understanding how Policies are
formulated 17 41.2 58.8 58 63.8 36.2
. 12. Ability to identify policies specific
‘: ; to your area(s) respeonsibility 18 27.8 72.2 60 31.7 68.3
§ 13. Conducting staff meetings 18 50.0 50.0 |58 43.1 56.9
. 14. Promoting inter-office communications 18 333 66.7 56 53.6 46.4
j 15. Delegating responsibility and authority | 18 444 55.6 |56 53.4 46.6
j 16. Orienting new staff member 18 333 66.7 57 54.4 45.6
i
Scale: 1 =Pre-gervice, 2 = In-service
‘P< 0.05.
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Table 4.20: Percest distribution in respect of whea supervisers acquired (pre-service or in-service) sud whea
mm-mmmummAmummmw

, (pre-sexrvice er In-service).
r
i
g :
ki When Acquired Best Time To Learn
! Competencies . .
N Pre-service In-service | N Pre-service  In-service
5 (%) (%) (%) (%)
f
* | 17. Providing recognition for staff 18 50.0 50.0 57 38.6 614
18. Maintaining staff morale 18 444 55.6 56 429 57.1
19. Preparing job descriptions 18 222 77.8 54 33.3 66.7
20. Dealing with complaints 18 55.6 44.4 55 41.8 58..2
21. Analysing personne] record 18 222 77.8 55 32.7 67.3
Programme Planning :
1. De\(e{o.;)ing a Calendar of extension 17 17.6 824 55 43.6 56.4
activities
2. Determing the needs of Clientele for
extension programme 18 222 77.8 56 429 571
3. Determining objectives/goals of the 18 22.2 77.8 56 411 58.9
extension programme ’
4. Establishing programme priorities 18 22.2 77.8 54 389 61.1
S. Preparing an annual programme of work
for your are of responsibility 18 278 72.2 58 379 62.1
6. Preparing a long-range programme of
work 18 333 66.7 59 559 441
‘ 7. Involving co-workers in programme
i) planning 18 22.2 77.8 59 39.0 61.0
8. Involving extension support groups and
clientele in programme planning 17 23.5 74.5 <6 429 571
Scale: 1 = Pre-service, 2 =In-service
‘P< 0.05.
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Programme Execution
Supervisors dairned that all the seven (7) competencies in this category were acquired on

the job. They also identified all the competencies as suitable to be leamned on the job (T able 4.21).

[}
i
&
2
3

Teaching

There are 18 competencies in this category and supervisors claimed that eight (44.4%)
were acquired on the job (in-service) and nine (50.0%), before the job (pre-service). For the
remaining competency, they were divided as to when they acqured it. This is 'Presenting
information with shdes” (Table 4.21).

Regarding the best time to learn the competencies, 13 were perceived as suitable to be
learned on the job (in-service) and three, suitable before the job (pre-service). These are
‘Presenting information in a seminar’, ‘Presenting information with charts’ and Ability to
recognize the importance of punctuality’. The respondents were divided in perception as to the
best time to leam two of them, which are ‘Presenting information with in a meeting” and ‘Planning

organizing and conducting tours and field trips’.

Communication

' Supervisors claimed that 10 of the 15 competencies were acquired on the job (in-service)
while five were acquired before the job (pre-service). Those acquired before the job are
‘Speaking to individuals’, ‘Possession of listening skills’, “The use of a camera and/or other
photographic equipment’, ‘The use of a tape recorder’ and ‘The use of a (desk top) computer’.
(Table 4.22).

As to the best time to learn the competencies, 11 items were identified to be suitable to
be learned on the job. Four were identified as suitable to be learned before the job. They are

“Wiiting letters and/or memos’, “The use of a camera and/or other photographic equipment’, ‘The
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; Table 4.21: Percent distribution in respect of when supervisors acquired (pre-service or in-service) and when
they perceive as the best time to lean the Programme Execution sndTeaching competencies

(pre-service or In-service).
‘When Acquired Best Time To Learn
§i Competencies - ) .
by N Pre-service In-service | N  Pre-service  In-service
b (%) (%) (%) (%)
.} | Programme Execution:
1. Utilizing a Calendar of activities/events 18 27.8 72.2 55 400 60.0
2. Following a written programme of work 18 333 66.7 57 24.6 75.4
3. Providing leadership for programmes
planning and execution 18 27.8 722 57 31.6 68.4
4. Developing a2 working relationship with
clientele 18 39.9 61.1 55 30.9 69.1
5. Completing monthly or annual reports 17 353 64.7 55 21.8 78.2
6. Involving others in executing plans 18 389 61.1 57 333 66.0
'
‘ 7. conducting home/farmvisits. 18 27.8 72.2 55 30.9 69.1
Teaching:
. 1. Using principles (basic ideas or rules) of
' learning and teaching, 18 61.1 389 62 484 51.6
2. Developing teaching materials. 17 35.3 647 |60 433 56.7
3. Ability to select non-formal methods and
techniques for particular situations 18 27.8 72.2 59 40.7 59.3
. 4. Presenting information in a lecture 18 61.1 38.9 56 44.6 55.4
o
Pl : 5. Presenting a concept, principle, or skill
i’ ¥ through method demonstrations 18 333 66.7 56 35.7 64.3
| }i | 6. Presenting information in a meeting 17 58. a12 | s6 50.0 50.0
il
" 7. Presenting information in a seminar 18 66.7 33.3 55 56.4 43.6
| 8. Presenting information at a field day 18 222 77.8 54 33.3 66.7
H
9. Presenting information with an overhead
projector 16 313 68.7 59 475 52.5

Scale: 1 =Pre-service, 2 =In-service

p< 0.05.
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i Table 4.21: Percest distribution in respect of whea supervisers acquired (pre-service or in-service) snd when
they percelve as the best time to lesmn the Pregramme Execution andTeaching competeacies

(pre-service or In-service).
When Acquired Best Time To Leam
Competencies . .
g : N Pre-service In-service | N Pre-service  In-service
g‘ (%) (%) (%) (%)
i
¢ | 10. Presenting information with slides 14 50.0 50.0 59 47.5 52.5
»‘g 11. Preseating information with charts 18 61.1 389 58 51.7 483
* | 12. Presenting information with chalk board | 18 66.7 333 |54 463 53.7
13. Conducting group discussions 17 52.9 471 |56 37.5 62.5
14. Using the problem solving approach to
teaching 18 38.9 61.1 58 43.1 56.9
15. Encouraging audience to ask questions. 18 66.7 333 56 37.5 62.5
16. Planning, organizing and conducting
tours and field trips. 18 389 61.1 57 49.1 50.9
17. Judging exhibits at agricultural shows 18 11.1 889 | 56 26.8 73.2
18. Ability to recognize the importance of
punctuality 18 77.8 222 55 58.2 ’ 41.8
Scale: 1 =Pre-service, 2 =In-service
‘P< 0.05.
i
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Table 4.22: Percent distribution in respect of when supervisors acquired (pre-service or in-service) and when
they perceive as the best time to learn the Conmunication compstencles

(pre-service er In-service).
When Acquired Best Time To Leam
cies ' 3
Compe N Pre-service  In-service | N Pre-service  In-service
(%) (%) (%) (%)
}* | Communication:
‘i 1. Establishing commmications among
;| extension staff 18 278 722 |56 39.3 60.7
2. Writing letters and /or memos 18 444 - 556 |51 51.0 49.0
3. Writing and/or completing special reports 18 33.3 66.7 53 41.5 58.5
4. Speaking to groups 18 444 55.6 | 54 333 66.7
" | 5. Speaking to individuals 17 52.9 471 | 51 47.1 52.9
6. Using non-verbal communications 15 333 66.7 | 53 39.6 60.4
7. Possession of listening skills 18 61.1 389 54 48.1 51.9
8. Preparing extension publications 17 23.5 76.5 | 58 44.8 55.2
9. Act on correspondence promptly 18 444 55.6 | 53 453 54.7
3 10. Providing recognition for achievement 17 47.1 529 | 53 35.8 54.2
" 11. Establishing working relationships with
other governmental organizations and
agencies 18 16.7 83.3 55 32.7 67.3
¢. | 12. Establishing working relationships with
8 other governmental organizations and
é . agencies 18 22.2 778 |55 34.5 65.5
L
i : 13. The use of a camera and/or other
photographic equipment 14 78.6 214 61 54.1 45.9
, 14. The use of a tape recorder 15 73.3 264 59 55.9 441
|
i! 15. The use of a (desk top) 9 55.6 44 4 58 55.2 448
| computer
i
Scale: 1 =Pre-service, 2 =In-service
‘P< 0.05.
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use of a tape recorder’ and ‘The use of a (desk top) computer” (Table 4.22).

Three of the items which were acquired before the job were also identified as best to be
leamned on the job. They are ‘The use of a camera and/or other photographic equipment’, “The

use of a tape recorder’ and ‘The use of a (desk top) computer’.

Understanding Human Behaviour

This category has 12 competencies Eight of which were acquired on the job by the
supervisors and one, before the job, ie. ‘Recognizing the role of different sexes and how it
influences change’ They were divided as to when the remaining three were acquired (Table 4.23).
They are ‘Application of principles of motivation’, ‘Recognizing differences in age groups’ and
‘Recognizing traditional culture and its effect on change’.

As to the best time to learn them 10 of the competencies were identified with 'in-service'
k - with the remaining two which are ‘Recognizing traditional culture and its effect on chaﬁge’ and
’ ‘Recogmizing the role of different sexes and how it influences change’ identified with ‘pre-service’'.

Eight of the competencies which they claimed to have acquired on the job (in-service)

were also identified as suitable to be learned on the job (Table 4.23).

P e IR PN

Maintaining Professionalism

The respondents claimed that all the four (4) competencies under this were acquired on

AR T R e Vs

the job They also identified the best time to learn all the competencies to be on-the-job (Table

424).

Evaluation
There were 15 competencies in this category. Fourteen of them were acquired on the
Job. One was acquired before the job , ie. “‘Conducting a literature search utilizing library
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'I'Iblo 4.23: Percent distribution In respect of when supervisers acquired (pre-service or in-service) snd when
they perceive as the best time to lesrn the Understanding Humsn Behaviour competencles

(pre-service or In-service).
| When Acquired Best Time To Leamn
g Competencies K .
5 ! N Pre-service  In-service | N Pre-service  In-service
(%) (%) (%) (%)
. H
¢
1 | Understanding Human Behaviour:
1. Application of principles of motivation 18 50.0 50.0 58 36.2 63.8
]
2. Identification of factors
| that influence people to become
involved 18 38.9 61.1 56 44.6 55.4
. { 3. Determining the effect of
pressure groups on the thinking
process 18 38.9 61.1 53 453 54.7
i | 4. Recognizing goal settings 18 33.3 66.7 56 37.5 62.5
}
' | 5. Applying factors affecting
‘ behaviour of people 18 333 66.7 56 44.6 554
T ' [ 6. Ability to influence people to accept
. change 18 38.9 61.1 56 35.7 64.3
!
S K2 Ability to identify the power structure
H within the commumity 18 38.9 61.1 55 34.4 63.6
‘! | 8. Ability to identify pressure groups within
b the community 18 44.4 55.6 56 429 57.1
ti | 9. Utilizing knowledgeof interaction of
! people in groups 18 22.2 77.8 56 39.3 60.7
I3
]' 10.Recognizing differences in age groups 18 50.0 50.0 56 44 6 554
§
! 11.Recognizing traditional culture & its
: effect on change 18 50.0 50.0 57 614 38.6
12. Recognizing the role of different sexes
and how it influences change 18 55.6 444 56 51.8 48.2

Scale: 1 =Pre-service, 2 =In-service
P< 0.05.

115 Digitized by Sam Jonah Library

O APt 3 e e



e
©University of Cape Coast

: Table 4.24: Percent distribution In respect of whea supervisers acquired (pro-service or ln-service) sad when
s they percelve as the best time to learn the Muintaining Prefessionslism sud Evaluation

¢ empoteacies (pre-service or In-service).
| & ‘When Acquired Best Time To Learn
5 Competeacies . ; ;
%ﬁ ¢ N Pre-service In-service | N Pre-service  In-service
i (%) %) (%) (%)
“
;. | Maiatslning Professienalism:
1. Identifying opportunities for
professional improvement 18 27.8 72.2 58 39.7 60.3
2. Developing & plen for professional
competencies 18 278 72.2 56 375 62.5
3. Maintaining professional organizations
and activities 18 333 66.7 57 474 52.6
4. Participation in professional
organizations and activities 18 27.8 72.2 56 35.7 64.3
¢} Evaluation:
1. Evaluating the effectiveness of a
national, district, or local extension .
programme 17 17.6 824 57 333 66.7
i | 2. Evaluating the performance of the
" | extension staff 17 17.6 824 | s6 33.9 66.1
3. Interpreting the impact of change and/
or trends upon the clientele served 18 16.7 83.3 55 29.1 70.9
i 4. Using questionnaires to seek
-3 imformation 17 353 64.7 56 375 62.5
#i 5. Using observation method to seek
,?; imforamtion 17 294 70.6 54 42.6 57.4
o
[
i 6. Using interviews to seek information 18 333 66.7 57 36.8 63.2
7. Interpreting results of questionnaires 18 27.8 2.2 59 424 57.6
8. Evaluating the results of an extension
eveat/activity 18 278 72.2 57 316 684
Scale: 1 = Pre-service, 2 = In-service
‘P< 0.05.
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. Table 4.24: Percent distribution n respect of when supervisors acquired (pre-service or In-service) and when
' they percelve as the best time to lewm the Maintaining Professionalism smd Evaluation
competencies (pre-service or In-service).

When Acquired Best Time To Learm
Competencies ) .
N Pre-service In-service | N Pre-service  In-service
(%) (%) (%) (%)
9. Analyzing reports 18 37.5 62.5 53 30.2 . 69.8
10. Interpreting research findings from
research stations and universities 16 56.3 43.7 55 47.3 52.7
. 11. Applying research findings when
;| making recommendations to clientele 18 389 61.1 57 31.6 68.4
12. Cooperating with research stations 18 11.1 88.9 58 414 586
13. Identifying problems requiring
additional research 18 16.7 33.3 62 29.0 71.0
14. Keeping up-to-date with current
research findings 18 333 66.7 59 33.9 66.1
15. Conducting a literature search utilizing
library resource 17 47.1 52.9 57 52.6 474
Scale: 1 =Pre-service, 2 =In-service
P< 0.05.
%
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 resources’(Table 4.24).
: | The picture was the same when it came to their perceptions as to the best time to leam the

‘,5 competencies. All the 14 competencies acquired before the job were identified to be suitable for

! leamning on the job.

. 4.7 DIFFERENCES ON DISTRIBUTION ON PERSONAL CHARACTERISTICS OF SUPERVISORS

AND THEIR SELF-EVALUATION OF COMPETENCIES

The personal characteristics used for this relational analysis were region, age, gender, marital

status, highest educational level attained and whether or not respondents have had courses 1n

* agricultural administration or management. Included also were years of expenence in the

Ministry, title as a supervisor, time allocation between office and field work, major area of

" responsibility, and span of control. The rest weré area of residence, residence as a yout"n, years
of other work experience and number of short courses attended.

Scheffe tests (one-way ANOVA) and t-tests, depending on the number of independent variable

categories, were used for the analysis. For the purpose of presentation, only personal

characteristics that showed sigmficant differences are reported.

Age:

The t-test was used and as indicated in table 4.25, distribution on age showed a significant
relationship with Programme Planning Competencies. Younger supervisors (20-40 ears) rated
themselves significantly higher (3.88) than older ones (41-60 years) though both groups placed
themselves between 'Moderate' (3.00) and 'High' (4.00). This, somehow, agrees with Pezeshki-

Raad's (1993) finding in which the difference by age showed under administration, coﬁunurﬁcaﬁon

and maintaining professionalism. Adewumi (1976) also came out with a similar finding.

18
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! Teble 4.25: T-tests for Differences in Ratings of Supervisors for the Competency Categories by Age.

|

Age
Competency Category
N Mean SD T-value
é
%
§, Administration
5 20-40 4 3.73 041 1.34
4] - 60 35 343 0.54
Progremme
Planning
20-40 4 3.88 . 010 3.70*
. 41 - 60 35 3.39 0.72
' Programme
Execution
20-40 4 3.61 0.27 -0.71
; 41-6 35 3.73 0.64
Teaching
20-40 4 3.01 0.30 -0.83
; 41 - 60 35 3.17 0.75
t
! Communication
20-40 4 3.23 045 0.98
41 - 60 35 298 0.80 :
. Understanding
. Human Behaviour
20-40 4 3.52 0.49 0.94
: 41 - 60 35 3.27 0.67
| Maintaini
B Professionalism
20-40 4 3.38 0.72 -0.39
; 41-60 35 3.54 1.17
|
' Evaluation
; 20 -40 4 3.13 0.82 -0.30
8 41 - 60 35 3.26 0.74
:* Scale: 1= Lack of competence, 2= Low competence, 3= Moderate competence, 4= High competence, 5= Very
#/  high competence.
i ~*P< 0.05
Gender:

The t-test was used for this analysis and the results are shown in table 4.26. Distribution on
gender showed a significant relationship with Administration and Programme Planning
Competencies.

b iy T

119 . Digitized by Sam Jonah Library



T R —
©University of Cape Coast

In both competency categories, female supervisors rated themselves higher than their male

/
£
i counterparts. Under Administration, the females placed themselves just above the 'High'

competency level while the males placed themselves between ‘Moderate’ and 'High' competency

levels. Both males and females ranked themselves between 'Moderate’ and 'High' competency

g ! levels for Programme Planning.

Table 4.26: T-tests for Differences in Ratings of Supervisors for the Competency Categories by Gender.

Gender
Conpetency Category
N Mean SD T-value

Administration

Male 69 3.48 0.59 -3.91%
; Female 4 4.05 0.26
} Programme Planning

Male 69 346 0.69 -3.60*
Female 4 3.78 0.06

Programme Execution
Male 69 3.69 0.59 -0.83
Female 4 3.93 0.55

Teaching
Male 69 3.19 0.71 -2.35
Female 4 3.76 0.46

Communication
Male 69 3.02 0.70 -1.19
Female 4 3.38 0.59

Understanding Human

Behaviour
Male 69 3.30 0.65 -2.17
Female 4 3.69 0.32

Maintaining

Professionalism i
Male 69 3.49 1.02 -0.18
Female 4 3.56 0.72

Evaluation
Male 69 3.25 0.70 -0.60
Female 4 3.58 1.10

Scale: 1= Lack of competence, 2= Low competence, 3= Moderate competence, 4= High competence, S= Very
high competence.

P < 0.05
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| Highest Educational level Attained:

Scheffe test (one-way ANOVA) was used for this analysis.
. Theresults are shown in table 4.27. Significant relationships between educational level and the

i competency categories showed in Administration, Teaching, Communication, Understanding

: + Human Behaviour and Evaluation.

Table 4.27: ANOVA Tests for the Differences in Ratings of Supervisors for the Competency Categories by

Highest Educational Level.
" Highest Educational Level Attained
Competency Category
Diploma B.Sc. M.Sc. F value
Administration 3.63a 3.45b 4.36ab 6.56*

.~ Programme Planning 3.52 3.50 4.13 3.21
Programme Execution 3.73 3.52 4.36 3.32
Teaching 331a 3.25b 4.31ab 5.30* -

i Communication 3.132 3.20b 4.17ab 7.91%

’ Understanding Human
Behaviour 3.38a 3.18b 4.27ab 5.57*

' Maintaining Professionalism 3.50 4.13 4.69 2.50
Evaluation 3.25a 3.49 4.40a 6.21*

! Scale: 1= Lack of competence, 2= Low competence, 3= Moderate competence, 4= High competence, 5= Very
high competence.

*P < 0.05

Note: Means with common alphabets differ significantly from each other.

i o

N e

In all these competency categories, supervisors with M.Sc. degree rated themselves
higher than B.Sc. degree and Diploma holders. In Evaluation, however, the B.Sc. mean rating

was neither significantly different from M.Sc. nor the Diploma mean ratings. The ratings for the

i

M.Sc. and Diploma holders were, however, significantly different.
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Adewumi (1976) and Gonzalez (1982) came out with similar results whereby in most of the

competencies studied, the B.Sc. degree holders rated themselves lower than the M.Sc. degree

‘ holders.

i

~ Area of Residence:

The mean ratings for supervisors who reside outside their area of work and those who reside

within their area of work were compared using the t-test (Levene's test). (3.66).

Table 4.28: T-tests for Differences in Ratings of Supervisors for the Competency Categories by Area of

’ Residence.
Area of Residence
Competency Category
‘ N Mean SD T-value
{  Administration
Yes 66 349 0.62 -0.96
No 6 3.64 0.33
Programme Planning
, Yes 66 3.44 0.67 -1.38
; No 6 3.77 0.56
‘ Programme Execution ,
Yes 66 3.66 0.59 -2.44*
No 6 4.05 0.35
! Teaching
! Yes 66 3.21 0.68 -1.46
, No 6 3.62 0.66
¢ ; Communication
i Yes 66 3.02 0.72 -0.71
: No 6 3.18 0.50
. Understanding Human
i Behaviour
; Yes 66 3.29 0.65 -0.66
i No 6 3.43 0.47
] Maintaini
Professionalism
% Yes 66 3.50 1.03 0.68
f No 6 3.29 0.70
4 Evaluation
iz Yes 66 3.24 0.73 -1.04
i No 6 3.50 0.59

Scale: 1= Lack of competence, 2= Low competence, 3= Moderate competence, 4= High competence, 5= Very high
competence.
*P < 0.05
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Table 4.28 shows the detailed results. This personal characteristic showed a significant

, ! their area of work

f
| refationship with only Programme Execution Competency. It is interesting to note that those who

§ 1 were resident outside their area of work rated themselves higher (4.05) than those resident within

' 48 LEVEL OF ASSOCIATION AMONG THE COMPETENCY CATEGORIES

Pearson’s Correlation Coefficient (r) was used for this analysis. The correlation matrix

. intable 4.29 was arrived at using a zero-order correlations between all the eight (8) competency

categories.

; Table 4.29: Correlations for the competency categories for all Respondents.

R e TP

Competency

category 1 2 3 4 5 6 7 8
1. Administration | 1.00

2. Programme

Planning 0.54* 1.00

3. Programme

Execution 0.69* 0.59* 1.00

4. Teaching 0.66* 048* 063* 1.00

5. Communication | 0.62* 0.46* 0.61* 0.70* 1.00

6. Understanding

Human

Behaviour 0.60* 0.46* 0.55* 0.66* 0.66* 1.00

7. Maintaining

Professionalism | 0.49* 0.38*% 0.40* 0.51* 049* 0.59* 1.00

8. Evaluation 0.60* 0.48* 060* 0.70* 0.63* 0.64* 061* 1.00
P < 0.05 N=29%
Nete: All were significant at P = 0.000
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There were positive association among all the eight competency categories with the

 srengfh varying from 038 to 0.70. The association was strongest (0.70) between “Teaching” and

f * ‘Comamurication’ and also “Teaching’ and “Evaluation’ competencies. This was followed by the

. gssociation between ‘Programme Planning” and ‘ Administration’ competencies (0.69).

| The associations among all the categories were quite strong except that between
‘Maintaining Professionalism’ and ‘Programme Planning’ (0.38) and also ‘Maintaining
Professionalism’ and ‘Programme Execution’ (0.40) which were Low. Hence an improvement in

one competency category will bring about a considerable improvement in the others.
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CHAPTER §

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5
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i discussions. It also presents the conclusions and recommendations arrived at.

This chapter outlines the purpose of the study, the summary of the methodology, results and

' 5.1 PURPOSE OF THE STUDY

The study examined the competency levels of and the competencies needed by extension
+ supervisors in Ghana. It is guided by the following specific objectives:
. - to determine the competency levels of supervisors as perceived by themselves and their

extension agents.

to compare the self-perceived competencies by supervisors with their competencies as
perceived by extension agents.

to identify the competency needs of supervisors in agricultural extension.

to determine the differences on distribution on personal characteristics of supervisors and their

self-Perceived competencies.

to determine when the supervisors acquired the various competencies and when they perceive

as the best time to learn them.

to determine the extent of associations among the various categories of competencies.

it v

5.2 METHOPOLOGY

The study area comprised the Western, Brong Ahafo and Upper East Regions of Ghana. All
the technical staff of the Ministry of Food and Agriculture in all the District Agricultural
Development Units (DADUs) were involved in the study. In all, 73 agricultural extension

supervisors and 221 extension agents took part in the study. The supervisors were made up of
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" District Directors, Development Officers and Subject Matter Specialists (SMSs). Two separate

| questionnaires, which were divided into two sections, were used to collect data on competency

{ levels and demographic profile of respondents. The instruments, having been face and content
validated, were administered to the respondents through the respective Regional Directors and
the District Directors in the study areas. A total of 294 usable responses were received for

analysis.

5.3 SUMMARY OF THE RESULTS AND DISCUSSION

This section outlines the summary of demographic charactenstics, results and discussions,

conclusions of the study and recommendations.

5.3.1 Demographic characteristics of respondents
The overall mean ages of Supervisors and agents were 38.9 and 38.8 years, respect&ely, with

a general mean age of all respondents as 38.8 years.

Females formed only 4.8% of all the respondents. The remaining 95.2% was male. A total
of about 90.0% of the respondents were married.

Almost all the agents held the agricultural certificate. A greater number of the supervisors
' possessed the Diploma Certificate with the least number possessing the M.Sc. degree.
The respondents claimed that they used a greater portion (more than 75.0%) of their work

time in the field and used less than 25.0% for office duties. About 80.0% of the respondents were

3SR L

generalists while the rest were specialists. About (O« ()2 of the supervisors and.agents had
undertaken courses in agricultural administration or management.

The average years of experience for the respondents was about 12. Sixt;/ percent of the
supervisors were Development Officers, 13.0% were Subject Matter Specialists and about 17.0%

were District Directors. The rest were for special duties. The average span of control for the

T
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r 1

! supervisors was 14 personnel.

Ninety percent of all respondents resided within their area of work. About 40.0% of the

. respondents had rural background while about equal proportions of the remainder had urban and
' semi-urban background.

Respondents who had Prior work experience had between six and ten years of work
experience. Almost 50.0% of respondents had attended short courses that lasted less than one
month. For courses that lasted more than one month, most of the respondents (82.0%) had not

~ attended any.

53.2 Perceived level of Supervisors' Professional Competencies and Differences between
Perceptions of Supervisors and Agents.

This assessment was based on the perceptions of supervisors themselves and Extension
Agents. The Summary is in relation to the eight Competency Categories. The means of the two
groups (table 36) fell between 'Moderate level' (3.00) and 'High level' (4.00) for all the
competency categories. Generally, supervisors' ratings were higher than those of the agents.
Differences between the means were significant only in a few competencies in 'Programme

. Planning’ and Programme Execution, however, both groups placed the competency levels within
the 'Moderate' to 'High' range.

Ranking of the competency categones by both groups was identical except for Training' and

‘Evaluation' which swapped position as the 6th and 7th. The picture was similar in the three

-

regions for supervisors and agents. The assessment by the agents confirms the self-evaluation by

the supervisors.
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Table 5.1 T-tests of Differences between overall mesns of Supervisors and Extension Agents for the
Competency Categories.
k Supervisors Agents Total
" ' Competency Category Mean SD Mean SD  tvalue Mean SD  Rank
71
Administration 3.51 0.59 343 0.64 -0.98 345 0.63 2
Programme Planmning 3.48 0.67 324 087  -247* 330 083 4
Programme Execution 3.70 0.59 3.52 0.69 =222 3.57 0.67 1
Teaching 3.22 0.71 3.18 0.71 -0.43 3.19 0.70 6
' Communication 3.04 0.70 3.02  0.66 -0.24 3.02 067 8
Understanding Human
Behaviour 3.32 0.64 3.22 0.76 -1.14 3.24 0.73 5
Maintaining Professionalism 3.50 1.00 3.25 0.82 -1.92 3.31 0.87 3
t
’ Evaluation 3.27 0.72 3.13 0.74 -1.39 3.16 0.73 7

i+ Scale: 1= Lack of competence, 2= Low competence, 3= Moderate competence, 4= High competence, 5= Very
%‘ ! high competence.

*P £ 0.05
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533 Competency Needs of Supervisors

The overall mean scores of the 294 respondents were used to determine the competency needs

of the supervisors.

f_, Of the 100 competencies, 83 were rated between 'Moderate' and 'High' only one was rated

7 above 'High' level, ie. 'Completing monthly/or annual reports'. The rest (16) were rated below
'"Moderate' level. In effect, 84 competencies were rated above 'Moderate' while 16 were rated
below 'Moderate'. |

; The ideal situation is for all the supervisors to possess 'High' to 'Very High' competencies in
all the 100 competencies. Therefore, all the eighty-three competencies rated between 'Moderate'
and 'High' need improvement while the supervisors need urgent training in the sixteen items

which were rated below moderate level.

534 When Competencies were acquired and the best time to learn them
Out of the 100 competencies, supervisors claimed that they acquired 76 on the job and 18
before the job. They were divided in perception for the remaining 6 competencies.
Regarding the best time to learn the Competencies, the results are presented in relation to eight
{ competency categories. Sixteen were identified for 'Pre-service', 81 for 'In-service'. For three of

the items, supervisors were divided in perception as to the best time to learn (table 4.32).

5.3.5 Differences on distribution on Supervisors' demographic characteristics and their

3 e

self-evaluation
One-way ANOVA and t-test were used to determine the relationships between supervisors'
demographic charactensucs and their self-evaluation.
Age, gender, highest educational level and area of residence of the supervisors showed
significant relationships with competencies. Younger supervisors (20-40 years of age) rated
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| significant relationships with competencies. Younger supervisors (20-40 years of age) rated
themselves as having higher competencies than older supervisors (41-60 years of age) in
: programme planming. Female supervisors rated themselves as possessing higher competencies in

. Administration, Teaching, Communication, understanding Human Behaviour and Evaluation,

~ § Supervisors with M.Sc. rated themselves higher than the Diploma and B.Sc. holders. Those
" supervisors who resided outside their area of operation rated themselves as possessing higher

competencies than those resident in their area of operation. -

5.3.6 Level of Association among the various Competency Categories.

The Pearson’s Correlation Coefficient (r) was used to determine the extent to which the
eight (8) competency categories were related. All the competency categories were positively and
significantly related. The correlation coefficient (r) ranged from 0.38 to 0.70 which indicate a
weak to strong relationships. |

The strongest assoctation existed between ‘Communication’ and ‘Teaching’ competencies
(0.70) and ‘Evaluation’ and ‘Teaching’” competencies (0.70). The weakest association was
between ‘Maintaining Professionalism’ and ‘Programme Planning’ competencies (0.38) and

‘Maintaining Professionalism” and ‘Programme Execution’ competencies (0.40 rounded).
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» 4 CONCLUSIONS

From the findings of this study, the conclusions arrived at are that:

1. The self and independent evaluation show absolute agreement in all the Regions covered
? !
¢,  inthe study and that the self-evaluation by the Supervisors was valid.

~ 2. Under Admimstration, supervisors” competencies are highest in conducting staff meetings.
| Other areas in which supervisors are considerably competent relate to time and
personnel management.
They are, however, least competent in areas relating to budget and policy issues though
the ratings were above ‘Moderate level’.

3. Concerning Programme Planning supervisors are moderately competent in developing
calendars of activities, objectives and goals setting and preparing annual programmes of
work. Their competencies are, however, low in preparing long-range programme of work
and involving stake holders in planning.

4. Supervisors’ competencies are moderately high in programme Execution. They are better in
reporting, human relations and field visits but competencies are relatively lower in utilizing

a calendar of activities/events and involving others in executing plans. It can be inferred,

j therefore, that supervisors are not able to follow their calendar of activities that they are

good at prepanng.

{

1

: 5. Inthe area of Teaching, it can be concluded that supervisors possess oratorical skills. Their
f competence in developing and using teaching aids including audio-visuals is very low.
|

6. The conclusion that can be drawn concerning Communication is that supervisors are better

at verbal and written communications. Their competence in non-verbal communications,

preparing and using extension publications and the use of communication equipment is

lacking.
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. 7. Supervisors’ competencies, in Understanding Human Behaviour category, are higher in

issues involving Gender, Age difference and the role of Power actors . When it comes

to factors that influence people to become involved, applying factors affecting the behaviour

of people and applying principles of motivation, their competencies are relatively low.

|
Wi
'

8. Competencies in the Maintaining Professionalism category is generally moderate.
9. Competency levels of supervisors in Evaluation are generally moderate except in the use of
questionnaires, interpreting research findings and using ﬁbmy TESOUrCES.
10. Generally, the competency levels of Supervisors are just moderate and that there is
more room for improvement, since the 1deal situation is for all Supervisors to attamn very

: ‘ high competency levels.

i 11. Supervisors acquired 76.0 % of the competencies on the job, and 18.0 % before the job.

| 12. The best time to learn most (81.0%) of the competencies is on-the-job.

13. Demographic characteristics such as age, gender, highest educational level attained, and
area of residence bear significant relationship with certain competencies.

3

- Younger Supervisors rated themselves higher than older ones in Programme Planning

competencies.

- Females rated themselves higher than males in the Administration and Programme Planning

competencies.

i - Supervisors with M.Sc. Degree rated themselves higher than those with B.Sc. Degree and

Diploma.

- Supervisors resident outside their area of operation rated themselves higher than those

resident within their area of operation.

i

L Ry
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| 14. Allthe eight (8) competency categories are positively associated with each other at varying
strengths. Improvement in one, therefore, will not adversely affect the others but rather

:‘ ‘3; enhance their improvement also.

| The strongest associations exist between Communication and Teaching competencies,

Evaluation and Teaching Competencies, and Administration and Programme Execution

competencies in descending order. The others are Administration and Teaching

competencies, Understanding Human Behaviour and Teéching competencies, and

Understanding Human Behaviour and Communication competencies.

| 55 RECOMMENDATIONS

It 1s recommended that;
1. as a matter of urgency, in-service traiming or induction courses be organized to upgrade the
competencies in all the competency areas.
; Emphasis must be placed on certain areas in which supervisors need urgent training.
They include:
a. Preparation of long-range programme of work and involving stake holders in planning
f extension programmes under Programme Planning.
b. the development and use of teaching aids including audio-visuals under Teaching. Also
planning, organizing and conducting tours and field trips.
c. the use of non-verbal communication, extension publications and communication
equipment in the area of Communication.
d. Socio-cultural factors affecting the behaviour of people and how they affect the thinking

process in the Understanding Human Behaviour category.
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}

e. the analysis and use of questionnaires, interpreting research findings and using library

resources relating to Evaluation.
The average age of the supervisors is below forty years which means that they have
. about twenty years before retiring from active service. Any attempt or resources used to
improve their competencies will not be a waste but will rather be beneficial to the
department.

2. further research be conducted to determine the best ﬁ:ﬁe to learn those competencies for
which respondents' opinions were divided.

3. 1n preparing extension training curricula, competency categones that are strongly
associated must, at least, be put together.

4. the results of this study be made available to the stake holders of the Department of
Agricultural Extension Services, especially, the Directorate, policy makers and curriculum
developers of the Mmistry of Food and Agriculture. This is necessary because the best time
to learn the competencies must be considered in curricula development.

These include:
. Communication and Teaching
b Evaluation and Teaching
. Administration and Programme Execution
. Admimstration and Teaching

. Understanding Human Behaviour and Teaching

I U

. Understanding Human Behaviour and Communication
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; APPENDIX I. JOB DESCRIPTIONS FOR DISTRICT DIRECTORATE OF

. FOOD AND AGRICULTURE
 10STRUCTURE
1.1 POSITION TITLE: DISTRICT DIRECTOR OF FOOD &
AGRICULTURE
1.2 IMMEDIATE SUPERIOR: DISTRICT CO-ORDINATING DIRECTOR

& REGIONAL DIRECTOR OF MOFA
1.3 IMMEDIATE SUBORDINATES: DISTRICT DEVELOPMENT OFFICERS
2.0 OBJECTIVES OF THE POSITION

2.1 To manage and co-ordinate the District Agnicultural Development Unit and represent
MOFA on the District Assembly.

3.0 RESPONSIBILITIES
3.1 Prepare regularly and update District agricultural Development plans

3.2 Prepare annual District Agricultural work programmes and budget FOR submussion to
the Distnict Assembly with copy to the Regional Director of Agriculture

3.3 Manages and co-ordinate the day to day activities of the District Agricultural

Development Unit (DADU) including the analysis of participation and adoption rates
of approprate technologies of farmers

3.4 Ensure and participate in monthly training sessions with SMS and Extension Agents and
Bi-monthly Technology Review Meetings (BMTRM) with Research and SMS

: 3.5 Design, in collaboration with the Regional Director, and implement a staff development
‘ programme FOR all categones of staff in the District

3.6 Liaises with all partners, (eg. Farmers, Research, SMS, NGOs, educational institutions
etc) on programmes related to the development of agniculture in the District

O i e i

3.7 Orgamise and participate in all meetings, workshops, etc. related to agrnicnlture with a
i view to clanify MOFA to all concerned

3.8 Monitor the performance of all Agricultural Developments in the District and their
npact
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3.9 Prepare and submit regularly, monthly, quarterly and annual reports to the Regional
L . Director of Food and Agriculture and the District Co-ordinating Director on the
L § performance of agriculture in the district when requested and special situation reports

£
¥
(]
15

ke

3.10 To undertake any other duties that may be assigned

o

. 4.0 AUTHORITY

| Exercise authority derived from the District Co-ordinating Director and the Regional
Director.

' 5.0 QUALIFICATION AND EXPERIENCE

:' Should be of a minimum grade of Assistant Director of Agriculture
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APPENDIX II. JOB DESCRIPTION FOR DISTRICT DEVELOPMENT OFFICER

1.0 STRUCTURE

1.1 POSITION TITLE: DISTRICT AGRICULTURAL
OFFICER (DADO)

1.2 IMMEDIATE SUPERIOR: DISTRICT DIRECTOR OF
FOOD & AGRICULTURE

1.3 IMMEDIATE SUB-ORDINATES: AGRIC. EXTENSION
AGENTS

1.4 ASSOCIATES: RESEARCH, SM.S., NGOs

1.5 LOCATION: CENTRALLY SELECTED

LOCATION IN THE AREA

OF SUPERVISION

2.0 OBJECTIVES OF THE POSITION:
2.1 To ensure timely implementation of planned activities in the area of supervision

2.2 To co-ordinate activities of assigned extension agents to ensure harmomzation of
Sub-sector and related activities.

2.3 To improve supervision of extension agents.
3.0 RESPONSIBILITIES:

+ 3.1 Establish reference data booklet containing the geo-chmatic, socio-cultural and
' economic (including agriculture) information of hus/her area of supervision.

32 Assist extension agents to develop their route maps, work calendar and programmes
in order to obtain quantitative and venfiable results with farmers.

33 Visit each agent m the field every fortnightly to gude, advise, motivate and recognise
good work.

3.4 Organise and participate in monthly training between extension agents and SMS.

3.5 Momtor and evaluate agent’s work programme and activities, analyse the results
achieved with individuals or contact groups.
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3.6 Identify gaps between work targets and results, analyse reasons and causes and
propose corrective measures where possible.

_ 3.7 Update regularly information on market flows and prices for the guidance of
extension training, research programming and the District Director of Food and
! 5 Agnculture

38 Daily-log record, Monthly and quarterly reports on agents and area of supemswn

. 39 Any other report which the District Director of Food and Agnic. May requlre ﬁ'om
‘ : Time to time.

3.10 To undertake any other duties that may be assigﬁed.
4.0 AUTHORITY:
Exercise authority derived from the District Director of Food and Agniculture.
) - 5.0 QUALIFICATION AND EXPERIENCE:

‘ 5.1 Should have a minimum of B.Sc Degree from a recognised university.

5.2 Should be of a grade of Agnicultural Officer (AO), or analogous grade.
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QUESTIONNAIRE

FOR

3 AGRIC. EXTENSION SUPERVISORS

(Dist. Directors, Dist. Dev't. Officers & SMSs)

SUPERVISORS' PROFESSIONAL COMPETENCIES AS PERCEIVED

BY SUPERVISORS AND EXTENSION AGENTS

UNDER THE UNIFIED AGRICULTURAL EXTENSION SYSTEM

IN GHANA.

DEPARTMENT OF AGRICULTURAL ECONOMICS AND EXTENSION
SCHOOL OF AGRICULTURE

UNIVERSITY OF CAPE COAST

NOVEMBER, 1997
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l AIM OF THIS STUDY
| Thank you for your preparedness to take part in this study. It is aimed at examining the
' competency levels and also identifying the competencies needed by agric. extension
. supervisors in Ghana.
This assessment will be based on the perceptions of Extension Agents and Supervisors

- themselves. The results will be very useful in the development of curricula for tramning of
| SUpervisors.

+ You are assured that the information you provide will be confidential and all responses will be
. bulked together with others' for analysis.
The serial number written at the top right hand comer of the cover page is to help identify

. questionnaires during data processing.

. GENERAL INSTRUCTIONS
Each supervisor (ie. District Director of agric.,.Development Officer or Subject Matter Specialists)
1s to rate himself’herself on the competencies listed, when they were acquired by supervisors and

:! when they think is the best time to leamn the competencies.
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. QUESTIONNAIRE INSTRUCTIONS

A. - If you believe you LACK a particular competency
N YOUT CUTTENt POSIIOTL........c.overueitceiiceeeeceece e eee st es e seeeemeeses circle 1
§ LI you believe your competency level in a particular
| area is LOW in your current pOSItON. .............ooooooveeoeeoeeeeeeeeeeeeee e circle 2
- If you believe your competency level in a particular
area 1s MODERATE in your current position..................c.coovoeeeueceeceeieeenene circle 3
- If you believe your competency level in a particular
area 1s HIGH 1n your current position. ..o circle 4
- If you believe your competency level in a particular

‘ area is VERY HIGH in your current pOSItion.............c..coocooveeierieresseecieereenens circle 5

B. Also, when do you think YOU OBTAINED a particular competency?

K ; - If it is before the Job (Pre-Service)...........cooeviviiieeec et circle B
; - Ifitis on the jJOb (IN-SEIVICE) ....c.cvovvieiiiiiiiceii e circle O
3

¥

E C. Finally, when do you think is the BEST TIME for a particular competency to be learned?

- if you think it should be before the job (pre-service) ... circle P
- if you think it should be on the job (In-service ) ... circle I
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A B Cc
Competency Level of competence When you acquired the competency Best time to learn the competency
( skill, knowledge or attitude) ) .
Lack Low Moderate High  Very )
(La}  (Lo) {Mo) (Hi) High (VH) Before the job On the job Pre-service In-gervice
deministratio
1.In-depth knowledge & understanding of the
"Unified Agric. Extension system"” 1 2 3 4 5 B 0 P I
2. Writing realistic goals for the extension
programme
1 2 3 4 5 B 0 P I
3. Ability to manage scarce resources for
optimum productivity 5 5 3 4 5 B & » I
- 4. Coordinating the use of equipment, facilities
© and resources with office staff’
1 2 4 O
5. Budget preparation 3 > B P I
. _ 1 2 3 4 5 B 0 P I
6. Supervising budget expenditure
) 1 2 3 4 5 B 0 P I
7. Managing time effectively
1 2 3 4 5 B 0 P I
8. Coordinating work schedules of staff
1 2 3 4 5 B 0 P 1
9. Supervising extension Personnel
1 2 3 4 5 B 0 P 1
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A B
Competeacy Level of competence When you acquired the competency Best time to leamn the competensy
( skill, knowledge or attitude ) )
Lack Low Moderate High Very ) .
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-service In-service
12. Ability to identify policies specific to your
area(s) responsibility 1 2 3 4 5 B O P 1
13. Conducting staff meetings 1 2 3 4 5 B (0] P 1
14. Promoting inter~office communications 1 2 3 4 5 B 0 P I
15. Delegating responsibility and authority 1 z 3 4 5 B o P 1
16. Orienting new staff members 1 2 3 4 3 B o P I
17. Providing recognition for staff ! 2 3 4 3 N 9 P I
p—
s 1 2
&« 18 Shadabedai silisorals 3 4 5 B 0 P I
19. Preparing job descriptions 1 2 3 4 5 B 0 P 1
20. Dealing with complaints 1 2 3 4 5 B 0 | P I
21. Analyzing personnel record 1 2 3 4 5 B 0 P 1
Additional Competencies:
List any additional competencies that you believe
are important but have not been included in this
section and rate them.
.......................................................................... l 2 3 4 5 B O P I
............................................................................ 1 l 3 4 5 B 0 P I
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A B c o ' s
Competency Level of competence When you acquired the competency Best time to learn the competency
( skill, kmowledge or attitude)
Lack Low Moderate High  Very
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-service In-service

Programme Plaoning
1. Developing a Calendar of extension activities 1 2 3 4 5 B 0 P I
2. Determining the needs of Clientele for
extension programme 1 2 3 4 5 B 0 P 1
3. Determining objectives / goals of the extension

programme 1 2 3 4 5 B o P I
4. Establishing programme priorities 1 2 3 4 5 B o P I

(oY
= 5. Preparing an enmual programme of work for

your area of responsibility 1 2 3 4 5 B 0 P 1
6. Preparing a long-range programme of work 1 2 3 4 5 B 0 . 1
7. Involving co-workers in programme planning 1 2 3 4 5 B o P I
8. Involving extension support groups and

clientele in programme planning 1 2 3 4 5 B o P 1
Additionsl Competencies:
a4 e v es s s ss s e race LR R R R 1 2 3 4 5 B 0 P I
TIPS PP 1 5 3 4 s B = " I
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Competency Leve! of competence When you acquired the competency Best time to leam the competency
( skill, knowledge or attitude) -
Lack Low Moderate High  Very
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-service In-service
Brosrsmme Execution
1. Utilizing a Calendar of activities/events 1 2 3 4 5 B (0] P 1
2. Following a written programme of work 1 2 3 4 5 B (o) P I
3. Providing leadership for programme plannin
and m:::on PR ¢ B 1 2 3 4 5 B 0 P I
4. Developing a working relationship with clientele 1 2 3 4 5 B o p ¥
- 5. Completing monthly or annual reports i 2 3 4 5 B 0 P I
o
w 6. Involving others in executing pians 1 2 3 4 5 B o p I
7. conducting home/farm visits. 1 2 3 4 5 B o P I
Additional Competencies:
EEiTes i3 Rrasssriesisensonnsnsusnsuonsheysasaesiy 1 2 3 4 5 B 0 P 1
1 2 3 4 5 B (¢] P 1
Teaching
1. Using principles (basic ideas or rules) of
learning and teaching. 1 2 3 4 5 B 0] P I
2. Developing teaching materials (eg. Folders and
training guides). 1 2 3 4 5 B 0 P ¢
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Competency Level of competence When you acquired the competency Bent time to leam the competetiy 5 o
( skill, knowledge or attitude) )
Lack Low Moderate High  Very
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-service In-gervice
3. Ability to select non-formal methods and
techniques for particular situations 1 2 3 4 5 B o P I
4. Presenting information in a lecture 1 2 3 4 5 B 0 P I
S. Presenting a concept, principle, or skill through
a method demonstrations 1 2 3 4 5 B o P I
6. Presenting information in
wasetl 1 2 3 4 5 B (6] P 1
b 7. Presenting information in a seminar 1 2 3 4 5 B o P I
8. Presenting information at a field day 1 2 3 4 5 B o P I
9. Presenting information with an overhead
projector 1 2 3 4 5 B 0 P I
10. Presenting information with slides 1 2 3 4 5 B (0] P I
11. Presenting information with charts 1 2 3 4 5 B o P I
12. Presenting information with chalk board 1 2 3 4 5 B 0 P I
13. Conducting group discussions 3 - 4 § # B o E i
14, Using the problem solving approach to
teaching 1 2 3 4 5 B o) P 1
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A
Competency Level of competence When you acquired the competency Best time to leam the ¢
( skill, knowledge or aititude) !
Lack Low Moderate High  Very
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-service In-service
13. Encouraging audience to ask questions. 1 2 3 4 5 B (o] P I
16. Plaming, organizing and conducting tours and
field trips. 1 2 3 4 5 B o P I
17. Judging exhibits at agricultural shows ! 2 3 4 5 B 0 P I
18. Ability to recognize the importance of
puactoality 1 2 3 4 5 B 0 P 1
Additional Competencies:
1 2 3 4 5 B (o) P 1
1 2 3 4 5 B 0 P I
c N
1. Establishing commumications among extensi
= shing ong extension " " . i s " " 5 .
2. Writing lefters and /or memos 1 2 3 4 5 B o p 1
3. Writing and/or completing special reports 1 2 3 4 5 B o p 1
4. Speaking to groups 1 2 3 4 5 B 0 P 1
3. Sperking to individuals 1 2 3 4 5 B 0 P I
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A B
Competency Level of competence When you acquired the competency Best time to learn the competency
( akill, knowledge or aititude) :
Lack Low Moderate High  Very . ]
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-service In-zervice

6. Using non-verbal communications 1 2 3 4 5 B 0 P 1
7. Poszession of listening skills 1 2 3 4 5 B o P 1
8. Preparing extension publications 1 2 3 4 5 B Y P I
9. Act on correspondence promptly 1 2 3 4 5 B o P 1
10. Providing recognition for achievement 1 2 3 4 5 B 0 P I
11. Establishing working relation-ships with other

governmental organizations and agencies 1 2 3 4 5 B o P I
12. Establishing working relation-ships with other

governmental organizations and agencies 1 2 3 4 5 B e} P 1
13. The use of a camera and/or other photographic .

equipment 1 2 3 4 5 B o P I

14. The use of a tape recorder 1 2 3 4 5 B 0 P 1
15. The use of a (desk top) computer 1 2 3 4 5 B o P 1
Additional Competencles:
.................................................................................. 1 2 3 4 5 B o P I
.................................................................................. 1 2 3 4 5 B 0 P 1
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A B (o]
Competency Level of competence When you acquired the competency Best time to learn the competency
( skill, knowledge or attitude ) )
Lack Low Moderate High  Very
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-gervice In-gervice
nd ing Human Behaviour
1. Application of principles of motivation 12 3 4 5 B 0 P I
2. Identification of factors that influence people to P I
become involved 1 2 3 4 5
3. Determining the effect of pressure groups on the B 9
thinking process 1 2 3 4 5 P 1
— B 0]
o0 .. 3
= 4. Recognizing goal settings 1 2 3 4 5 P I
B (0]
3. Applying factors affecting behaviour of people 1 2 3 4 5 P 1
B o
6. Ability to influence people to accept change 1 2 3 4 b} P 1
B o .
7. Ability to identify the power structure within the
ity 1 2 3 4 5 B o] ) 4 I
8. Ability to identify pressure groups within the
oMLY 1 2 3 4 5 B 0 P I
9. Utilizing knowledge of interaction of people in
groups 1 2 3 4 5 B 0 P I
10.Recognizing differences in age groups 1 2 3 4 5 B o P 1

Digitized by Sam Jonah Library



©University of Cape Coast

— o m o — e A— St o ot

e —————— ey e e Sclipon-ugidn et BT .~ B o s o pamani o
A B C ! ‘
Competency Level of competence When you acquired the competency Best time to [eamn flie competitiny
( akill, knowledge or attitude) )
Lack Low Moderate High Very ) .
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-service In-service
11. Recognizing traditional culture and its effect on
change 1 2 3 4 5 B 0 P I
12. Recognizing the role of different sexes and
how it influences change 1 2 3 4 5 B (o} P I
Additional Competencies:
1 2 3 4 5 B 5 P 1
1 2 3 4 5 B (0] P I
E Maintaining professionalism
1. Identifying opportunities for professional
improvement 1 2 3 4 5 B fe) P I
2. Developing a plan for professional
competencies 1 2 3 4 5 B 0 . P I
3. Maintaining professional organizations and
i 1 2 3 4 5 B ) P I
4. Participation in professional organizations and
1 2 3
activities . & B 0 P I
Additional Competencies:
1 2 3 4 5 B 0 P I
1 2 3 4 5 B 0 P I
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Competency Level of competence When you acquired the competency Best time to learn the competsncy
( skill, knowledge or attitude) )
Lack Low Moderate High  Very .
(La) (Lo) (Mo) (Hi) High(VH) Before the job On the job Pre-service In-service
Evaluation
1. Evaluating the effectiveness of a national,
district, or local extension programme 1 2 3 4 5 B 0 P 1
2. Evaluating the performance of the extension
staff 1 2 3 4 5 B ) P I
- 3. Interpreting the impact of change and/ or trends
-4 upon the clientele served 1 L 3 4 5 B 0 P I
4, Using questionnaires to seek information 1 2 3 4 5 B 0 P 1
5. Using observation method to seek information 1 2 3 4 5 B o P I
6. Using interviews to seek information 1 2 3 4 5 B o P I
7. Interpreting results of questionnaires 1 2 3 4 S B (o} P 1
8. Evaluating the results of an extension event/
activity 1 2 3 4 5 B o P I
9. Analyzing reports 1 2 3 4 5 B o P 1

©University of Cape Coast
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A B
Competency Level of competence When you acquired the competency Best time to learn the compeltency
( skill, knowledge or attitude)
Lack Low Moderate High  Very
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-service In-service
10. Interpreting research findings from research
stations end universities 1 2 3 4 5 B (¢ P I
11. Applying research findings when making
recommendations to clientele 1 2 3 4 5 B o P I
12. Cooperating with research stations 1 2 3 4 5 B 0 P I
13. Identifying problems requiring additional
o research 1 2 3 4 5 B o] P I
© 14, Keeping up-to-date with current research
findings 1 2 3 4 5 B 0 P I
15. Conducting a literature search utilizing library
resources 1 2 3 4 5 B 0 P I
Additional Competencles:
1 2 3 4 5 B 0 P I
---------------------------------------------------------------------------------- 1 2 3 4 5 B 0 p I
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SECTION II: DEMOGRAPHIC DATA

INSTRUCTIONS: Please fill in the blank or circle your choice under each item.

(D REGION ...oooeoeeoeeere
@) DIStEICE «........ooooeeoeeere
(3) Age at your last Birthday ... years
(4) Sex ( )Male  ( )Female

(5) Mantal Status  ( )Mamied ( )Single ( )Divorced ( ) Widowed
(6) Highest Educational Level Attained ( ) Certificate in Agric..
() Diploma in Agric..
( )B.Sc. ( )M.Sc.
( ) Other (specify ).....cc.cooovvvvveeeirennen.
(7) Have you had any course in Agric.. Administration / Management ?
( ) Yes ( )No
(8) Years of Experience in the Ministry of Food and Agric...........ccoovveeiienennn.
(9) Current Position ( ) Agric.. Extension Agent ( ) District Development Officer
( ) Subject Matter Specialist ( ) Other (specify)..............co........
(10) Years of experience in your current position ...............ccccccoecrrennnnne
(11) Percent of Time used in  (a) Administrative work ..........................

(b) Field or Technical ................ccocoooeini.
[ Note: (a) and (b) should add up to 100%]

(12) Major area of responsibility ( ) General Agnc..
( ) Livestock
( ) Crops
( ) Women Extension

() OHhErS (SPECHY).....rccrrreerrrecerrrerorrrrreror
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{9 Are you resident in your area of work? ( )Yes ( )No
(14) Where did you spend your youth ? ( ) Rural area / Village

() Urban community / City

( ) Semi-urban community
i (15) What work experiences have you had other than Agﬁctﬂtural work ?

Type of work Number of years

.............................................................................................

(16) How many short course have you attended in the last five (5) years ?
. (a) Course that lasted less than one (1) month.............. e,
‘! (b) Course that lasted more than One (1) month.............cccocenins

1 . (17) Any additional COMIMENt ?......c.coooo.mrrivmmrmmrneeineenmienin e

...............................................................

...............................................................

T LTSI S

PR T
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APPENDIX IV. QUESTIONNAIRES FOR AGRIC. EXTENSION AGENTS

Serial #......

QUESTIONNAIRE

FOR

AGRIC. EXTENSION AGENTS

SUPERVISORS' PROFESSIONAL COMPETENCIES AS PERCEIVED
BY SUPERVISORS AND FRONTLINE STAFF UNDER
THE UNIFIED AGRICULTURAL EXTENSION SYSTEM IN GHANA.

DEPARTMENT OF AGRICULTURAL ECONOMICS AND EXTENSION
SCHOOL OF AGRICULTURE
UNIVERSITY OF CAPE COAST

NOVEMBER, 1997.
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AIM OF THIS STUDY

Thank you for your preparedness to take part in this study. It is aimed at examining the
competency levels and also identifying the competencies needed by agricultural extension

supervisors in Ghana. This assessment will be based on the perceptions of extension agents and

supervisors themselves.

-5 The results will be very useful in the development of curricula for training of supervisors.
The senal number written at the top right hand comer of the cover page is to help identify

questionnaires during data processing.

GENERAL INSTRUCTIONS

Frontline staff are expected to use this questionnaire to rate their supervisors (District

LTAER AL W, F - T s -

' i Director of Agric., Development Officers and Subject Matter Specialists) as a group in terms of
the competencies listed in this questionnaire and when they think is the right ime for supervisors

to acquire them.

o v ety B & =8 2
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'-QUESHONNAIRE INSTRUCTIONS

- If you believe your supervisors LACK a particular competency
in their CUrrent POSIIONS ............ooouevmicrriereireiers et ssresesisseses circle 1
- If you believe a particular competency level is LOW m their
CUITent POSIHONS ........eoeeeeeeececie st oo circle 2
. = If you believe a particular competency level is MODERATE in their
| CUITENE POSIOTIS .........ooooveeeeeeeeee e es e saensens circle 3
&i - If you believe a particular competency level is HIGH in their
' f CUITENT POSIIIONIS ..ottt circle 4
" i - If you believe a particular competency level is VERY HIGH in their
CRNETENTE PIOISTRUIINS s 5885650 RS S SEAAS circle 5

B e

. e o #me e i e St e am gt

D Tt s P o it
X
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Level of competence of supervisors

Lack  Low  Moderate High Very
(La) (Lo) (Mo) (Hi)  High (VH)

et Lin-depth knowledge & understanding of the |
"Onified Agric. Extension system” 1 9 3 4 5

1] 2. Writing realistic goals for the extension 1 ) 3 4 5
programme

3. Ability to manage scarce resources for 1 2 3 4 5
optimum productivity

1] 4. Coordinating the use of equipment, facilities

+!] and resources with office staff 1 2 3 4 5
i
. I 5. Budget preparation 1 2 3 4 5
1
i 6. Supervising budget expenditure 1 2 3 4 5
! 7. Managing time effectively 1 2 3 4 5
J
: ; 8. Coordinating work schedules of staff 1 2 3 4 5
E 9. Supervising extension Personnel 1 2 3 4 5
o
: ’ 12. Ability to identify policies specific to your
i area(s) responsibility 1 2 3 4 5
ol
| 1 13. Conducting staff meetings 1 2 3 4 5
f 14. Promoting inter-office commumications 1 2 3 4 5
g
;1 15. Delegating responsibility and authority 1 2 3 4 5
b 16. Orienting new staff members 1 2 3 4 5
!
17. Providing recognition for staff 1 2 3 4 5
18. Maintaining staff morale 1 2 3 4 5
19. Preparing job descriptions 1 2 3 4 5
20. Dealing with complaints 1 2 3 4 5
21. Analyzing persomnel record 1 2 3 4 5
Additions] Competencles:
List any additional competencies that you believe
are important but have not beea included in this
soction and rate them.
...................... 1 2 3 4 5
............... 1 2 3 4 s
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Level of competence of supervisors

Competency
( =kill, knowledge or sititude) Lack Low Moderate  High Very
(La) (Lo) (Mo) (Hi)  High(VH)

Bregramme Planning

o ' 1. Developing a Calendar of extension activities 1 2 3 4 5
‘ 2. Determining the needs of Clientele for
extension programme 1 2 3 4 5
3. Determining obje&ives / goals of the extension .
a programme 1 2 3 4 5
é i 4. Establishing programme priorities 1 2 3 4 5
;
=i | 5. Preparing an annual programme of work for
1 your area of responsibility 1 2 3 4 5
[
- 1| 6. Preparing a long-range programme of work 1 2 3 4 5
.| 7. Tnvolving co-workers in programme planning 1 2 3 4 5

4 [ 8. Involving extension support groups and
clieatele in programme planning 1 2 3 4 5

¢ | | Additional Competencies:

Programme Execution

1. Utilizing a Calendar of activities/events 1 2 3 4 5
2. Following a written programme of work 1 2 3 4 5
3. Providing leadership for programmes planning 1 2 3 4 5
and execution

4. Developing a working relationship with clientele 1 2 3 4 5
5. Completing monthly or anmual reports 1 2 3 4 5
6. Involving others in executing plans 1 2 3 4 5
7. Conducting home/farm visits. 1 2 3 4 5

Additionsl Competencies:
................. 1 2 3 4 5
........ 1 2 3 4 )
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Level of competence of supervisors
Competency
( olill, knowledge or sttitude) Lack Low Moderate  High  Very
(La) (Lo) (Mo) (Hi) High(VH)
| 1. Using principles (basic ideas or rules) of 1 2 3 4 5
jearning and teaching. '
1 2 3 4 5
2. Developing teaching materials (eg. Folders and
training guides).
1 2 3 4 5
3. Ability to select non-formal methods and
techniques for particular situations 1 2 3 4 5
4. Presenting information in a lecture 1 2 3 4 5
5. Presenting a concept, principle, or skill through
a method demonstrations 1 2 3 4 s
) 6. Presenting information in 1 2 3 4 S
ameeting
1 2 3 4 5
7. Presenting information in a seminar
1 2 3 4 5
8. Presenting information at a field day
1 2 3 4 5
9. Presenting information with an overhead
projector 1 2 3 4 5
10. Preseating information with slides 1 2 3 4 5
11. Presenting information with charts 1 2 3 4 5
12. Presenting information with chalk board 1 2 3 4 5
13. Conducting group discussions 1 2 3 4 5
14. Using the problem solving approach to 1 2 3 4 5
teaching
1 2 3 4 s
15. Encouraging audience to ask questions.
16. Planning, organizing and conducting tours and
field trips. 1 2 3 4 s
i 17. Judging exhibits at agricultural shows 1 2 3 4 5
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Level of competence of supervisors
Campetency
{ okill, knowledge or attitude) Lack Low Moderate  High Very
(La)  (Lo) {(Mo) (Hi)  High (VH)
15. Encouraging audience to ask questions. 1 2 3 4 5
16. Planning, organizing and conducting tours and
field trips. 1 2 3 4 5
17. Judging exhibits at agricultural shows 1 2 3 4 5
18. Ability to recognize the importance of
punctuality 1 2 3 4 5
Additionsl Competencies:
1 2 3 4 5
.................................................................................. 1 2 3 4 5
Communication
1. Establishing communications among extension
staff 1 2 3 4 5
2. Writing letters and /or memos 1 2 3 4 5
3. Writing and/or completing special reports 1 2 3 4 5
4. Speaking to groups 1 2 3 4 5
5. Speaking to individuals 1 2 3 4 ]
6. Using non-verbal commumications 1 2 3 4 5
7. Possession of listening skills 1 2 3 4 5
8. Preparing extension publications 1 2 3 4 5
9. Act on correspondence promptly 1 2 3 4 5
10. Providing recognition for achievement 1 2 3 4 5
11. Establishing working relation-ships with other
governmental organizations and agencies 1 2 3 4 5
12. Establishing working relation-ships with other
governmental organizations and agencies 1 2 3 4 5
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‘ Level of competence of supervisors
¥ 3 .
{(okill, knowledge or attitude) Lack Low Moderate  High Very
(La) (Lo) (Mo) (Hi)  High(VH)
& The use of a camera and/or other photographic
equipment 1 2 3 4 5
4. The use of a tepe recorder 1 2 3 4 5
15. The use of a (desk top) computer 1 2 3 4 5
Additionsl Competencies:
AR SN ESE SRS A T a s reabrs e mame s besavan b v A ab s 1 2 3 4 5
1 2 3 4 5
Understanding Human Behaviour
N 1. Application of principles of motivation | 2 3 4 5
2. Identification of factors that influence people to
become involved 1 2 3 4 5
3. Determining the effect of pressure groups on the .
thinking process 1 2 3 4 5
4. Recognizing goal settings 1 2 3 4 5
5. Applying factors affecting behaviour of people 1 2 3 4 5
6. Ability to influence people to accept change 1 2 3 4 5
7. Ability to identify the power structure within the
community 1 2 3 4 5
8. Ability to identify pressure groups within the
commmmity 1 2 3 4 5
9. Utilizing knowledge of interaction of people in
groups 1 2 3 4 5
10.Recognizing differences in age groups 1 2 3 4 5
11. Recognizing traditional culture and its effect on
change 1 2 3 4 5
E 12. Recognizing the role of different sexes and
) bow it influences change 1 2 3 4 5
Additional Competencies:
...................................... 1 2 3 4 5
1 2 3 4 5
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Level of competence of supervisors
w_ 4
( kill, knowledge or aititude) Lack Low Moderate High Very
(La) (Lo) (Mo) (Hi)  High (VH)
Bymlvation
1. Evaluating the effectiveness of a national,
district, or local extension programme 1 2 3 4 5
2. Evaluating the performance of the extension
staff 1 2 3 4 5
3. Interpreting the impact of change and/ or trends
upon the clientele served 1 2 3 4 5
4. Using questionnaires to seek information 1 2 3 4 5
5. Using observation method to seek information 1 2 3 4 5
6. Using interviews to scek information 1 2 3 4 5
7. Interpreting results of questionnaires 1 2 3 4 5
8. Evaluating the results of an extension event/
activity 1 2 3 4 5
9. Analyzing reports 1 2 3 4 5
10. Interpreting research findings from research
stations and universities 1 2 3 4 5
11. Applying research findings when making
recommendations to clientele 1 2 3 4 5
12. Cooperating with research stations 1 2 3 4 5
13. Identifying problems requiring additional
research 1 2 3 4 5
14. Keeping up-to-date with current research
findings 1 2 3 4 5
15. Conducting a literature search utilizing library
resources 1 2 3 4 5
Additional Competencies:
.................................................................................. 1 2 3 4 5
............................ 1 2 3 4 5
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.
SRCTION II: DEMOGRAPHIC DATA

ENSTRUCTIONS: Please fill in the blank or circle your choice under each item.

@) District ...
(3) Age at your last Birthday .................... years
(4) Sex ( )Male ( ) Female

(5) Marital Status () Married ( ) Single ( )Divorced ( ) Widowed
(6) Highest Educational Level Attained ( ) Certificate in Agric..

( ) Diploma in Agrc..

( )B.Sc.

( YM.Sc.

{ )Other { specifyf )........commumsimssenses

(7) Years of Expernience in the Ministry of Food and Agnc

(8) Current Position ( ) Agric.. Extension Agent ( ) District Development Officer
() Subject Matter Specialist ( ) Other (spectfy)......................

(9) Years of experience in your current position

(10) Percent of Time used in (a) Administrative work

(b) Field or Techmcal ...............cocorneeene.
[ Note: (a) and (b) should add up to 100%]
(11) Major area of responsibility ( ) General Agric..
( ) Livestock
( ) Crops

( ) Women Extension

( ) Others (SPeCIfy)..........ooiveueireerc e
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b
.

Are you resident in your area of work? ( )Yes ( )No
hl) Where did you spend your youth ? () Rural area / Village
() Urban community / City

( ) Semi-urban community

(14) What work experiences have you had other than Agricultural work ?

Type of work Number of years

(15) How many short course have you attended in the last five (5) years ?
(a) Course that lasted less than one (1)month..... ...
(b) Course that lasted more than One (1) month..................o...

(16) Any additional comment ?...............coooriii s

...............................................................
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