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ABSTRACT

:.:

The aim ofthis study was to examine the competency levels ofAgricultural Extension

I Supervisors in the Ministry ofFood and Agriculture in Ghana. It was also to determine the

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

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 chaIact:eristics 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 ofthe

ten Regions of Ghana, namely Western, Brong Ahafo and Upper East. In all, 221 Extension

Agents and 73 supervisors were involved in the study.

Generally, self~tion by the Supervisors and the evaluation by the Agents were very

similar and most oftile 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 Ulgent attention. They include competencies that relate to:

- Preparation oflong-range prograrrune ofwork and involving stake holders in planning

extension programmes under Programme Planning.

- the development and use ofteaching aids including audio-visuals under Teaching. Also

planning, organizing and conducting tours and field trips.

ill
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- the use ofnon-verbal communication., extension publications and communication

equipment in the area ofCommunication.

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 ofquestionnaires, 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. Forahnost aD. the 100 competency items, the ratings were aroWld 'Moderate level' which

implies 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 ofthe opinion 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 ofresidence showed significant

relationships with the competencies. Younger and female supervisors rated themselves

significantly higher than their older and male cOWlterparts, respectively. Supervisors holding

I M.Sc. Degrees and those residing outside their area ofoperation also rated themselves higher than
I

j those holding lower degrees and residing outside their area ofoperation.

I
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CHAPTER 1

INTRODUCTION

1.1 BACKGROUND TO THE STUDY

Agricultmal extension has been one ofthe features ofagricultural development in Ghana

since the early 1900s.

Ghana's agricultural extension system has Wldergone several transformations since pre-

independence era in the govemrnenfs efforts to establish an efficient and effective system. Initially,

theprirrnnyinterestwas 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

missionaries and foreign owned companies interested in the production of export crops. From the

time ofindependence, Ghana has experimented on various approaches to agricultural extension

under the co-operative movements, church related development scheme and several donor

assisted projects (Draft Report on Orientation Workshop: National Agricultural Extension

Project,1992).

Before 1988, the Department ofAgricultural Extension did not exist in the then Ministry

ofAgriculture. The existing departments in the Ministry offered their own extension services to

fanners in the various sectors of agricultural production. Non·Govemmental organizations

(NGOs) also provided extension services to fanners through their own field agents. In 1988, the

present departmem ofAgricultural Extension Services was formed out of the then Crops Services

and Animal Health and Production Departments.

1
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TheUnifiedAgricuItmal 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 initiate and implement a unified

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

and use ofproven agricultural technologies and farming practices.

According to the draft report on NAEP (1992), the bases for the creation of NAEP

included training the extension staffin both teclmical subjects and in extension methodologies and

also behavioral sciences to understand fanners' attitudes towards the numerous variables which

affect them in their economic development TIlls was to enable them to perform their tasks

confidently and effectively. It employs a modified version of the Training and Visit (T&V) model

ofextension which was developed by Benor.

The training 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

teclmologies usedby the majority off..mners 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 f..mners' problems from research. Through a scheduled programme ofvisits, the FLS

make available to fanners these innovations and furnish research with fanners' problems.

The T & V system has been diffused very rapidly, first in South and South-East Asia

where ithas been shown to increase the effectiveness of agricultural extension in irrigated areas

in a nwnber of countries, thus contributing to rapid increases in food production and later in

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

2

©University of Cape Coast

Digitized by Sam Jonah Library



r
The T & V system of agricultural extension depends on well-conceived and well

conducted supervision of extension staff in order to be effective. SupeIVision alone cannot

. produce good agricultural extension but good extension is rarely possible without effective

supeIVision (Benor and Baxter, 1984).

In the view ofBuford and Bedeian (1988), improved quality ofextension supervision is

one target for bringing about improvement in agricultural productio~ and subsequently, in the

National economy. A properly managed and supervised organization creates progress - it

transfonns its inputs into the satisfaction ofhuman needs.

According to the proponents of T & V (Benor and Baxter, 1984), supervisory visits are

made to ensme that staffdo their work in a correct and timely marmer and also to assist and guide

statIto do their assigned tasks effectively. Amon (1989) confirms this by saying that the key

fimction of agricultural extension officers is the effective monitoring of the work of the village

level workers and that this fimction is of critical importance for the effectiveness of the entire

service. He explained that monitoring 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 ofsupervision dimensions and emphasis may differ but basically, supervision

at all these levels have similar basic principles and functions.

Apart from the fonnulation ofgovernment agricultural policies, preparation and writing

ofprojects and programmes, allocation of funds and other resources to the regions and

districts, the Ministry Headquarters staffhave to guide field officers, during supervisio~ on policy

and technical matters. They also ensure that officers thoroughly Wlderstand 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

ofAgricultural Extension and his Deputies, in addition to reports from the field., visit from time

to time to monitor and inspect field activities in the regions and districts. They have to supervise

in order to discover constraints and monitor both managerial, technical and financial abilities of

field statIto implement projects achieving stated objectives.

The major role ofregional headquarters statIis to monitor and evaluate the agricultural

extension progI311ulles in the districts. They are supposed to make, at least, four (4) supervisol)'

visits in a fortnight.

The Subject Matter Specialists (SMS) are important in providing technical support and

implementing trnining 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 District level extension officer is a critical level in supervision as the district staff are

closer to the FLS and it is 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

regularity of visits to farmers by FLS.

1.2 STATEMENT or THE PROBLEM

According to Agunga and Kimball (1997), in 1989, the World Bank noted in a report

titled "Sub-Saharan African~ From Crisis to Sustainable Growth - Long-term perspective study

(L1PS)", that African economies must grow by 4 to 5 percent a year ifhunger was to be averted

and productive jobs and rising incomes secured for their growing populations.

The contribution that agriculture can make towards the growth ofAfrican economies

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

4
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deYeIopmm is identified by the Government ofzambia 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 govenunents agricultural development policy.

The old extension systems which T&V replaced, have been very slow in changing, and

many of their weaknesses have continued, particularly their.lack offield orientation. This has

manifested itself in too few field visits by senior project staff: and a poor understanding of

supelVision and extension management (Venkatesan, 1994). He added that an extension system

with sole emphasis on increasing fimners' adoption oftechnology has been new to most countries,

where extension was principally thought ofas either an "inspectorial" service (e.g. in Sudan and

some West African Franco phone Countries) or as a delivery of credit or scarce inputs (e.g..

Nigeria, Ghana, Tanzania and Malawi).

SupeIVision in agricultural extension has not been free from criticisms. In some studies,

fiu1ures ofagricultural extension systems have been attributed to ineffective supervision. Budke

and Padde (1994) cite Bucanayandi (1990) and USAlD (1987) as haven identified supervision as

one of the weaknesses in Uganda's extension system.

Part ofan organization'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, implement 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 agricultw'e for which new skills are required. At the same time their

conditions ofwork are changing rapidly, for example, through the privatization ofgovenunent

5
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services, including extension and the growing role conunercial companies and non-governmental

<XgaI'Iizations (NGOs) playin 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 staffhas

been identified as a common problem in the extension services ofdeveloping countries. It is said

that the T&V Extension system depends on well-conceived and well-conducted supervision of

extension staffin order to be effective. 'This implies that the quality ofan extension programme

like the National Agricultural Extension Project and its impact on fanners will, to a large extent,

depend on the quality of supervision.

Agunga and Kimball (1997) noted that a more fimdarnental extension problem often

maskedby the fimfdre and huge financial investments T&V often brings, is the critical analysis of

the quality of extension persorme1. According to Easter (op cit), one ofthe weaknesses in past

approaches in preparing extension persormel in developing countries is the inability to focus on

the development ofprofessional competencies. Agunga and Kimball (1997) quote Hulrne (1991)
,,,,-...,c:-

as stating....between 1974 and 1984, about 2.3 billion dollars was spent by the World Bank for

T& Vsystem projects yet nowhere is it stated that these investments are made based on a critical

examination of the quality offield staffto 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 aprofessional on his own and as such needs to be competent in a certain field

if he/she is to cany 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

teclmologies developed by research and who are in a position to demonstrate these new practices,

and their ability to a reasonable number of fanners (Arnon, 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
l

~

tmirDng. There~ the need, therefore, to identify supervision lapses in tenns ofcompetencies and

) competencyareas 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 pmpose ofthis study is to examine competency levels and identify the competencies

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

1. determine the competency levels ofsupervisors as perceived by extension agents and their

.. supeIVlSors.

2. compare 1be self.perceived competencies by supervisors with their competencies as perceived

by Extension agents.

3. identify the competency needs ofsupervisors in agricultural extension.

4. determine the differences on distribution on personal characteristics ofsupervisors and their

self-perceived competencies.

5. determine when the supervisors acquired the various competencies.

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

competencies.

7. detennine the degree ofassociation among the various competency categories.

7
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1A USEARCH QUESTIONS

Questions to be answered in this study include the following:

1. What are the competency levels ofsupervisors in agricultural extension in Ghana ?

., 2. How do self-perceived competencies ofsupervisors compare with perceptions ofextension

agents ?

3.

4.

~

f

5.

6.

7.

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

Do differences exist in supervisors' self-perceived competencies on distribution on

demographic characteristics?

When did the supervisors acquire the various competencies?

When do supervisors perceive as the best time to learn the competencies?

How are the various competency categories associated with each other?

1.5 HYPOTHESES

The following hypotheses stated in null and alternative fOIrnS are offered for testing the

differences between the demographic characteristics of supervisors and their self~perceived

competencies and also the association among the various competency categories:

.! Ha: There are differences on distribution on demographic characteristics and supervisors' self-
•

perceived professional competencies.

\ HI: There are no differences on distribution on demographic characteristics and supervisors' self-
j
f perceived professional competencies.
i~

Ho: There are differences on distribution on professional characteristics and supervisors' self~

perceived professional competencies.

HI: 1bereare no differences on distribution on professional characteristics and supervisors' self-

perceived professional competencies.

8
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1.' DEI'INITION OF TERMS

J, Profeilioual Competence - This denotes the ability or fitness for a task. The possession of

adequate skills or knowledge for a task, and the ability to perfonn to a level that is acceptable.

, SlIDfniJors - This covers all District Agricultural Directors, District Development Officers and

Subject Matter Specialists (SMS) in the Ministry ofFood & Agriculture.

Edens.on Agent - In this study, extension agent implies a person whose main task is to give

extension assistance and manage an extension organization at the farmer level in the Ministry of

Food and Agriculture.

PA-servlce ibid In-service tr!ietQ1- In this study pre-service simply denotes training before
,

entering the extensio~ service or during fonnal education while In-service denotes training after

entering ~e extension service or the period ofwork as an extension worker.

0wing'tD limit.edresources including time, logistics and funds, the study could not cover

all agriculttttaI extension supervisors atid agents in Ghana. However, the sample size was large
,

.'

i . 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 cornpet:ence, selfand independent evaluation and independent

variables 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 concerned with the improvement or growth

ofextension personnel as individuals and as educational leaders.

In contributing to individual growth, the goal of supervision is the maximum

developrnentofthe 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. Though activity and habitual practice,

supervisors live out the process which we call supervision and demonstrate the extent to which

they meet criteria.

The Wlder listed criteria for supervision have been identified by a review ofthe literature

from the fields of education (including extension) and from industry and voluntary agencies.

A good supervisor:

- is 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 ofeach 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 experience ofall

staff members.

- assumes responsibility to develop staffcompetence. He/She motivates professional

improvements.

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

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

- evaluates his/her own effectiveness.

- demonstrates a desire to be ofassistance to the agents or the staffmembers involved.

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 it is obvious that the Training and Visit system ofagricultural extension depends

on well-conducted supervision ofextension staff in order to be effective, it is not always clear how

this can be achieved Supervision ofextension activities cannot be conducted in the same way as

supervision ofadministrative work because ofits different nature. Supervision must be tailored

to fit the needs of the extension service.

Bellar and Baxter (984) specified that supervision of extension activities should not be

paper-based or report-oriented as staff are not evaluated on the bases ofpaper work or written

reports they produce. Very few reports are required ofany extension staff Village Extension

Workers (VEWs) and Agricultural Extension Officers (AEOs) are only required to keep a daily

diaIy to record their activities and the main problems they encounter in the field, especially with

respect to fanners' reactions to production recommendations.
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The purpose ofextension supervision is not merely to check that staffdo their work in a

correct and timely manner: more important is the objective ofassisting and guiding staff to do

their assigned tasks effectively. Staffshould focus on the quality ofthe work and on ways to

improve the effectiveness ofindividual 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

in the field should be spent primarily on scheduled visits, although a small number ofvisits may

be 1D1SCheduled. The schedule ofvisits of the supervisors should normally be known to all staff

Unscheduled visits are made to check on staffwho 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

arnotmt oftime at one particular place. Except on the rare occasions when unannounced visits are

made to check on staffwho, it is believed, are not doing their work as required, there is no use

in quick visits. In addition to being aware ofshortcomings, supervisors should identify the

achievements offield 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 point ofview ofteaching production recommendations to farmers, extension i:-c;

conducted only by the Village Extension Worker(VE\V). The tasks ofall other extension staff

are to support the worl< ofVEWs. This support ranges from the frequent direct individual contact

ofthe Agricultmal Extension Officer(AEO) with all the VEWs in hislher range to running training

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 ofBenor 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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on1he level ofresponsibility ofstaffmaking the visit. Most important, however, is to check the

end result: Do fimners 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 oftraining is readily apparent from contact with extension

and fanners in the field and, consequently, may be partly supervised in the course offield

supervISion.

There is some disagreement concerning the importance ofimmediate supervision on

wOIkers'satisfaction. Putman (1930), in discussing the results of the programme ofinterviewing

in the Hawthorne works of the Western Electric company, takes the position that supervision is

the most important detenninant ofwOIker attitudes. On the basis of their study ofaccountants and

engineers" 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 ofsatisfuction 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 retmns to satisfying their needs. The supervisor or manager is directly involved in many of

the most significant hwnan resource management activities.

The supervisor and the work group constitute the social environment within which the

individualleams the norms and expectations for production. A favorable and constructive social

environment is conducive to positive individual motivation and productivity. A negative social

envirorunentinhibits motivation, which has an unfavorable impact on performance. The success

of the entire hwnan resource management system depends on how thoughtfully and fairly the

supervisor manages it (Milkovich and Bondreau, 1988).
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The inftuence ofthe first supervisor on anew employee's subsequent perfonnance has also

Ibeen noted by a number ofresearchers including Bray, Campbell and Grant (1974). Special
~

j: training, patience, and insight are required by supervisors ofnew employees for a number of
l

~: reasons. First, new employees are likely to make a higher-than-average number ofmistakes, and
L
;. ifimpatient 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 -
~ ..

:. either 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

J, may not achieve recognition for their successes. Finally, and most important, the expectations of
tf supervisors affectnew employee's attitude and perfonnance, since the employees will tend to fulfil

those expectations regardless oftheir actual ability. A supervisor who looks upon newcomers as

potentiallyotDstanding perfonners 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 perfonn poorly will corrununicate these expectations directly or indirectly,

thereby triggering the indifferent perfonnance that fulfills the negative expectations (Stoner and
.,.,
. Freeman, 1992).

j
I
i
1

L
I,
I.

"I,.
I
i'
f,
I'

tf
II
~.
t

Immediate supervisors strongly influence the motivation and perfonnance ofemployees

by example and instruction as well as by rewards and penalties ranging from praise, salary

increase, andpromotions to criticism, demotions, and dismissals. According to Adewuni (1976),

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

can establish themselves in the W-mld ofwork.
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2.2 COMPETENCE

'This section looks at competence under competency theory, developing competency and

.measuring 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 ofless importance to many people than its use for purely rhetoric

puIpOSeS. The term has been used in such a variety ofways that meaningful conummication on

the subject ofcompetence has been exceedingly difficult, ifnot 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 ofAmerican Language

(1980), identifies compete as its root with the following definitions for compete: "to strive

togetherfor,'"'conten<L" "contest"; competence picks up the striving connotation with its refined

definitions such as: "a meeting, agreement," "power," "the quality ofbeing competent:" The

Cambridge International Dictionary (1996) defines competence "as the ability to do something

to a level that is acceptable".

Klemp, Jr. (1977) defines competency as a generic knowledge, skill, trait, self-schema or

motive ofa person that is causaIly related to effective behavior referenced to external performance

criteria, where:

- Knowledge is a set ofusable information organized around a specific content area (for example,

knowledge ofmathematics)

- Skill is the ability to demonstrate a set ofrelated behaviors or processes (for example, logical

thinking).

- Trait is a disposition or characteristic way ofresponding to an equivalent set ofstimuli (for

example, initiative).

- Se1f-schema is a person's image ofhirnself 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 ofthe 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 ofspecific ways. A useful analogy can be drawn between a competency and a too~ both

Ifwhich may be used to operate on different situations with different results, Just as the nature

ofthe 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, Jr. (1977) conceives ofcompetence as much more than behavior or performance. He views

competence as a state ofbeing, a capacity, or an intellectual power. He traces the contributions

ofNoam Chomsky, Jean Piaget and Jerome Bruner to our current understanding of competence.

From this analysis, he generates a model ofcompetence based on cognitive structuralist

assumptions rnther than on behaviorist ones. This model has clear pedagogical implications, and

Don identifies some ofthese: principles ofaction, skills, and structures; the role of contrast, play,

and mastery; and the development of experience (Short, 1984).

0014 Jr. (1977) points out that the competency-based movement wrongly equated

competence 'With perfonnance, 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, ofquite different origin and have different thrusts or senses. Performance

refers to a "doing", particularly to a "doing" which is "completed, finished, achieve". It originated

as a word to distinguish between promises made but not completed and those completed. Hence

performance is a task finished. It carries no judgement ofvalue as to how well the task is done,

just that it is done. Competence refers essentially to a state of being or to a capacity. One who is

competent is one who has a certain "fitness, sufficiency, or aptitude;" or to take the word's Latin

derivation, a competent person is one who possesses a certain confluence, "symmetry,

conjunction, or meeting together" ofpowers 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, ofcourse, lies in detennining just what these powers are, and in

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

Unfortunately, these powers carmot be determined directly, but must always be inferred from

observable performances. Do~ Jr. (1977) observes that the simple solution, which certain radical

behaviorists have taken, is to deny the efficacy ofthe competence concept and to work exclusively

at the level ofperformance. 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 poorly are incompetent. This is evidenced in

their development ofperformance checklists as indicators ofcompetence.

Noddings (1980) points out that performance is neither a necessary nor a sufficient criteria

for competence. Yet the two are related, and to possess or pursue one without the other is to

possess or pursue little.

Fagan (1984) adds 1hat advocates ofcompetence 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 practitioners ask, "who establishes the task, skill, knowledge for the competence to

be demonstrated?" and, "How long will the competency las!?". Concerning the latter question,

aD. ofus have, at one time or another, demonstrated academic competence (that is, the ability to

perfOIII1 with a passing grade) in foreign languages, statistics, computer science, or the like but

an update ofour test performance right now might show a loss of that competence. Had we th\.

time, interest, and motivation to review the test materials we might re-establish that passing level

competence. The lesson to be learned 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 is posed by engineers,

computer scientists, microbiologists, technicians from a host of fields all ofwhom exhibit

competence ofone sort or another (passing examinations, licensure) but who, almost by
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definition, will become incompetent ifthey do not keep up with new information teclmiques, and

applications in their fields. Competence for such professionals is an ephemeral pause in the

homg1ass oflime. According to Fagan (1984), unless those who are to a~eve the competencies

are given some part in their formation, the rhetoric about the advantages ofcompetency 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. Teacherperformance - 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.

2.2.2 Developing Competence .

Several researchers have examined when professional competence should be developed

by extension agents. Gonzalez (1982) identified 144 competencies needed by extension agents in
1

Pennsylvania. Of the 144 competencies, 26 were identified as appropriate for development before

entering the job, 6 during a graduate program and the remairling 112 through in-service education.

Easter (1985) found that a majority of the competencies should be learned through

in service training. Similarly, Ogondo (1984) reported that extension agents in Kenya perceived

that all professional competencies in the area ofprogram planning, program execution,

communication, maintairling professionalism, and evaluation should be learned on the job.

However, competencies in the category ofadministration 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 ofa 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

suggestthatevenafterpre-service programs are implemented there remains a substantial need for

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

I continuing education program which addresses the specific professional needs ofagents.

Ayewoh (1983) reported that extension agents in Bendel State ofNigeria identified that

59 out of61 selected professional competencies should be learned on the job through workshops,

seminars, orientation programs, induction programs, symposia, conferences, training sessions,

clinics, and demonstrations.

van den Ban and Hawkins (1996) are of the view that all extension services require a

systematic in-service training programme, but it is especially important in those services which

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

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

I. Regular training at staffmeetings to ensure agents are capable ofperforming their work

satisfactorily in the next few weeks. This training may be given mainly by the Subject Matter

Specialists (SMS) and extension managers.

2. A series of short courses to increase agents' competence in specific fields. These courses may

be given both by SMSs and by the staffoftraining centres. The courses may focus on an aspect

ofproduction technology or on extension methods.

DoD, Jr. (977) aIgUes that competence can and should be developed in the schools, and

that the CUIIicuhnn design needed for such development will be radically different from the design

now in use. The question is how are the competencies determined and formulated into curricula?

According to Adewurni (1976), authors and researchers have not adopted a single classification

for approaches to CUIIicuhun development. The most common classification includes the subject

approach. integrated approach, job or occupational analysis approach, and function ofindustry

approach.

He stated that Smith, et at (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 ofchange 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-training occupational perfomlance of trainees. The common ones are identified

to be judgmental, experimental, analytica.4 and consensual.

Judgernentalprocedure - is based on the decision of the curriculum worker. He makes decisions

as to what must be included in the curriculum.

Experimental Procedure -helps to classify the suitability ofa particular subject matter. It provides

an avenue 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 ofanalyzing things that

people do in an occupation. This procedure is said to form the building block for determining

competencies.

Consensual procedure - yields an aggregate ofpeople's opinion about what they believe the

curriculum or situation should be. The procedure derives its nutrition from the opinion of

outstanding leaders ofthe 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 ofAgriculture and Extension education, University

ofWisconsin series of Competence-Based Teacher Education studies are also known to have

utilized the procedures before and during the selection and condensation of those competencies
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:bit Ie cxmsidered suitable for Wisconsin secondary and post-secondary agriculture instructors.

. z.z.' Measuring Competence

h canbe seen from 1he briefoverview ofapproaches to defining competence that the type

: ofbehaviors considered important to competent professional practice can be viewed quite

narrowly (for example, in tenns of knowledge) or quite broadly (for instance, in terms ofcomplex

interactions among knowledge, behaviors, and covert variables). It is commonly accepted,

however, that any professional practice domain is complex and multi-dimensional (pottinger,

1979: P.29). Pottinger adds that clearly, how one defines the domain ofcompetence will greatly

affect one's choice ofmeasurement procedures. In simplest terms, ifone considers competent

, pmctice to comprise exclusively ofknowledge, then knowledge tests may be appropriate and if

<:me considers behaviours a part ofcompetence, then tests must evoke behaviours which reflect

this aspect ofcompetence simulation techniques. Also, ifone considers personal attributes such

as empathy, well-developed cognitive processes, moral reasoning abilities, interpersonal

effectiveness, or motivation as important aspects ofcompetence 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)

~ ofprofessional competence is that the amount ofknowledge ofa content area is generally

unrelated to superior performance in an occupation. Ofgreater significance, he often found it

unrelated even to minimally acceptable performance. The implication ofthis finding for the

majorityofcurrent licensing practices is quite obvious. Existing requirements ofknowledge are

not necessarily required for competence in many occupations. While knowledge is required for

the satisfactory discharge ofwork-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 ofknowledge or even the use of

knowledge that distinguishes the outstanding performer, but rather the cognitive skills that are

exercised and developed in the process ofknowledge 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 ofoccupations. One is the ability to see thematic

oonsistencies in diverse infonnation and the ability to organize and communicate those differences.

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

ISsue.

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 experience. He writes: "Regarding, in particular,

the most effective process consultants and workers in human services, this means, in conceptual

terms, the ability to inductively translate observations from work experience into a theory which

is then used to generate behavioral alternatives. Here the information that is conceptualized looks

very different from facts and figures gleaned from memoranda, articles, or lectures. This skill

relates first to being involved and participating in an experience and second to analyzing one's

behavior in the context of that of others. People who excel at experientialleaming not only tend

to be more astute observers to behavior but also tend to recognize the fact that direct experience

is 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 (I 978) research on cognition in medical practice also reflects the

complexity and multi dimensionality ofcognition in professional practice. He referred to the

seven levels ofcognitive domain defined by Loveland (1976): recall of isolated information,

recognition ofmeaning or implication ofperformance, simple interpretation ofdata or application

ofa single principle or standard, combination ofprinciples, analysis ofdata or application ofa
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unique combination ofprinciples to a novel problem, evaluation ofa total situation, and analysis

ofa variety of element ofknowledge 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 ofcognition which appear to be related to professional competence in a variety

, ofoccupations and that their studies provide ample evidence that the majority ofcurrent 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 ofassessment by

limitingourse1ves to only one method ofmeasurement (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 measuring a phenomenon the better will be the

measurement.

He stated that, typically, in testing for licenses, we have limited 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

measuring the knowledge, skills, and abilities being assessed (Pottinger,op cit). He adds that

assessing professional competence by using a series ofpaper and pencil tests is analogous to

measuring how fust someone can drink by requiring one to use a straw. In this example, the paper

andpencil tests and the strnware 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 drink quickly) ifwe worked toward eliminating the constraints ofmeasurement. One way to

do this is to use measures that break away from simple modes ofmeasurement. 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 ofhis

work A farmer was competent ifhis crops grew~ a mechanic ifhis engine ran~ a teacher ifher

students learned and their parents were pleased, and so forth. In each case competence was

demonstrated by the observable quality ofsome outcome. As long as consumers could freely

choose their service providers and judge the quality of outcomes-however subjectively - this

determination ofcompetence was viable and socially acceptable (Pottinger,1979: P.35).
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Recently, educators and other professionals have adopted the jargon ofjob relatedness by

distinguishing between tests of academic knowledge and those ofjob related knowledge, or

"competency based" tests. 1bis distinction is trivial, because the quality ofjob 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 Pennsylvania, Maurer and Associates (1973) tried to get

suggestions about competencies for teachers from a variety ofsources.

subjects (as opposed to specialized competencies applicable"only to a specific level). These 66

were categorized under titles such as "motivational technique," "use ofresources," "evaluating

measurement" and consisted ofcompetencies such as: liThe teacher will maintain an educational

enviromnent conducive to developing positive attitudes toward learning". Noone would seriously

question the intent behind Generic Item 37, but who is to decide whether an environment is

"oonducive" according to what criteria? Also, how are "positive attitude" determined? In spite

ofmany 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 Department of

Education (PDE) list.

Studies by Randavay & Vaughn, 1991~ Naijingo-Kasuija & McCaslin,(l991);

Easter,(l985)~ Ongondo,(l984)Ayewoh,(l983)~Umuhak,(l980); Gonzalez,(1982)~

Al-Zaidi,(1979)~ Ka.rarni,(1979)~ Boonruang,(l973); Sabihi,(1978)~ Ntifo-Siaw & Agunga,(l994)

have identified professional competencies needed by extension personnel in various countries.

Findings from these stlli:hes indicate that extension agents in developing countries should possess

professional competence in the areas of ad.ministratio~program plaruring and executio~

evaluation, corIUmmications, teaching and extension methods, and understanding human behavior.

In his study ofprofessional competencies needed by extension specialists and agents in

Iran, pezeshki.-Raad (1993) developed the survey instrument by adapting components from the

instruments developed by Gonzalez (1982), Easter (1985), Ogondo (984), and Ayewoh (983).

The final version of the instnunent contained two major sections. Section one contained 125

competencies grouped within 8 competency categories (administration, program planning,
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program execu1io~ teaching, communicatio~understanding human behaviour, maintaining

professionalism and evaluation). Items in this section were rated in tenns ofbeing 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 administration; determine the needs ofclients for extension programs (4.42) in the Program

Plarming category; use a variety oftechniques to influence people to change (4.40) in the program

execution category; Presentinfonnation with televised and video taped materials (4.57) in the area

ofteaching; Prepare extension Publications (4.31) in the communication category; recognize

traditional cultme and its effect on change (4.43) in the understanding human behaviour category;

identifY 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 ofhis research was conducted by Matteson

(1975), Bjoraker and Jensen (1971). 'Through an exclusive review ofliterature, they were able to

identify a list of416 competencies from the writings and previous research ofCrawford (1971),

Cotrell (1972), Feck (I971), 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 ofWlSCOIlSin The result yielded a list of 11 competencies, 39 tasks and 84 competencies

which were rated in a questionnaire as follows: (1) high degree ofcompetency, (2) above average

competency, (3) average competency (4) little competency and (5) no competency.

In the study ofparticipatory management training needs ofextension personnel in Zambia,

Agunga and Kimball (1997) identified job satisfaction and level ofproficiency of supervisors in

the areas ofmanagement and communication skills to be related. The officers are more satisfied

in their jobs when their supervisors are better communicators, involve them in decision-making

processes make them feel a part ofthe 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

cormmmication, print communication radio broadcasting and programming, audio visuals, and

mganizational skills. In Ghana, Ntifo-Siaw & Agunga (1994) fOlmd that Extension Officers lacked

most ofthe communication and management skills.

2.3 SELF AND INDEPENDENT EVALUATION

Harris (1968) defines evaluation as "The systematic process ofjudging the worth.,

desirability, effectiveness, or adequacy of something according to definite criteria and purpose.

Theju.dgement is based upon a careful comparison ofobservation data with criteria standards."

'That is, it is a form ofassessment.

Evaluation is essential for assessing the success or failure ofan objective. It is a

continuous process which all human beings perform, more subconsciously than consciously.

Bureaucrnts, administrators, teachers, etc. at all levels stress the need for evaluation but shy away

from it Stufilebeam (n.d.) refers to evaluation as a science ofproviding information for decision

making. It has tremendous value ifproperly and carefully conducted. This usually requires trained

evaluators.

.Adewum:i. (1996) states that evaluation., most particularly formal evaluation., would remain

a necessity as long as objective, scientific data are required for plaruring and development. A

question which, according to him, researchers face in teacher evaluation is "who is to perform the

evaluation?"

There are aIgUlllents 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, like truth, beauty and contact lenses, is in the eye ofthe beholder. The risk exists for

the observer to over-depend upon personal experiences, hearsay evidence, authoritative opinion,

etc. In the opinion 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 contraIy, other researchers argue in favour ofevaluation by an observer. For

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

today be regarded as capable ofmeaningful evaluation ofhislher own perfonnance 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~cy 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.

Adewurni (976) concludes that within the limits of available time and resources, a

comparison between instructors' self-perceived level ofcompetence and the evaluation of

instrnctors by independent observers is necessary. Such comparison provides useful insights into

the areas and depth ofdifferences and/or similarities between instructors' self-evaluation and

independent evaluation. This could be an asset in determining need and also for plamring.

He adds that similarities (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 dissimilarities may be an indicator of the extent of need or deficiency that the

instructorhas (Ifwe 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,

administrators, andsoci.ety, may simply be apart of the massive, negative fear and myths that exist

about evaluation.

Adewumi (1976) suggests a combination ofboth selfand independent evaluation as a

probable third alternative since there is a myriad ofarguments for and against either alternative.
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,'~be adds, would strengthen the advantages ofboth while each also compensates for the

disadvantages of the other. According to him those competencies which show no significant

clifti=at1PJeS under the two evaluation approaches can reasonably be assumed to represent the truth

and that further investigation might be necessary in those competencies where divergent results

were obtained

In his study, Adewurni (1976) fOlmd out that instructors' self-evaluation compared to

independent evaluation showed a positive agreement (similarity) in 66 competencies. A negative

agteeIllmt (dissirm1arity) was obtained in the remaining 23 competencies. In the 66 competencies

where positive agreement was obtained, the degree of agreement varied from very strong to very

weak agreement. The same distribution ofweak to very weak exists for those 23 competencies

in which dissimilarities were obtained. The highest dissimilarity between self and independent

evaluation was observed in competencies that deal Viith evaluation and execution. The greatest

similarity between self and independent evaluation was in competencies that are related to

planning.

2.4 INDEPENDENT VARIABLES RELATING TO Sl'PER"\1S0RS' COMPElT..."'lCY LE\"EL

In his study ofcompetency levels ofWisconsin Secondary School vocational agriculnue

instructors, Adewurni (1976) selected four personal characteristics of the instructors and treated

as independent variables for comparison v;.ith instructor competency levels, These are age,

education leveL teaching experience and number of credits earned beyond the B.Sc. degree.

Other researchers examined differences or relationships between demographic

charactetistics ofextension persormel and the perceived level of competency needed by e:\.1ension

agents. Findings from these studies indicate that variables such as age (GonzaleL. 1982~ Sabihi

1978), educational level (Najjingo-Kasujja and McCaslin, 1991) and prior work experience are

related to the perceived importance ofspecific professional competencies needed by extensIOn

agents.

Age and years ofexperience were the only two demographic variables that were

significantly related to the perceived level ofcompetencies of extension specialists and agents in
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Khalasan State oflran. No significant relationships were found for the rest ofthe demographic

variables examined in this study (pezeshki-Raad, 1993).

Adewumi (1976) found significant correlation (at 0.05 level) between certain personal

chaIacteristics ofinstructor and instructor self-evaluation in some competencies. Characteristics

or factors such as age, level ofeducation and length ofteaching 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 ofcompetencies needed for

Swaziland extension agents and demographic characteristics such as age, gender, educational

level, position, area ofresponsibility and prior experience.

2.4.1 Age

Adewumi found out that in one out ofthe 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 ofinstructor in judging competency ofstudent's performance

or products in relation to instructional goals.

It also came out that instructors who are above 45 years old seem to rate themselves lower

than YOlmger instructors. In a study ofthe relationship between supervisory teclmiques of

Extension supervisors and organizational outcomes in Uganda, Budke and Paddie (1994) found

out that older extension agents tended to exert less extra effort and were less satisfied with tht'ir

supervisors and rated them low on organizational effectiveness. In Gonzalez's (982) work,

younger agents rated certain competencies lower than older agents. Sabihi (978) reported that

younger agents and specialists perceived a greater need for training in extension philosophy,

organization and administration than older agents and specialists.

Randavayand Vauglm (1991), however, did not find any difference between importance

ratings ofprofessional competencies needed by extension agents and age.

In the study by Pezeshki-Raad (1 993),significant differences in the average ratings by age

were found for competencies in administration, communication and maintaining professionalism.
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Agents andspecialists 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.

U.2 Educational Level

InAdewumi's (1976) study, the general trend ofrating 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 ofobjectives and competencies are

best tapped ifthe members are given an adequate orientation about their roles and fimctions. No

significant correlation was obtained between number ofcredits beyond B.Sc. degree and

instructors' 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, administration and evaluation. However, Randavay and Vaughn (1991), reported

no differences between importance ratings ofprofessional competencies needed by extension

agents and education.

According to Amon (1989), the qualifications ofrniddle level administrators and

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

2.4.1 Working Experience

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

experience and instructors' self-evaluation in two competencies.

These are:

I. evaluate quality of instruction.

ii. orient the advisory conunittee members to their roles and functions In these two competencies,
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the longer the instructors' teaching experience the lower their selfrating.

According to Budke and Padde (1994), supeIVi.sors who held their positions for a long

periodoftime tended to generate less extra effort and satisfaction from their subordinates. Celis

. (1971) found 1hatMexican agents with less than three years experience expressed a greater need

. fort.eclmicalinfounation, while those with more than three years expressed a need for training in

the social sciences/agricultural extension.

Sabihi (1978) also reported that specialists who had more experience 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 ofextension experience for competencies in administration, program execution;

cornrmmicationandmaintainingprofessionalism. Agents and specialists with less than three years

experience rated the above competencies higher than those agents and specialists with three or

more years ofextension experience. However, no significant differences were found by years of

extension experience in the competency areas ofprogram 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

significantlymore 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 oftheir supeIVi.sors' capability in organizational effectiveness. The strength of the

relationship between extension agents' perception ofoutcome factors and their frequency of

meeting wi1h1heir 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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Mmriedextr:nsim agents tended to exert less extra effort but tended to be more satisfied

;1 wirh their supervisms. They rated their supervisors higher on relations to higher-ups unit and job

effectiveness (Budke and Paddies, 1994).

1.4.6 Administrative FUDdioDS

AccoIdingto Maunder (1972), eveI)' extension officer who has administrative functions

such as chiefofbureau, is an office manager and has to devote part ofms time to managing the

office procedures and keeping red tape to a minimum is an important objective ofextension

administration. However, it is vitally important that the office ofeach 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 various units.

Consequently, they are under-staffed both in number and quality of technical and clerical

personnel. Thus a crippled organization is created from the beginning. Office work is seriously

hampered and extension staffmembers spend much of their time doing routine work to the

detriment oftheir main function.

"
j

':
;!

1.4.7 Geographic Dispersion of Subordinates

Normally there is an inverse relationship between a manager's span of control and the

geographic dispersion ofhislher 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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From the above literature review, it can be deduced that the success ofthe Training and

, z.s SUMMARY OF REVIEWED UTERA1lJRE

F
;
~:
f' VISit agricultural extensionsystem hinges on proper supervision. Supervision determines whether
~,

":', the extension system is operating effectively in both organizational and technical areas.

It is agreed that one ofthe most important influences on employee motivation is the

supervisor. Immediate supervisors strongly influence the motivation and perfonnance of

employees by example and instruction as well as by recognition when due. In view ofthis,

supervisors need to possess professional competence which,reflects the ability to perfonn

effectively all the professional tasks appropriate to the position ofextension workers.

Findings from various studies indicate that extension specialists and agents in

, developing countries must possess professional competence in the areas ofadministration,

program Planning and execution, evaluation, communication, teaching and extension methods,

and understanding human behaviour.

Different views are held by various school ofthoughts as to when the professional

competencies are to be acquired (Preservice or Inservice), and also when to perfonn the

evaluation and whether selfassessment or by an independent observer. There is the question of

how1he competencies are to be determined and fonnulated into curricula. In the past, someone

was judged to be professionally competent by the outcome ofhis work.
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CHAPTER 3

RESEARCH METHODOLOGY

The methodology covers the following areas: Research design, study area, the target

JOPUlation, sampling, research instrumentation, research variables, data collection procedures and

data analysis.

3.1 RESEARCH DESIGN

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

competencies ofagricultural 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). TIlls is to ensure wide coverage and enable

comparative analysis to be made.

The Western Region

1hisregionlies in the southwestern end of Ghana, and covers an area of24,092 sq. krns.

The AdanticOcean borders it 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

(l984-census) in Ghana. Crop production dominates livestock and poultry production. Its climate

and geographical position favour the production of tree crops, tubers, grains and pulses. Many

rivers and its topography makes inland fish farming favourable. It has a bimodal rainfall pattern.
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Figure 1. The Map Qf Ghana showing the Administrative Regions (shaded)
covered ~ the study
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This region lies, almost, in the Midwestern portion ofGhana with a land area of 38,550
tr
j' sq ian occupying about 10 percent ofthe country's total land area. The hwnan population, as at
J
~

~; 1984,was 1,194,386 which is the 5th highest in the country. The production ofsome tree crops,
'i<l
;:i
f· grains, tubers and livestock and poultry is favoured.

J The Upper East Rep

The region occupies the Northeastern comer ofGhana with a land area of8,676 sq.km,

the 9th 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 pattern.

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

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 supeIVisors (ie

District Directors, District Development Officers and Subject Matter Specialists) and the

agricultural extension agents in the District Agricultural Development Units (DADU) of the

Ministry ofFood and Agriculture in Ghana.

s.• SAMPLING

The three regi<ns used for this study ie, Western, Brong Ahafo and Upper East Regions,

were IlIIldm1ly selected from the ten regions in Ghana. All the SupeIVisors 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 ofAgricultural Extension Agents ofthe Agricultural Extension

Department ofthe Ministry of Food and Agriculture in the three Regions as at April 1997.

, Table3.1.Number of Agriadtural Extension Agents In the areas of study as at 30th April,
1997.

Region

Western Region

Brong Ahafo Region

Upper East Region

Number of Extension Agents

115

166

68

Total 349

SOllTce: MOFA, Ghana, Dept ofAgric.Extension, April 1997.

3.5 RESEARCH INSTRUMENTATION

Two separate questionnaires were developed and used to collect data from supervisors

andext:ension 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 ofEight (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 ofcompetency, 2

= low competency, 3 = moderate competency, 4 = high competency and 5 = very high

competency. The Eight competency categories are; Administration, Programme Planning,

Program Execution, Teaching, Communication, Understanding Human Behaviour, Maintaining

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

f
;

~'...

IKlqUired1hose oompetencies (Ie 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 II contained items that were used to seek information about demographic and

professional characteristics ofrespondents.

Content validity was ensmedby specialists' review and test ofreliability 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 fimctions in the Ministry of Food and Agriculture.

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

Cronbach's alpha coefficients ranged from 0.7448 to 0.9242.

Table 3.2. Cronbach's Alpha ReUabillty Test Results for summated subscales.

Competency Category No.OfItems Sample Size Cronbach,s Alpha

Administration 21 292.0 0.8786

Programme Planning 8 294.0 0.8829

Programme Execution 7 294.0 0.7689

Teaching 18 294.0 0.8835

Communication 15 294.0 0.8767

Understanding Human Behaviour 12 294.0 0.9242

Maintaining Professionalism 4 294.0 0.7448

Evaluation 15 294.0 0.8489
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~ S"" USEARCB VARL\BL&S

In this study the variables are the demographic characteristics and the 100 competency

i· items grouped into eight (8) categories as:

; a. administration - using a working knowledge ofextension philosophy, objectives and

Procedures

: b. Program Planning:- designing educational experiencesbased on clientele (farmers, staff:

etc) needs. interests and problems.

c. Program execution:- utilizing resources to provide learning experiences.

d. Teaching:- facilitating the learning experiences ofextension clientele.

e. cormnunication:- infonning staff and extension clientele of the images, accomplishments,

and purposes ofthe program.

f Understanding hwnan behaviour:- working successfully with staffand clientele.

g. Maintaining professionalism:- developing plans for continuing education to enhance job

perfonnance.

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

and weaknesses ofa program.

3.7 DATA COLLECTION PROCEDURES

A letter from the office ofthe National Director ofAgricultural extension was sent to the

Regional Directors of Agriculture requesting them to assist in the administration of the

questionnaires and data collection.

The questionnaires were sent personally to the Regional Directors in the selected regions.

They, in 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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I
f: District Directors to retrieve questiormaires which were unduly delayed. Regular visits and
t
I·

~1 te1ephone 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 FebruaIy, 1988. The bulk ofthem waS retrieved in June 1998. By the end of 1997 the technical
I

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

DepaItmen1s ofthe MinistIy ofFood and Agriculture. Enough questionnaires (400) were sent out

to the respondents. A total of294 responses were retrieved from the three regions.

Table 3.3 shows the details.

TabIeJ.3. Number of Questionnaires Administered to the Regions and the corresponding
responses.

Western

BrongAhafo

Upper East

Total

No. Administered

140

190

70

400

No. Returned

138

107

49

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

coIJection. 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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.. SA DATAPR~SSlNGAND ANALYSIS

All the questionnaires received were brought back to the University ofCape Coast and
,
~,' saeened. Usable data fiom questionnaires were analyzed using the Statistical Package for Social

L
:. Science Data Analysis (SPSS). The following statistical procedures were used: Descriptive

., correlational statistics such as frequencies, percentages, means and standard deviations.

A t-test was used to detennine the significance of differences between the mean

perceptions ofthe supervisors and extension agents ofthe competencies ofsupervisors.

ANOVA and t-tests were used to determine the differences on distribution on

demographic characteristics and the selfperceived competencies ofsupervisors.

Correlational Analysis was used to determine the associations among the various

competency categories.

The alpha level was established at 0.05.

41

©University of Cape Coast

Digitized by Sam Jonah Library



j
t
I
I

.~

!

j

CHAPTER"

RESULTS AND DISCUSSION

The chapter descnbes the demographic and professional characteristics of the respondents:

Agricultuml Extension Supervisors and Extension Agents. It begins with the pwpose ofthe study.
'.~

.~

u Purpose of the study

The purpose of this study is to examine the competency levels of and identify L'1e

competencies needed by agricultural extension supervisors in the Ministry of Food and

Agriculture in Ghana.

It is guided by the following objectives:

1. To determine the competency levels ofsupervisors 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 identify the competency needs ofsupervisors 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 ofassociation among the various competency categories.
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...2 DEMOGRAPHIC AND PROFESSIONAL CHARACTERISTICS OF RESPONDENTS

This section gives the detailed description ofthe respondents including

\ .
"
~I

age

gender

'. • marital status

• highest educational level

• whether supervisors have had a course in agricultural administration or management

• years ofexperience in the Ministry ofFood and Agriculture

'. title as supervisor

percent ofoffice time used for administrative and field work

• major areas ofresponsibility ofrespondents

• number ofextension personnel supervised

• area ofresidence

• where respondents spent most oftheir youth

• years ofother work experience

• nwnber ofshort 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 ofrespondents was therefore 294.

4.2.1 Age

In the Westem Region, 8.1% ofsupervisors and 4.2% ofextension 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%) ofsupervisors and
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t· 34.40" ofextension agents were between 40 and 49 years while 10.8% ofsupeIVisors and 11.4%
f

; ofext:ension agents were between 50 and 59 years ofage. The average age ofthe supervisors in

the Westem. region was 36.9 years while that ofextension agents was 38.3 years with an overall

mean age of37.8 years (Table 4.2).

In the Breng Ahafe Region, 11.9% ofthe extension agents were found between 20 and

29yems ofage. 45.5% ofsupervisors and 47.6% of agents were between 30 and 39 year category

while 45.5% supervisors and 34.5% ofthe agents were between 40 and 49 years. Nine percent

(9.0010) of the supef\~sors and six percent (6.0%) of the agents were between 50 and 59 years of

age (Table 4.1). The mean age of supervisors and extension agents were 39.8 years and 37.8

years, respectively, with an overall average age of 38.2 years (table 42).

The picture in the Upper East Region, as shown in table 4.1, is as follows: About eight

percent (7.7010) ofsupervisors 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%) ofsupervisors and 19.4% of the agents were between 50 and 59 years ofage. 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 Western Region, males formed 92.1 % and females formed 7.9% of the supemsors,

wlnlernales formed 96.0% and females formed four percent (4.0%) of the agents (fable 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 supervisoIs in1heWestern Region was made up of88.9% married officers with

aboute1evenperoent (11.1%) single. Ninety-four (94.0%) ofthe agents were married while 6.0%

were either single or divorced (fable 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

(II. 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°"0) of the agents were maffied, about eighty nine percent (889%) of the agents were

urunarried and about SL'\ percent (6.4~·0) of the agents were either divorced or wldowed (Table

4.1),

4.2.4 Highest Educational Level Attained

Educational level of respondents were either certificate in agriculture, Diploma in

agriculture, Bachelors degree in agriculture or Master's degree in agriculture in all the three

regions. In the Western Regio~ the figures were 68.4%, 21.1 %, 7.9% and 2.6% respectively for

supervisors and 710%, 140%,9.0% and 60%, respectively, for the agents (fable 4.1). In the

Brong Ahafo Region the figures for certificate, Diploma, B.Sc. and M.Sc were 636%, 18.2%,

9.1% and 9.1 % respectIVely [or supervlsors while those of the agents were ~61 °0, 15.5%, 6.0~o

and 2.4% respectively The situation in the Upper East Region for the certificate, Diploma, B Sc.

and M.Sc. were 692%, 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).
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WeBIaD Resioa Brons AIuIlO Regioa Upper East Re8ioa

c::IaInderistica supervisors AFJIs Supervison Ageots Supervisors Asems

N % N % N % N % N % N %

Age(ye...)
20 -29 3 8.1 4 4.2 0 0.0 10 11.9 1 7.7 1 2.8
30 - 39 23 62.2 48 30.0 10 4.U 40 47.6 2 13.4 10 27.8
40 -49 7 18.9 33 34.4 10 43.3 29 34.3 9 69.2 18 60.0
30 - 39 4 10.8 11 11.4 2 9.0 3 6.0 1 7.7 7 19.4

Total 37 100.0 96 100.0 22 100.0 84 100.0 13 100.0 36 100.0

Gender
Male 35 92.1 95 96.0 21 95.5 80 95.2 13 100.0 34 94.4
Female 3 7.9 4 4.0 1 4.5 4 4.8 a 0.0 2 5.6
Total 38 100.0 99 100.0 22 100.0 84 100.0 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 a 0.0 10 11.8 0 0.0 32 88.9
Divorced a 0.0 2 2.0 1 4.5 2 2.4 0 0.0 2 5.6
Widowed 0 0.0 0 0.0 0 0.0 2 2.4 a 0.0 1 2.8
Total 36 100.0 99 100.0 22 100.0 85 100.0 13 100.0 36 100.0

Highest Educational
Level

eert. in Agric. 26 68.4 71 71.0 14 63.6 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 19.4
B.Se. 3 7.9 9 9.0 2 9.1 5 6.0 1 7.7 3 8.3
MSc. 1 2.6 6 6.0 2 9.1 2 2.4 1 7.7 2 5.6
Total 38 100.0 100 100.0 22 100.0 84 100.0 13 100.0 36 100.0

Course in
Administration

Yes 5 13.2 9 9.0 3 7.9 6 6.0 2 5.3 5 5.0
No 33 86.8 91 910 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 ofExperienct"
in MOFA

1 - 10 19 52.7 39 -," () .' :36.4 33 389 I 7.7 8 22 2
11 - 20 13 36.1 44 ~4.0 12 54.6 33 38.8 9 69.2 17 4" ~, -
21·30 3 8.4 15 15.0 I 4.5 19 22.3 2 15.4 7 19.4
31 -40 1 2.8 2 2.0 I 4.5 a 0.0 1 7.7 4 11.2
Total 36 100.0 100 100.0 22 100.0 35 100.0 13 100.0 36 100.0
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Western Region Brq Ahafo Region Upper East Region

a-aeteristic:s Supenrisors A8ads Supervisors Agents Supervisors Agents

N % N % N % N % N % N %

Title as Supervisor
Dev. Officer 22 57.9 - - 13 59.1 . - 7 53.8 - -
SMS 7 18.4 . - 0 0.0 - - 2 15.4 - -
Dist. Director 8 21.1 - - 4 18.2 - - 2 15.4 . -
Special Duties 1 2.6 - - 5 22.7 - . 2 15.4 - -

Total 38 100.0 - - 22 100.0 - - 13 100.0 - -
% of time for Offi ce
work

0-25 20 571 57 61.3 11 579 47 66.2 3 25.0 21 67.8

26 - 50 14 40.0 30 32.2 6 31.6 18 25.4
.,

58.4 8 25.8I

51 - 75 1 2.9 5 5.4 2 105 4 5.6 1 8.3 1 3'.~
76 - 100 a 00 1 1] 0 00 2 28 1 8 " 1 ~ ,

. .J .J .•

Total 35 WO.O 93 1000 19 1000 71 100.0 12 100.0 31 100.0

% of time for Field
work

0-25 a 0.0 1 1.0 0 0.0 2 2.4 a 0.0 1 2.9
26 - 50 2 5.4 9 9.2 3 13.6 6 7.2 1 8.4 1 2.9
51 - 75 16 43.2 33 33.7 .5 22.7 24 28.9 7 58.3 12 34.2
76 - 100 19 51.4 55 56.1 14 63.7 51 6U 4 33.3 21 60.0
Total 37 100.0 28 100.0 22 100.0 83 100.0 12 100.0 35 100.0

Major Area of
Responsibility

Crtn. Agri c. 28 73.7 76 760 19 86.4 72 84.7 9 692 30 83.3
Livestock 4 10.5 7 7.0 2 9.1 6 7.1 2 1.5.4 3 8.3
Crops 2 .53 10 10.0 I 45 7 82 2 1.5.4 a 0.0
WIAD 1 2.6 1 1.0 0 0.0 a 0.0 a 0.0 1 2.8
Fisheries 1 26 3 3.0 0 00 0 0.0 a 0.0 1 28
Mon. & Eva!. 1 2.6 2 20 a 0.0 a 00 a 00 1 28

Quarantine I 2.6 1 LO [) 0.0 0 00 0 00 0 I) 0
Total 38 1000 99 10(1(1 ' 1 j()(j.Co 85 1000 13 lOOO 8.5 100.0- -

- .-

',;" (If &1. Personne I I
0-20 t, . , -

'Ill I "1' U1
21 ·40 (. II () i .1 II 1 .' i.1 i.1

4) ·60 (t (:lO ,I IF (, flO - ~

61 - 80
;

1 ]·1.3 " uU (J (;0 -
81 - 100 a 0.0 - I.' 0.0 - 0 00 - -
Total 7 1000 - . 5 100.0 - - 2 1000 - -
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T.... "1: D•••& ,"t:~.r R.......rt· .. tile a......

f
WetllenlR~OIl Broa8 Abafo RegiOll Upper East RegiOD

a..etaislics ~1On Agems Supervisors A8eats Supervisors Agems

N % N % N % N % N % N %

Resideoce in yo...
Area ofWork

Yes 32 86.5 86 88.7 21 95.5 81 95.3 13 100.0 28 80.0

No 5 13.5 11 11.3 1 4.5 4 4.7 0 0.0 7 20.0
TobLI 37 100.0 97 100.0 22 100.0 85 100.0 13 1000 35 100.0

Residence as a youth
Rural 10 2-.8 39 39.~ 11 ."0.0 2~ 3.~0 i ."38 21 600
timan 12 333 :!~ 2~." 6 ' - ~ 3 J 3~.8 -' 23.1 ~ 1·1 -'-;.;)

Stmi-urban 14 38.9 3~ 35. - ." :2. "':' 2i 26. : 3 231 ') 25 ...

Total 36 1000 98 1000 " 100.0 ~(I iOfi.(I i3 100.0 35 100.0--

Year;: of other Work
£.'qltri enct

I - -" 14 93.3 29 93.5 6 100.0 :!S 92.6 6 60.0 Ii 84.6
6 - 10 1 6.7 2 65 0 0.0 2 -.4 3 30.0 2 15.4

11 - 15 0 0.0 0 0.0 0 0.0 0 0.0 a 0.0 0 00
16 - 20 0 0.0 0 0.0 0 00 a 00 1 10.0 0 0.0
Total 15 100.0 31 100.0 6 100.0 27 1000 10 1000 13 100.0

No. of Short Courses

uss than One Month
1 - 5 10 76.9 44 93.6 12 80.0 3·j 85 (. 8 1000 18 81.&
6· 10 3 23.1 3 64 3 20.0 ~ J (, (I 0 0.0 3 13.6

lJ . 15 0 0.0 0 0.0 0 0.0 (0 (I IJ 0 00 0 00
16 - 20 0 0.0 0 00 0 00

, .' .> 0 0.0 I .U;-
Total 13 100.0 4- 100.0 15 100.0 -<'.' I (II' " (; 100.0 ' , 1000

No. of Shon Courses

Ont Month or More
J - < 13 1000 16 10(' (, -" 10(".' I ," t. 1000 ~ 10(1 IJ
t • J L' 0 00 (I (I I r) (l I .,

0(' " (I II

....:.~ .. iJ J3 JOO.O J I 1('0' I i ,
\1" . I I vi; .} 1: 11111

I,,

i I"-_. ."- . . -

48

©University of Cape Coast

Digitized by Sam Jonah Library



As to whether respondents have had a course in administration or management, 13.2%

'.'

0 4.2.5 Course in Agricultural Administration or Management
,.
f

'.. ofthe supervisors and 9.0% of the agents responded positively in the Western Region. About

I 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% ofthe agents responded in the affirmative in

the Upper East Region (table 4.1).

4.2.6 Years of Experience in the Minis1l)' of Food and Agriculture (MOFA)

Table 4 shows the details ofthe above in the regions In the \Vestem Region. 52.7% of

supervisors and 39.0~·o of agents hild bet'ween one to 10 yellr::; experience, 36.1 % (If supenisors

and 44.0% of agents had between 11 and 20 years experience. About eight percent (84%) 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 experience ofall respondents in the region was 13.3 years (Table 4.2).

In the Brong Ahafo Region, 36.4% of supervisors and 38.9% ofagents had between one

and 10 years experience, 54.6% of supervisors and 38.8% ofagents had between 11 and 20 years

ofexperience. About five percent (4.5%) of supervisors and 22.3% of agents had between 21 and

30 years ofe.xperience while about five percent (45) of supenisors had between 31 and 40 Y~,1fS

of experience. All the respondents in the Brong Ah&fo RegIOn had an average (If I~ ,I years (d'

experience (Table 4.2).

About eight percent (7.7%) of the supervisors and 22.2% of the agents in the Upper East

region had experience ofbetween one and 10 years. Sixty-nine (69.2%) of the supervisors and

47.2% ofthe agents had between 11 and 20 years ofexperience, 15.4% and 194% ofsupervisors

and agents respectivelyhad between 21 and 30 years experience. About eight percent (7.7%) and

11.2% ofsupervisoIs respectively had between 31 and 40 years ofexperience. The average years
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Table 4.2: D.rcrtptlve Prom" of R"~pond,,ntr In th(' Regions for Age, Years of experience, % of tlme for ornee & Reid work, No. 01 :Ext.....OD penODDel nip...........

ye.... or other work I'x"'I'I;(,I1'('.

_. -,..-_.

Western Region Brong Ahafo Region Upper East Region
Variable

Range Range R!Da;-. Mean SD Min. Max. N Mean 3D Min. Max. N Mean SD Min. Max.

Age (yoanr) 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 31.0
Agents 100 38.3 10.5 25.0 56.0 85 37.8 8.2 25.0 58.0 36 42.4 7.~ 27.0 ~9.0

Total 138 37.8 10.2 25.0 .57.0 107 38.2 7.9 25.0 580 49 42.6 0.1 27.0 ~9.0

Yean of Supervisor.- 3~ 10.9 7.9 1.5 34.0 22 14.0 6.3 6.0 330 13 18.7 6.6 2.0 31.0
experience Agents 99 14.1 7.5 2.0 33.0 85 13.2 7.6 1.0 30.0 36 18.8 8.7 2.0 38.0

Total I ;- ILl 7.7 1.5 34.0 107 13.4 7.4 1.0 330 49 18.8 8.1 2.0 38.0

% oftime for Supervison: 38 22..3 15.4 2.0 60.0 22 23.6 18.5 5.0 60.0 13 34.6 24.7 10.0 100.0
office work Agents 100 23.5 16.1 5.0 80.0 35 21.6 18.5 2.0 85.0 36 23.1 21.3 0.0 100.0

Total 1::8 23.1 15.8 2.0 80.0 107 22.0 18.3 2.0 85.0 49 26.2 22.6 0.0 100.0

% oftime for Superyi~(lr~ ;~ "S.1 19.5 40.0 100.0 22 76.4 18.5 'W.O 100.0 13 65.4 24.7 40.0 100.0
field work Agents 1(11"' '·1.5 19.1 20.0 100.0 85 75.9 21.6 15.0 100.0 36 76.9 21.2 1.0 100.0

Total u~ 7,1 . ., 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, ofExt Supen·i~C'r.. I'" 12.5 21.ot 70 72.0 25 14.2 8.6 8.0 25.0 3 13.3 16,7 8.0 32.0
personnel

i
Agent;: I . - . - . - - - - - . . - -

supervised Total [!.' 1~.5 21.4 7.0 72.0 25 14.2 8,6 8,0 250 3 13.3 16.7 8.0 32.0

Yellr'S ofother Supervisors 38 0.5 0.7 0.0 8.0 22 0.6 1.3 0.0 5.0 13 4.1 4.~ 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 00 7.0 49 1.8 3.0 0.0 16.0

.'
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ofexperience for all the respondents in the region was 18.8 (Table 4.2).

4.1.7 Title as a Supervisor

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

i Matter Specialists (SMSs), Development Officers and Officers assigned special duties including
.~

A

SMSs, 21.1 % were District Directors and 2.6% were in charge ofspecial duties.

In the BrongAhafo Region. 59.1 % of the supervisors, were Development Officers, 18.2%

, were District Directors and 22.7% were for special duties. There \\'ere 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 (fable 4.1).

4.1.8 Time Allocation for Office or Administrative Work
:~

Ninety-seven perrent (97.1%) ofthe supervisors in the Western Region used between zero

and 5QO.Io oftheir 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% oftheir

time for office work (fable 4.1).

lnthe BrongAhafo Region, larger proportions ofsupervisors (89.5%) and agents (91.6%)

used not more than 50.0% oftheir time for office work.

The situation was similar in the Upper East Region. Eighty-three percent (83.4%) of

supervisors and 93.6% ofagents used not more than 50.0% oftheir time for office work.

The reverse was true regarding the percent ofwork time used for field work in the three

regions (fable 4.1).
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The average time used for field or technical duties for the supervisors and agents together

.11(".-

The average percent oftime used by supervisors and agents for office work were 23.1%

fDr Westem Region, 22.0%» fur Brong Ahafo Region and 26.2% for the Upper East Region (Table

4.2).

j
~

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

~i .
': RegIon (fable 4.2).

4.2.9 Major Area of Responsibility

In the Western Region, 73.7% ofsupervisors and 76.7% ofagents were generalists while

the remainder were in subject matter areas including Livestock, Crops, Women in Agricultural

Development (WIAD), Fisheries, monitoring & Evaluation and Quarantine (fable 4.1).

In the Brong Ahafo Region, 86.4% ofsupervisors and 84.7% ofagents were generalists

~, withthere:rnaining being specialists. Sixty-nine (69.2%) ofsupervisors and 83.3 ofagents in the
,,
i Upper East Region were generalists with the remaining being specialists.

.'.,
4.2.10 Number of Extension Agents Supervised

Eighty-six (85.7010) ofsupervisors supervised between zero and 20 extension agents in the

Western Region while the rest supervised larger numbers (fable 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 avcmge rwmber ofextension agents per supervisor in the Western, Brong Ahafo and

Upper East Regions were 12.5, 14.2 and 13.3 respectively.
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). 4.Z-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 ofoperation. 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% ofextension agents resided outside their area ofoperation (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 Western 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% ofsupervisors had rural background while about equal

proportions (27.3% and 22.7%) had urban and semi-urban background. Thirty-five percent

(35.0%».38.80/0 and 26.2% ofagents had rural, urban and semi-urban backgrounds respectively.

In the Upper East Region. the figures were similar to those ofthe Brong Ahafo Region

ie. 53.8%.23.1% and 23.1%. respectively, with respect to supervisors. Sixty percent (60.0%),

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

4.2.13 Years of Other Work Experience

All SUpeMsoIS and extension agents who had other wClrL experience had between one and

10 years work experience in the Western Region (fable 4.1) The situation is similar in the other

two regions.

All respondents had an average ofabout 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

fiums (as fann attendants) and sales agents in tradirig organisations.
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tiU14 Number ofShort Courses Attended

About 77.0% (76.9%) of the supervisors in the Western Region, 80.0% in the Brong

Ahafo Region and 100.00.10 in the Upper East Region have had between one and five courses that

I Jasredless than one mon1h. The rest ofthe supervisors have had between six and ten courses. The

picture is similar for the extension agents (fable 4.1). Almost all those who have had short

courses that lasted less than one month were in the one to five category.

Ahnost all the supervisors and agents who had attended' courses that lasted one month or

more had not exceeded five courses (fable 4.1).

4.2.15 Summati"e Demographic Characteristics of Respondents

In all T3 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 462% of agents

were between 30 to 39 years. Thirty six (36.1) percent of supervisors and 370% of agents were

between 40 and 49 years while the rest were between 50 and 59 years, A tut,'tJ of83.0% of the

respondents belonged to the 30 to 49 year group (Table 43). The overall mean age of the

respondents was 38.8 years.

Gender

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

females. A total offive percent (4.8%) ofall the respondents in this study was female (fable 4.3).
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I
~;MarItal Status

Ninety three percent ofsupervisors and 89.5% ofagents were married. A total ofninety

percent (90.3%) of the respondents were married while the rest were either single, divorced or

, widowed (fable 4.3).

IDghest Educational Level Attained

Forty nine percent., 14.0%,6.0% and 4.0% of supervisors and 72.3%, 15.5%, 7.7% and

4.5% ofagents have had certificate, diploma, B.Sc. and M.Sc. educations respectively (fable 6).

Seventy one percent ofall respondents have had certificate in agriculture, sixteen percent (16.4%)

have had diploma, eight percent (7.8%) have had B.Se. 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%) ofsupervisors and 64.1 % of agents) use 25% or less oftheir

worlcing time for office or administrative work. Most oftheir working hours are used for field or

teclmical 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, \Vornen 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, Monitoring & Evaluation and Quarantine.

Courselln 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 (l0.2%) ofall respondents have

had training in agricultural administration or management (fable 4.3).
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TllIJle 4.3 SamDllU"Y of DemogTl~phk ('h~r~cl('tildes or Supemlon and Exteruton AllentJ.

Characteristics Supervisors Extension Agents Total

N % N % N %

.A8e (years) 20·29 4 5.6 1.5 6.9 19 6.6
30·39 35 48.6 98 45.4 133 46.2
40·49 26 36.1 80 37.0 106 36.8
50· 59 9.7 23 10.7 30 10.4
Total 72 100.0 216 100.0 288 100.0

Gender Male 69 94.5 209 95.4 278 9.5.2
Female .t 5.5 10 4.6 14 4.8
Total 73 100.0 219 100.0 292 100.0

Marital Stcul Married 66 93.0 196 89.5 262 90.3
Single 4 5.6 16 7.3 20 6.9
Divorced 1 1.4 .5 2.3 6 2.1
Widowed 0 0.0 2 0.9 2 0.7
Total 7] 100.0 219 100.0 290 100.0

Highest Certificate 49 67.1 159 72.3 208 71.0
educational level Diploma 1·1 19.2 34 15.5 48 16.4

B.Sc ti 8.2 17 i. j 23 7.8
M.Sc. 4 5.5 10 4.5 14 4.8
Total 73 100.0 210 100.0 293 100.0
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rule 4.3 SammllJ')' orDemo~TltflhJc Chlll'1lctt'r1stJu of Supenrllors and Extension Agents.

....,""~~ . '"
'- ~~ .,.",-~,,. .. -,.,..-.:. ~"~'A "'-''''_''~lIl.''~~' .......' ••---"-------.l1li••••••••

ChllJ"8Cteristics Supervisors Extension Agents Total

N 0/0 N % N %

% oftime for o ·25 41 56,2 125 64.1 166 61.9
Adminifltrlltive 36 - 50 27 36,9 56 28,7 83 31.0
work 51 - 75 4 5.5 9 4.6 13 4.9

76 - 1011 1 1.4 5 2.6 6 2.2
Total -:') 100.0 195 100,0 268 100.0

...... timefor o . 25 2- 2,7 5 2.3 7 2.4
Technical work 36 . 50 6 8,2 16 7.4 22 7.6

51 - 75 28 38.4 69 31.8 97 33.4
76 - 100 37 50.7 127 58,5 164 56.6
Total 73 100.0 217 100.0 290 100.0

M~orareaof General A8J"ic. 56 76.7 178 80.9 234 79.9
responsibility Livestock 8 11,0 16 7.3 Z4 8.2

Crops 5 6.8 17 7.7 22 7.5
WlAD I 1.4 2 0.9 3 1.0
Fisheries 1 1.4 1 0.5 2 0.7
Monitorin1" ,,\:
EvaJu'IflQn 1 1.4 4 18 5 1.7
Quarantine- I 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
Admini strati on No 8 44.6 28 58.3 36 54.5

Total I ~ 100,0 48 100.0 66 100.0
-
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Cbsracteriltic:. Supervilon EmntiOD~ Total

N % N % N %

Re.ideot u a youth RunI1 area 28 39.4 88 41.3 116 40.9
Ul'blOarea 21 29.6 60 28.2 81 Z8.~

Semi-rolO area 22 31.0 65 30.S 87 30.6
Total 71 100.0 213 100.0 284 100.0

Yean ofother 1· 5 26 83.9 65 9U 91 89.2
wort 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 Ihan 1 6· 10 7 17.5 10 9.2 17 11.4
month 11 ·15 0 0.0 a 0.0 a 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 1 month or 6 - 10 0 0.0 0 0.0 0 0.0
more Total 24 100.0 29 100.0 53 100.0
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.... ofExperlence In MOFA

Eghty seven percent (87.3%) ofsupervisors and seventy nine percent (78.7%) ofagents

ye between one and twenty years ofexperience in the Ministry (Table 4.3). A total of80.8%

I

,ofrespondenls have between one and 20 years experience in the Ministry. The rest have between

~i 21 and 40 years experience.,,' .
!
i' The average years of experience of supervisors is 13.2 while that ofagents is 11.5. The

! average for all the respondents is 11.9 years.

Title as Supervisor

About sLxty 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 (fable 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%) ofthe supervisors supervised between 61 and 80 agents. The average span ofcontrol of

supervisors in this study is fourteen (13.7%) extension agents.

; Area of Residence

J 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 (fable 4.3). Ninety percent (90.3%) of all the

respondents are resident in their area ofoperation. Ten percent (9.7%) stay outside their area of

jwisdiction.

Residence as a Youth

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

background, 29.6% ofsupervisors and 28.2% ofagents had urban background. The remaining

31.0% ofsupervisors and 30.5% ofthe agents had seini-urban background (Table 4.3).
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r
Fmtyonepe:rcent (40.9%) ofall the respondentshadmral backgrOlmd, 28.5% had urban

"background and 30.6% had semi-urban backgrolUld.

.~ Van of other Work Experience

A greater number of supervisoIS (57.5%) and agents (70.6%) had no other work

i experience. Mostof the responden1s who worked elsewhere before entering the Ministry ofFood

i' andAgri~~35.6% ofsupervisoIS and 29.4% of agents, had worked for one to five years.

!
I, About six percent (5.5%) of supervisors and 2.7% of agents had between six and 10 years of
':

:. experience (fable 4.3).

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

percent (30.7010) ofall the respondents had between one and five years of experience while 3.7%

hadbetweensix and ten years ofwork experience outside the Ministry ofFood and Agriculture.

Only one percent had more than ten years experience.

i' Number ofSbort Courses Attended
·1

.: Almost one balfof the supervisors and agents had not attended any short courses. About
t
I
i: forty five peroen.t (45.2%) of supervisors and 43.4% ofagents had attended between one and five
r
"

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

1
f supervisors and five percent (4.5%) of agents had attended between six and ten such short

courses. !nan, 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

any (fable 4.3). More supervisors (32.9%) than agents (13.1 %) had attended such courses.
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4.3 LEVELS or SUPERVISORS' PROrr.ssIONAL COMPETENCIES AND DD'R.RENCES IN

COMPETENCIES AS PJ:Rcavm BY SUPERVISORS AND EXTENSION AGENTS

This section combines two specific objectives~ 'Detennining competency levels of

supervisms and ronparing self-perceived competencies with the perceptions ofextension agents.

These are based on the means of the ratings. Differences are determined using the t-test at the

0.05 level ofsignificance.

, Administration

In the Western 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 (fable 4.4).

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

, staffmeetings' (3.89) 'Placing extension persOIUlel in their area ofwork' (3.89) and 'Supervising

extension persOIUlel' (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 ofstaff' (3.82).

The lowest ranked administration competencies by extension agents were 'Supervising

budget expenditure'(3.12),'Assisting in budget preparation' (3.18) 'Orienting new staffmembers'

(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 commwrication' (3.29) and 'Orienting 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'Modente' (3.01). Both agents and supervisors ranked 'Conducting staffmeetings'(4.13 and
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Weltem Region Br0D3 Alud"o Region Upper E.t Retiaa

AdmiDilltndioo ApD Supervi.ors A8enb Supervison Apa Supervi...

Competency NslOO N=38 N=85 N=22 N=36 N=13
t t t

Mea SO Rank Mean SO Rank Mean SD Rank Mea SD RaDle MCBO SO Rank Me-. SO R8nk

1. In-depth knowledp

BOd lIDdentan~ of
Ibe ''Unified Agric:.

F.xtension system" 3.45 0.81 13 3.32 0.81 16 .87 3.08 1.03 20 3.64 0.85 7 -2.7~ 3.11 1.06 12 3.31 0.95 10 -.62

2. Wri~ realistic goals
for the extension

prop-amrne 3.40 0.79 1~ 3.2~ O. -t> 20 9" 324 1.03 14 323 1.0'7 20 .03 333 096 - 331 0.95 10 .08. .)

3. Ability to man~e

scarce resources for

optimum productivity 349 0.92 10 3.66 (I ~r 6 -.92 :UR 2 ~ 1 i 3.50 130.1 13 -.04 30~ (0 "'- I~ 3.54 0.88 4 -165

4. COOl'din8Iin~ th~ use
of equipment.

facilities and
resources with office

staff 3.62 0.93 7 3.68 0.78 S -.41 3.40 1.03 9 3.45 0.86 16 -.25 2.92 0.81 20 3.46 1.33 5 -1.39

S. Bu~t preplU'lltion 3.18 1.08 20 3.24 1.03 21 -.29 3.22 1.12 16 3.14 1.17 21 .32 2.94 109 19 3.08 1.55 13 -.28

6. Supervisil1ll budget
expenditure 3.12 1.00 21 3.34 1.24 15 -.99 3.12 1.19 19 3.41 126 17 -.98 2.81 128 21 2.77 1.42 21 .08

7. M8II~ time
effective Iy 3.90 0.86 1 3.92 0.91 3 -.12 ..... -::. 091 4 4.14 0.94 1 -1.87 3.36 080 ~ 3.38 0.77 8 -09-' -

Scale: I = L.ac~ l)( comp(·lcnce. 2 = low competency. 3 =- ;-'h)deraIe competency. -1 " Hi~, cl'llIpelency. 5 = '·er;. hi~ competency .p::::: CIO~
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TIIIiI. 4.4: M...., StaB..... n.w.u....d1balldlll for AGlllddndJoa Competende••yPolldon Title of ReIpOnM" In tile Re.......

We8lem Region Broll8 Abafo Region Upper Eat Resin

Adminillnd:ion A8eDtI Supervi.on AgeIdB Supervi.on AgemB Supervi.on

Competency N-IOO N=38 N=85 N""'22 N=36 N=13
t t t

Mean SO Rank Mean SO Rank Mean SO Rank Mean SO Rank Mean SD Rank Mean SD Rank

8. CoorclilWing the
worlc IcbeduleB ofstaff 3.75 0.90 5 3.82 0.61 4 -.49 3.79 0.90 3 3.95 0.95 3 -.74 3.66 0.83 2 3.38 1.39 8 .69

9. Supervising extension
Personnel 382 0.88 4 4.03 0.68 2 -1.47 3.65 1.02 5 3.82 0.85 4 -.80 3.61 0.84 3 3.69 0.75 1 -.32

10. Placing extension
personnel in their area
ofworl: 3.89 1.00 2 3.66 1.26 6 1.02 3.91 1.25 2 3.82 0.77 4 .41 3.39 1.08 4 3.00 1.16 15 1.06

11. lTnderstanding how
Pol icies are forrnulared 3.32 101 18 3.42 1.03 14 -..52 3.21 1.21 I ~ 3.36 0.89 18 ·52 3.06 1.22 16 285 U8 19 .51

12. Ability to identi~'

Policies specific to
your area(s)
respeonsibility 3.39 0.96 16 3.32 0.99 16 .40 3.15 1.19 18 3..55 1.10 11 -2.03- 3.00 0.89 18 3.62 0.65 3 -2.63·

13. Conductios staff
meetings 3.89 0.95 2 4.05 0.66 1 -1.14 4.13 1.16 1 4.32 0.85 1 -.96 3.78 1.07 1 3.69 1.11 1 .24

14. Promoting inter-
office 3.67 3.82 6 3.29 1.09 18 .90 3.35 1.20 10 3.68 0.91 6 -1.43 3.11 1.19 12 3.00 1.16 15 .29

Scale: 1 '= Lack oi competence, 2 = L()\\, competency. 3 =Moderate competency. 4 =High competency. .5 ~ \'ery hi~ competency
'p~ 005.
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T.... "A: Me..., Stadud DnladoDl ••R-ktng for AclmlDl.lt:rMton CompeteDdel by POddOD Title of ReIpODdeDtt In the Rellou.

Weltem Region BroD8 Abafo Region Upper Eat Region

Adminiltndion AgeotB Supervilon A8etdB SupervisOf'l A3eDt8 Supervi.on

Competency N=100 N"38 N=8S N=22 N=36 N=13
t t t

Mean SO Raok Mean SO Rank Mean SO RBDk Mean SO Rank Mean SO RBDk MeaD SO Rank

1S. Oelepliog
RIpODlibility aDd
lIIIIhority 3.49 0.94 10 3..58 0.98 8 -0.48 3.29 1.14 11 3..50 0.91 13 -0.81 3.36 0.93 .5 3.00 1.00 16 1.14

16. Orienting new staff
member 3.30 1.17 19 3.29 1.11 18 0.05 3.01 1.25 21 3.60 0.77 8 0.80· 3.03 0.91 17 2.92 1.38 18 0;25

17. Providing
recognition for staff 3.47 1.61 12 3.45 1.06 12 0.10 3.28 1.21 13 3.32 0.89 19 -0.15 3.17 1.06 9 3.00 1.23 17 0.44

18. Maintaining staff
morale 357 1.05 9 3.55 1.01 10 0.09 3.29 1.19 11 3.59 110 9 -l.l1 3.11 1. 21 12 3.15 0.99 12 -0.13

19. Preparingjob
descriptions 3.60 0.10 8 3.55 0.98 10 0.25 3.49 1.16 6 3.59 0.85 9 -0.44 3.31 0.86 8 3.39 0.65 7 -0.34

20. Dealing with
complaints 3.38 1.11 17 3.58 0.98 8 -1.03 3.24 1.20 14 3.50 0.91 13 -1.13 3.17 1.00 9 3.08 1.04 13 0.27

21. ADalysing personnel
record 3.42 0.97 14 3.45 0.80 12 -0.17 3.41 1.14 8 3.54 0.91 12 -0.58 3.14 1.02 11 3.46 0.78 .5 -1.18

GRANDMEAN 3.53 0.,59 3.5,5 0.50 -0.16 3.40 0.69 3.60 0.62 -1.32 3.21 0.60 3.24 0.77 -0.13

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

.p~ 0.0.5.
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'Supervisingbudget expenditure' (3.12). The following administrative competencies were ranked

(32)hPest(tab1e 4.4). .Agents ranked 'Placing extension personnel in their area ofwork' (3.91)

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

supervisors ranked 'coordinating work schedules ofstaff' (3.79 and 3.95) third.

The lowest ranked competencies by agents were 'Orienting new stafImembers (3.01),

r 'In-depth knowledge and IUlderstanding of the willied agric. extension system' (3.05) and
l

I
~

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 ofthe 21 competencies. Those that showed significant differences were 'In-depth knowledge

and understanding ofthe wrified agricultural extension system', 'Identifying policies specific to

yoW" areas ofresponsibility' and 'Orienting new staffmembers'. 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

..
"

identifyingpolicies 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 \vithin the 'Low' range by both groups (2.18 for

i agents and 2.77 for supervisors). Agents placed 'Coordinating the use ofequipment, facilities and

~~
~ resoW"Ces with office staff' and also 'Budget preparation', in the 'Low level while supervisors

placed 'Understanding how policies are formulated' and 'Orienting new staffmembers' in the

'Low'1evel. The grand mean perceptions ofagents and supervisors did not differ significantly ie,

3.21 and 3.24 respectively (fable 4.4).
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r
Pregramme planning

Table 4.5 compares the mean perceptions ofagents and supervisors in the three regions

in terms ofProgramme Planning competencies.

Respondents in the Western Region ranked alI the eight competencies within the

'Moderate'rcmgeie, between 3.06 and 3.84. There were no differences between mean perceptions

of all the items except 'Detennining the needs ofclientele for extension programmes'. Agents

ranked 'Developing a calendar of extension activities' (3.0'7) first, followed by 'Detennining

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

, I plarming' 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

$'
.! .

1, ,

l'
, t

j

'Preparing along-range programme ofwork' and 'Involving extension support groups and clientele

in programme planning', which the agents ranked within the 'Low' range (fable 4.5).

The means ofthe two groups differed significantly in four out of the eight competencies, Like the

Western Region, agents ranked 'Developing a calendar of extension activities' first.

Supervisors ranked 'Preparing an aruma! programme of work for your area of

respons1bility' 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, ~e those in the
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00

WelterD Region Br0D8 Ahafo Region Upper Eat Resion

Prognamne PltlDllin8 A8euIa Supervison ABeam Supervisors A8eub Supervison

Competency N=100 N=38 N=8S N=22 N=36 N=13
t t t

MeBll SD Rauk Mean SD Rank MeBll SD Rauk Melli SD Rank MeBll SD Rtmk MelD SD Rank

1. DevelopiDs a
Calendar ofextension
lldivities 3.67 1.03 1 3.74 0.83 2 -0.40 3.34 1.40 1 3.59 0.85 3 -1.05 3.69 0.92 1 3.54 0.66 2 0.63

2. Detenni.ng the needs
ofclientele for
extension programme 3.29 1.09 6 3.63 0.68 3 -2.21· 3.09 1.30 .5 3.41 0.80 5 -1.43 3.25 1.25 6 3.62 0.77 1 -1.23

3. Delennining
objectives/ goals of
the extension
programme 3.59 088 2 3.84 0.72 1 -1. 73 3.31 1.17 2 3.55 0.96 4 -0.99 3.36 1.13 4 3.54 0.88 2 -0.58

4. Establishing
programme priorities 3.44 0.98 4 3.58 0.83 6 -0.84 3.18 1.28 4 3.41 1.10 5 -0.85 3.28 1.37 5 3.46 1.05 4 -0.50

5. Preparing an annual
programme ofwork
for your area of

responsibi lity 3.51 1.12 3 3.63 0.97 3 -0.63 3.20 1.31 3 3.73 0.77 1 -2.44· 3.44 1.21 2 3.46 1.39 4 -0.40

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

'p.s; 0.05.

©University of Cape Coast

Digitized by Sam Jonah Library



••••••••_-------------------_..._------~".. ~~--." ....-..-.:..-.~#--.:..,...~ -----. ...... , .. .:...
',_.. ..~.:. ·""'I'.·:~'·."f,,\J~I.~~~~~ P ..,EKC • 3

···::::·';,;7
o;.~
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WelterD Region Brong Ahafo Region Upper Eat Region

Pro8J'lllllllePI~ A,§eDlI Supervi.on Agents Supervi.on Apm. Supervi.on

Competellcy N=100 N=38 N=85 N~22 N-36 N=13
t t t

MeBD SO Raok MeBD SD Rank MeBD SD Rank MeBD SO Rank MeBD SO Rank Mean SORBDk

6. PrepIriJJ& a lons-
I"IIIJBe progmme of
wort 3.13 1.17 7 3.26 1.16 7 -0.60 2.76 1.23 7 3.27 0.99 7 ·2.04· 2.7S 1.03 8 2.8S 1.28 8 -0.24

7. btvolving co-workers
in programme
planning 331 1.1.5 .5 3.63 1.17 3 -1.4.5 3.08 1.30 6 3.68 0.10 2 -2.35" 3.44 1.08 2 2.92 1.44 6 1.19

8. Involving extension
support groups and
clientele in
progranune planning 3.06 1.07 8 3.16 0.92 8 -0.53 2.44 1.16 8 3.05 0.72 8 ·3.07~ 3.22 1.20 7 2.92 1.19 6 0.78

GRANDMEAN 3.38 0.72 3.56 0.63 -1.48 3.05 0.99 3.46 0.67 -2.31" 3.31 0.93 3.29 0.81 0.06

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

.p s: O.OS.
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We*mandBrongAhafoRegions, ranked I Developing a calendar ofextension activities' (3.69)

. 1iIsl Supervisors placed this competency (3.54) in the second position. Both placed, 'Preparing

;~a~ programme ofwork' last. The overall mean perceptions did not differ significantly.

In the Western Region the two groups ranked 'Completing monthly or annual reports' first

! programme Execution
1

I
\'

, ' 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

I supervisors placed 'Utilizing a calendar of activities/events' and 'Providing leadership 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 Aharo Region was close to that of the Western Region except

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

;

~. planning and execution'. The overall means did not differ significantly (fable 4.6).

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

1nvolvingothers in executing plans' which the agents placed between 'Low and 'Moderate' (2.89).

executing plans was ranked first by agents.

'L
; ; 'Completing monthly or annual reports' was ranked first by supervisors while involving others in
.,

I'
I

There were no significant differences between the means for all the competencies and their

grcmd means. In the three regions, 'Completing monthly or arumal reports' maintained its topmost

i
j position (fable 4.6).

I
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T.... 4.': Meal.S~Dm.dou a'R.-Idq for Pre........ Es.catfoa CompeteDdel by Polldoa Tid. ofRe.,oa.atI ba the RelioDi.

Weltem Region Br0D8 Ahafo Region Upper E8It Resion

Pro8J'8lDllle Execution ApDtI Supervilors A8em. Supervilors A8eot1 Supervilon

Competency N-IOO N c 38 N=8.5 N=22 N=36 N=13
t t t

Meao SD Rank Mean SD Rank Mean SD Rank Mean SD Rank Mean SD Rank Mean SD Rank

1. UtiliziDg. Calendar
of adivitiellevera 3.47 0.99 5 3..53 0.86 6 -0.33 3.35 1.17 6 US 0.74 7 -0.95 3.33 0.86 4 3.38 0.77 4 -0,20

2. Following a written
programme ofwort 3.39 1.05 7 3.66 0.78 4 -1.63 3.52 1.10 3 3.91 0.87 2 -1.78 3.33 0.93 4 3.31 0.95 6 0.08

3. Providing leadership
for progra'11mes
planning aud execution 3.60 204 3 3.53 0.76 6 031 3.24 1.02 7 368 078 4 -2.24'" 3.19 0.79 6 3.38 0.77 4 -0.76

4. Developing a
working relationship

with clientele 3.66 0.93 2 3.87 0.81 3 -U9 354 0.95 2 3.68 0.89 4 -0.65 3.47 0.97 3 3.62 0.96 2 -0.46

5. Completing monthly
or annual reports 4.07 0.84 1 4.13 0.96 1 -0.35 4.05 1.02 1 4.05 0.65 1 0.90 J.72 0.78 2 3.85 0.69 1 -0..54

6. Involving others in
executing plans 3.44 0.88 6 3.61 0.92 5 0.96 3.42 0.93 5 3.64 0.90 6 0.81 2.89 1.12 1 3.31 0.95 6 -1.30

7.Conducting
:home/farm visits. 3.60 1.09 3 3.92 0.85 2 -1.82 3.46 1.09 4 3.77 0.81 3 -1.50 3.19 1.04 6 3.62 0.87 ,: 2 -1.42

GRANDMEAN 3.60 0.70 3.75 0.58 -1.22' 3.51 0.71 3.75 -1.84 "0.50 3.31 0.60 3.49 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.
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All the 18 items in this competency area were rated between 'Lack' ofcompetence and

'High' <XDlqdt:noe (fable 4.7). No significant differences occurred between the mean perceptions

, ofagents and supervisors for all the items including the overall mean perceptions. The overall

. meanperoeptions were within the 'moderate' range though the standard deviations for the various

items differed widely.

~

~ In the Western. Region. agents ranked 'Recognizing the 'importance ofpunctuality' highest
L,,
1 (3.90) followed by 'Encouraging audience to ask questions' (3.87) and 'Presenting information in
: .

a lecture' (3.75) and 'Presenting infoffilation at a meeting' (3.75). Supervisors ranked 'Presenting

.: inforrnationat a rneeting' highest (3.92) followed by 'Encouraging audience to ask questions' and

'Recognizing the importance ofpunctuality' (3.71).

The lowest ranked items were 'Presenting information with slides' and 'Presenting

..
T ,

t

\ .

information with an overhead projector' for both agents and supervisors.

In the Brong Ahafo Region, both agents and supervisors ranked 'Recognizing the

importance ofpunctuality' as the highest with 'Presenting information with slides' and 'Presenting

information with overhead projectors' as lowest (fable 4.7.)

In the Upper East, the topmost item was 'Presenting information at a meeting' for both

agents and supervisors (fable 4.7) with 'Presenting information \vith an overhead projector' and

'Presenting information with slides' as the lowest (fable 47)

Communication

Table 11 shows the mean perceptions ofagents and supeIVisors 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 ofcompetency' and 'High competency'. The various standard deviations varied

12.
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TUIe ".7: .... SUa..... DeWItJIng .dlbaaldna for Te.cldnI Competeadel by Polldoa Title orReIpOlUleau III the RelioD.

~.,

Weltern Region BroD8 Ah8f'o Region Upper Eat Region

TelldUu8 A3eDtI Supervilon AgentI Supervilon Apa Supervi.on

Competency N-I00 N=38 N=8S N""U N=36 N-13
t t t

Mean SD Rank Mean SD Rank Mean SD Rank Mean SD Rank Mean SD Mean SD RaDle:
Rank

1. UliD8 principles
(baic ide. or mles)
of lelll'Ding and
teaching. 3,36 1.12 9 3.34 1,24 10 0.08 3.16 1.11 1l 3.41 0.91 8 -1.07 3.28 0.74 6 3.31 1.18 3 -0.09

2, Developing teaching
materials. 2,97 117 14 3,00 1.19 14 -0,13 3.88 1.20 14 3.14 108 13 ·0,96 2.81 1.06 13 3,23 1.12 4 -1.15

3, Ability to select non-
formal methods and
techniques for
particular situations 3,06 093 12 329 0,93 1) -1.30 3,09 102 13 3.05 0.79 15 024 2,78 0.80 14 3,15 0.99 11 -1.24

4. Presenting
information in a
lecture 3.75 3.10 3 3.50 0.86 8 0.74 3.46 1.12 7 3.59 0.73 4 -0.67 3.14 1.22 9 3.00 1.53 12 0.30

5. Presenting a concept,
principle, or skill
through a method
demollS1rlUions 3.43 0.90 7 3.63 0.91 4 -1.16 3.16 1.24 11 3.23 1.41 11 ·0,23 3.19 1.01 7 3.31 1.18 3 ~0.31

6. Presenting inform-
ation in a meeting 3,75 0.78 3 3,92 0,71 1 1.56 3,61 1.10 3 3.64 1.09 2 -0.09 3.72 0.74 1 3.69 0.86 1 0.11

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

'p~ 0.05.
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T_le ".7: Meal, Standllrd Devillld/)n~ llnd RlIJtkJng for TelllclWtg Competenclel by POlltJon TltJe or Respondents In tJl(' ReglolU.
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Western Region Broll8 Ahafo Region Upper E8It !lesion

TellCb.ioa Agents Supervisors Agents Supervisors AgentI Supervi.on
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. Pre.eutin8
infonnation in a
seminar 300 1.12 13 3.13 1.04 13 045 3.19 1.13 9 3.36 0.90 9 0.77 2.97 1.11 10 2.77 1.48 15 0.4~

8. Pre.eutiD8
information at a field
day 3,13 118 11 3.39 0.97 9 0.32 3.46 0.97 7 3.45 0.80 7 0.02 3.19 1.19 7 3.23 1.17 4 -0.10

9. Presenting
infonnation with an
overbead projector 2 f12 2 1,-, 1- 213 1.19 18 1.56 2.24 1.34 17 2.64 l.IR 17 -138 2.25 1.23 17 1.77 1.36 18 1.12

10. Presenting inform-
Ation with slides 2,29 I ',; 1:3 2,18 1.23 17 045 2.05 1.20 18 255 1.22 18 -1.71 2.22 1.31 18 1.85 1.28 17 0.90

11. Preseotifl8 inform-
ation with charts 2.84 US 15 2.76 1.32 16 0.32 2.81 1.29 15 3.18 1.14 12 -1.32 2.86 1.20 11 2.87 1.14 14 0.24

12. Preleotill8
information
with chalk board 3,52 1.14 6 355 1.13 6 -0.15 3.48 1.05 6 3.31 127 10 0.55 2.05 1.23 16 3.31 0.86 3 ·1.78

13. Conducting group
discussions 3,61 0.91 5 3.58 1.13 5 0.15 3.52 1.03 4 3,55 0,91 5 -0.12 3.42 0.65 3 3.23 1.17 4 O.5~

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

.p~ 0.05.

©University of Cape Coast

Digitized by Sam Jonah Library



• ••••••••----------------_....,....'wD1"'~_...::...:O:'...~~.~. ._....~.•,
••• ~.;,.~- ~- -.. • "0- .... _ ~

..•.,
".:»;•.;-". .
". "'. ".

..... '~"I..''''''.A_~." _ t .; 2 i2

Tule 4.7: Me..... Sttllldard DevtatJom and RIUlklng rOf" Teaching Competencle. by PodtJon Tide or Re.pond('ntJ In the Region•.

Western Region Broog Ahafe Region Upper Eat Resion

TeaclUog Agents Supervisors Agents Supervisors Agem Supervilon

Competency N= 100 N=38 N=8S N=22 N=36 N-13
I t t

Mean SD Rank Mean SD RBJIk Mean SD Rank Mean SD Rank Mean SD Rank MelD SD RIIIk

14. The use of the
problem solving
approach to

teaching 32] (ji; - 1(, 316 1.00 12 0.39 3.18 0.8.5 10 3.09 119 14 0.32 2.86 1.02 11 2.92 1.32 13 -O.H

15. EocOUl'lging
eudience to at
queltiODI. 3.87 092 2 3.71 1.01 2 0.85 3.68 0.83 2 3.73 0.83 2 -0.23 3.42 0.94 3 3.31 1.03 3 0.33

16. PllInIlin& Of"8Bnizing
BOd conducting tOUl1l

and field trips. 2.76 1.24 [6 2.79 1.28 1.5 -0.12 2..51 1.07 16 2.9.5 0.10 16 -1.85 2.78 1.1.5 1.5 2.69 1.11 16 0.24

17. Judging elChibits at
agicultural shows 2.41 1.10 k 3.52 1.11 7 -0.55 3.49 2.4.5 .5 3.50 0.80 6 -0.02 3.33 0.93 .5 3.31 1.11 3 0.07

~

18. Ability to recognize
the importance of
punctuality 390 0.:;;9 J 3.71 0.98 2 1.04 3.80 0.10 1 3.95 0.90 1 -0.07 3.S8 0.87 2 3.54 1.13 1 0.13

GRANDMEAN J 2.' .., ',~ :J 21 069 0.08 3.15 0.78 330 0158 -0.81t 2.03 0.63 3.03 0.81 0.01

Scale: 1 =Lack of competence. 2 = Low competency. J = Moderate competency, 4 = High competency, 5 = Very high competency
.p~ 0.05.
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T_.e 4.8: Me.... St8....De~ouud Ru1dDI for ComJlllllllcadoD Competendel by Polltlon Tide ofRelpoDa.. III the R...o....

Western Region Broog Ahafo Region Upper Eat Region

Communication A,§ents SupervilGn Agents SupervilOI"l A,§eoII Supervilon

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

Me8D SD Rank Me8D SD Rank Me8D SD Rank Me8D SD Rank Mean SD Rank Mean SD Rank

1. Establilbiog
communications
amoog extension staff 3.53 1.02 6 3.50 1.11 6 0.15 3.38 1.17 9 3.55 0.86 7 -0.76 3.11 1.24 7 3.31 1.18 6 -O,SI

2. Writing letters and /
or memos 3.61 1.04 2 3.61 1.03 4 0.02 3.41 111 8 3.59 1.10 6 -0.68 2.86 1.27 9 3.38 1.12 3 -1.39

3. Writing and/or
completing special
reports 3.72 085 1 3.74 0.89 2 -0.10 3.67 0.91 1 3.86 0.89 1 -1.01 3.25 1.03 4 3.08 1.38 8 0.41

4. Speaking to groups 3.55 098 .5 3.71 0.96 3 -0.88 3.65 0.88 1 3.77 0.75 4 -0.67 336 1.18 2 3.69 0.75 1 -1.16

5. Speaking to
individuals 3.58 113 4 3.76 1.13 1 -0.85 3.60 1.16 3 . 3.11 1.18 9 0.68 3.53 1.00 1 3.54 1.45 2 -0.02

6. Usiog nOD-verbal
communications 3.03 1.02 11 2.92 1.22 11 0.49 2,98 0.98 11 2.95 0.90 11 0.10 2.53 1.23 10 2.77 1.17 11 -0.63

Scale: 1 = LaL:k of competence, 2 = Low competency, 3 = Moderate competency, 4 = High competency, 5 = Very high competency
'p ~ 0.05.
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T.... 4.8: Me_, SbD.... DeWdIo....RnJdnl lor COIIIIIIIIDIc:IldOD Competendel by Poddon Tide or KelpoademlD the Relllo",

Weltem Region Broll8 Ahafo Region Upper But Resioo

COIIIIDUIIicldion AseDtl Supervison AseoP Supervison Aleuts Supervilon

CompeteDcy N""100 N=38 N=8~ N""22 N""36 N=13
t t t

Mean SO Rank MelD SO Rank MelD SO Rank Mean SO Rank Mean SO Rank Mean SD Rank

7. POllenion of
IilteniD& I1ciUI 3.~9 O.8~ 3 3.39 0.95 7 1.11 3.45 0.97 7 3.45 0.91 8 -0.03 3.31 1.11 6 3.31 1.11 6 0.1.5

8. Preparing extension
publications 2.81 1.17 12 2.55 1.13 12 1.18 2.38 1.19 12 2.45 0.91 12 -0.34 2.~0 1.13 11 2.31 1.18 12 0..51

9. All on
correspondence
promptly 3.53 0.97 6 353 0.92 5 0.02 3.55 1.04 .:t 3.64 1.41 .5 -0.31 3.19 1.14 6 2.85 1.07 9 0.99

10. Providing
recognition for
achievement 3.33 1.01 10 3.32 1.09 8 0.07 3.22 IJ.1 10 341 101 9 -0.75 2.97 1.13 8 2.85 1.28 3 0.31

11. Establishing
:,

worlting relation-
shipll with other

goveromental
orgaoizations and

agencies 3.35 1.01 9 3.18 1.01 10 0.86 3.49 1.51 6 3.82 0.80 2 -1.38 3.22 1.22 5 3.38 0.96 6 -0.48

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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Tal. 4.8: M..... Stml.....DiM..... _d RaIdaI for CoamnmltadoD CompeteDd•• by POddOD TttJe of Relp......... th. R.llo",

""I
00

Western ReiPOD Brong Ahafo Region Upper Rut ReiPOD

Communication AseId8 Supervi.on A8entB Supervilors A8ent8 Supervilors

Competency N=100 N=38 N=S5 N=22 N-36 N"'" 13
l t l

Mellll SD RBDk Mean SD RBDlc Mean SD Rank Mean SD RBDk Mean SD Rank Me8ll SD Rank

12. Establishing
worlcing realtion-
ships with other

governmental
organizations and
agencies 3.38 0.97 8 3.24 0.88 9 0.83 3.52 1.01 5 3.82 0.96 2 -1.30 3.25 1.16 4 3.38 0.96 3 -0.41

13. Th~ use of a camera
and/or other
photo~hic

~quipment 1.65 1. (l I 14 166 1.12 14 -0.04 1.87 2.35 13 2.32 1.43 13 -1.13 1.75 o ~., 15 1.54 113 14 0.63

14. The ~e of a lap~

record~r 1.89 1.25 13 1.82 1.21 13 0.32 2.05 1.31 15 2.09 1.07 14 -0.14 1.86 LIO 13 1.62 1.19 13 0.65

-
IS. The use of a (desk

top) computer 1.45 0.94 15 1.50 0.98 15 -0.27 1.35 0.86 14 1.64 1.18 15 -1.06 1.81 0.98 14 1.46 0.97 15 1.10

GRAND MEAN 3.07 0.61 3.03 0.73 0.29 3.04 0.68 3.18 0.63 -0.97 2.84 0.74 2.83 0.72 0.03

Scale: 1 = Lack of competence, 2 = L<lw Competency. 3 ... Moderate competency, 4 = High competency. 5 = Very high competency

'p~ 005
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In the Western Rcltion ~ellts nUlkcd 'Writin~ lu\d/M (1()l1\pleh,~ sp{)(1il,1 1~lltlI1s' I'S

topmost (3.72) followed by 'WritiJ~ letters 111l(V(lr memos' (3.0 I), ~upcrvis(H'S nmkc.'d '~IWllklt1~

to individuals' ItS h~hest (~.70) followed hy 'Wrilin~ nnd/(,I' (~omplchn~ SllC(~illl rcpnlts' (\ 74)

the use (,f II (1lunCm IUHI/or olher phnln~mJlhiccqllipllWllt' (I (l Ci lind I (lh)

III the llppcl I·:usl. 'Spcuklllg to IlIdlVldllllls' ('" ~ l) lIlId 'SpcllklllP. tn ~l nllps' ( \ \(1) \WI ('

ntr\kcxI hy IlJtcnts It... lin..lltlld SCCtllld wIllie' rhe SIIPCIVISlllS pllH'l'd the Sltll\(' (~lllllpd['II\'IC':'iSI'I:lllld

phot(l~llIplllceqll1pllIl.~III'1I11d Till' 11:-.[' nlll dl'S" Inp 1'111I11'11kl '

influence people to Itcccpt c1l1l11Jo(C' ('ruhle -i l»Thcy IIl11kcd 'I ldclIIlIllIlIJI,lhc ('Ili~d <II PI<'SSIIII'

groups()nthetJtinkin~proCCl\s' lowest (lOX) Tills ulso ItppclIIcd liS the lowest III IIII' IltllklllH I,v

luperviaors (2.92). SupctVUiort' nUlkccJ 'Ahihty to inlhlclI(JC peoplo to Ilceopt chulIW' 1I/1llllls11

'R.ecogni7jng diffenmoc in age KTOU»S' (JOh) to!,1Il0"t. '111c OVCJltJlIIICUJI PClccptJOIiS ,lid 11111 sllow

any lignifioant difference.
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TlIb1e ...,: Me...., StIIIldal'd DemdoDl ad RJmIdDJ for UndentlllulillRlIlDaD Behaviour Competeacle. by Poddon Title of Relpoadem ba the R....DI.

Western Region Brons Ahafo Region Upper Eat Region

Underltaodiog Human A8eniB Supervisors Agents Supervilors Agents SupervilDn

Behaviour N:: 100 N::38 N~85 N=22 N=36 N=13
Competency t t t

MelD SO Rank Mean SO Rank Mean SO Rank MelD SORank Mean SO Rank Mean .SO Rank

1. Application of
principle. of
motivation 3.17 0.98 10 3.11 0.86 10 0.38 3.02 1.04 9 3.09 1.07 9 -0.27 2.81 0.86 10 3.31 1.03 11 -1.57

2. Identification of
factors that influence
people to become
involved 3.32 0.86 6 J.:~4 0.88 8 0..54 3.01 1.08 10 3.09 102 9 -0.32 2.94 0.96 9 3_62 0.77 3 -2.52

3. Detennining the
effect ofpresSW'c

groups on the
thinking process 3.08 107 12 2.92 0.91 12 0.87 2.81 0.99 12 2.95 113 11 -0.54 2.69 0.98 11 3.15 0.90 12 -1.54

4. Recognizing the
factors influencing

goal settiogs 3.28 1.07 7 3.39 0.64 5 -0.77 3.09 0.10 8 3.18 0.91 7 -0.40 2.97 0.91 8 3.38 0.87 9 -1.45

5. Applying factors
affectin8 behavioW'
of people 3.17 0.10 10 3.05 0.84 11 0.70 2.95 1.02 11 2.91 0.92 12 0.19 2.67 1.17 12 3.38 1.04 9 -2.06

6. Ability to influence
people to accept
change 356 0.97 2 3.66 0.78 1 -0.61 3.27 1.08 6 3.14 0.99 8 0.56 3.19 1.12 1 3.69 0.86 2 -1.65

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

'p S; 0_05.
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T'" 4.': Me.... StaUrd DeWldODI ...R.mddDI ror Ua.......Hmua Bebnloar Competeadel by Podtloa Tide .rR.e..oa.... 1a the ..........

Weltem Region Broog Ahsfo Region Upper Eat Resion

UncIerItaodi08 H.um8n AgeatI Supervi.on AgenP Supervilon A8eutI Supervi.on
Behaviour N=100 N=38 N-S' N=22 N-36 N-13
Competeswy t t t

Mean SD RaDk Mean SD Rank Mean SD Rank Mean SD Rank Mean SD Rank Mean SD Rank

7. Ability to ideutify the
power ItnJdure

within lbecoDlDlundy 3.21 0.99 8 3.34 0.99 6 -0.70 3.28 0.91 5 3.41 4.85 3 -0.61 3.08 1.11 , 3.46 0.97 7 -1.16

8. Ability to identify
preslUrt groups

within the community 3.18 1.03 9 318 0.80 9 -0.30 3.31 0.93 4 3.32 1.08 4 -0.05 3.03 1.03 7 3.62 0.65 3 -2.36-

9. Utilizing knowedgt
of interaction of

people in groups 2.40 0.79 .~ 345 0.72 3 -0.33 3.20 1.03 7 3.03 0.92 6 -0.12 3.14 1.10 2 3.46 1.27 7 -0.80

10.Recognizing difftrt-
nces in age groups 3.61 0.95 1 3.66 0.91 I -0.27 3.39 1.23 2 3.27 1.08 5 0.44 3.11 0.95 . 4 3.54 0.78 6 ·1.60

II.Recosnizin8 tradit-
ional cuhure 8Ild its
effect on ctJange 3.46 0.96 4 3.26 1.11 7 -0.97 3.36 1.1, 3 3.64 0.90 1 -1.18 3.08 LOS , 3.62 0.77 3 -1.93

12.Recognizing the role
ofdifferent sexes and
how it influences
change 3.48 0.87 3 3.45 1.01 3 0.18 3.52 1.09 1 3.59 1.01 2 -0.30 3.14 1.10 2 3.77 0.93 1 -2.00

GRANDMEAN 3.33 0.73 3.31 0.63 0.14 3.19 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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Inthe~Ahafo Region 'Recognizing the role ofdifferent sexes and how it influences

dBF'camefirstinthe agents' rating (3.48) followed by 'Recognizjng differences in age groups'

(3.39). Supervisors placed 'Recognizing traditional culture and its effect on change' (3.59) first

.! in 1I1eir 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' (fable 4.9). No significant difference occurred between all the mean perceptions ofagents
.~

l' and supervisors in the regions.
I
"

,;

In the Upper East, the agents ranked 'Ability to influence people to accept change' first

(3.19) followed by 'Utilizing knowledge of interaction of people in groups' (3.14). Supervisors

ranked 'Recognizjng 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 ofpeople' (2.67) and 'Determining the effect ofpressure

:' groups on the thinkingprocess (3.15) followed by 'Application ofprinciples ofmotivation' (3.31).
r

t: Gfthe 12 items in this competency area, only one showed a significant difference between the

mean ofagents ratings and that ofsupervisors 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 ofboth groups also showed a significant difference (fable 4.9).
.,
r

) Maintaining Professionalism

In this area, there were no significant differences between the mean perceptions ofagents

and supervisors in all the three regions. The overall means also were not significantly different

(fable 4.10).

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

supervjs(u.11Deoftbe BtoogAhafo Region were between 2.95 and 4.45 while the ratings were

between 2.69 and 3.62 in 1he Upper East Region.
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w

Wettena hsioo Bron8 Abafo Resioo Upper Eat Re,iClll

NaiRj"j. ApD ~ervi.on AFa Supervilon A8eIIb Supervilon
Profellioaali... N= 100 N a 3a N'" 8.5 N=22 N-l6 N-ll
CoIIIpeteDey t t t

MelD SD Jld Me.. SD IlII1k MUD SO Rank Me.. SO R..ac Me.. SO Rank MelD 9D halt

1. J.demifyina
opportImitiel for

profe..ion&l
improvement 3.JS 097 2 3..5S 098 2 -1.09 3.32 0.9S 2 4.4S 4.32 1 -1.23 3,28 0.88 2 3..51 1.20 2 -0.72

2. Developing a plan for
profeuional
compl'lencies 3 I~ ]03 4 3.26 09~ ~ -067 3,02 I O~ .l 2 'j.~ 1.33 .~ 023 2.69 086 -1 3 28 1.12 4 0.31

3, Maintaining
professional
organizalions and
activities 3-H, O,'j(, J 3.63 OX~ I -102 3.41 , 1"2 I .1 .~ 'j 118 2 -065 319 0.92 I 3,62 0,87 I ·1.47

4. Participation in
professionaJ

organizations and
activities 322 1.11 3 3.37 0.88 3 -0.82 3.32 1.00 2 3.SS 1.01 3 -0.94 3.14 1.20 3 3,31 0,93 3 -D.S 1

GRANDMEAN 3,29 0,81 3.43 0.73 -1.13 3.27 0,87 3.64 1.40 -1.18 3.08 0.76 3,38 0.94 -1.06

Scale: J = Lack of competence. 2 . Low competency, 3 = Moderate competency, 4 = High comp,ettncy, .5 •. Very high competency

'P~ O.OS,
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All the respondents in the three regions except the supeIVisors in Brong Aharo, ranked

& Maintaining professional competencies' topmost with 'Developing a plan for professional

improvement' as the last (fable 4.10)

Evaluation
~. '

J In the Western Region both the agents and supervisors rated 'Evaluating the performance
I,

ofthe extension staff' as highest out of the 15 evaluation competencies. The mean perceptions

l' were significantly different for this item. Both rated 'Conducting a literature search utilizing

library resources' as lowest (2.72 and 263). Significant difference occurred benveen the means

of 'Evaluating the performance of the extension staff' though both ratings were behveen

'Moderate' and 'High' (3.59 and 3.92). The overall means did not differ significantly (fable 4.11).

In the Brong Ahafo Region agents ranked 'Evaluating the perfonnance ofthe extension

!

i: staff second (3.52) while supervisors ranked the same item first (4.71). 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 ofagents and supervisors (fable 4.11).

In the Upper East Region, agents ranked 'Identifying 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 ofagents and supervisors for these items showed significant differences, they

an fell between 'Moderate' and 'High' levels (fable 4.11). The overall mean perceptions ofagents

and supervisors n the three regions did not differ significantly.
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Tu.e 4.11: Me..., Sbb"'" De~.tJoDl_d R.uIdaR ror EYlllalltJoDCompeuDcle. by POIldOD Title of Re.,oa..... 1D die RealoDl.

Weltem Region BI"OD8 Ahuo Region Upper Eat Region

Evaluation ABents Supervi80rll ABents Supervisorll A8eot8 Supervi.on

Competency N=IOO N=38 N-85 N=22 N=36 N=13
t t t

Mean SD Rank Mean SD Rank Mean SDRank Mean SD Rank Mem SD Rank Mem SD Rank

I. EvaluatioB die
effectivenel' ofa

national, district, or
local extension
prognunme 3.43 0.82 3 3.47 0.73 3 -0.30 3.15 1.09 9 3.32 1.21 7 -0.,58 3.00 0.89 7 3.54 0.78 2 -2.06

2. Evaluating the
perfonnance of the
extension staff 3.59 0.88 I 3.92 0.85 I -2.02~ 352 1.02 2 4.77 4.14 1 -1.41 3.25 1.03 3 3.92 0.86 I -2.29-

3. Interpreting the
impact of change and!
or trends upon the
clientele served 345 1.29 2 3.,55 0.96 2 -1.60 3.19 1.05 7 3.59 0.80 4 -197 2.97 0.94 10 3.38 0.7-:' 3 ·1.56

4. UsiQ8 questionnaires
to seek imformation 2.86 1.12 14 3.0,5 1.23 10 -0.81 3.12 1.09 10 3.18 1.01 11 -0.26 3.08 1.20 5 3.08 0.95 10 0.02

.5. Using observation
medlod to seek
imforamtion 3.08 1.02 9 3.39 0.82 5 -1.87 3.34 0.97 4 3.23 0.75 8 0.,59 3.00 0.93 7 3.23 1.01 7 -0.72

6. UsiQ8 interviews to
seek information 3.42 4.25 4 3.00 1.34 12 0.88 3.44 1.02 3 3.23 1.11 8 0.80 3.19 0.75 4 3.38 1.04 3 -0.60

Scale: 1 = Lack of competence, 2 = l~w competency, 3 =Moderate competency, 4 =High competency. ~ =Vcr)' high competency

'p~ 0.05.
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T_•• 4.11: Me.... StllDUrd DeWd:lOlll ad R-sdq for EwlalltioDCompeteDcle. by POdUOD Title of aelpODdeDU ID the RellloD.

ae
en

WellterD Region Brot18 Ahafo Region Upper Eut Region

EvaJUlItion A8eDI8 Supervisors A8eots SuperviBOt'B ApltB 9UPerv1BOt'B

CompeleDcy N=100 N=38 N=85 N==22 N=36 N=13
t t t

MelD SD Rank Mean SD Rank Mean SD Rank Mellll SD Rank Mea SD Rank Mellll SD 1laak

7. 1nleIpretiDg rellUtts
ofquellionnaires 2.87 1.04 13 3.03 1.10 11 -0.76 2.94 1.08 13 3.05 1.33 14 -0.34 2.81 1.09 13 3.08 1.04 10 -0.80

8. Evaluating the results 3.36 1.01 6 3.47 1.01 3 -0.59 3.21 1.05 6 3.64 0.90 2 ·1.90 2.92 1.03 12 3.38 0.96 3 -1.48

9. Analyzing reports 3.42 1.08 4 3.34 1.21 6 0.35 3.58 0.88 1 3.64 1.00 2 -0.26 3.06 1.24 6 3.38 0.96 3 -0.98

10. Interpreting research
findings from
research stations and
universities ~.90 1.17 12 2.9: 1.20 13 -0.33 ~.69 1.06 14 3.18 1.26 11 ·1.67 2.75 1.20 14 2.92 1.04 13 -0.49

11. Applying research
findings when
mllkios reconune-
nelations 10 clientele 2.29 1.11 7 3.24 1.05 7 0.26 3.29 1.10 5 3.55 1.18 5 -0.90 2.97 1.03 10 3.23 0.83 7 -0.90

12. Cooperating with
reseBr'Ch stations 3.01 1.17 10 2.95 1.06 14 0.30 3.16 1.06 8 3.23 0.97 8 -0.26 3.28 1.16 2 3.23 1.01 7 0.14

Scale: 1 == Lack ofcompetence, 2 = Low competency, 3 == Moderate competency, 4 == High competency, 5 ". Very high competency

'PS; 0.05.
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Western Region Broog Abafo Region Upper But RegioD

EvalUlltioo AgeotB SupervisOl"B Agents Superviso... Agents SupervilOl"B

Competeoty N=lOO 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

13. Iden1ifYin8
probleml requirin8
additional research 2.9.5 1.02 11 3.08 0.97 9 -0.69 3.02 1.02 12 3.14 1.25 13 -0.39 3.36 0.99 1 2.92 1.19 13 1.19

14. Keeping up-to-date
with current
research findings 3.17 1.05 8 3.13 110 8 o 19 3.08 1.09 11 3.36 1.14 6 -1.04 3.00 0.99 7 3.00 1.00 12 0.00

15. Conducting a
literature search

utilizing library
resource 2.72 2.32 15 2.63 117 15 0.29 2.36 1.07 15 2.68 1 25 15 -1.09 2.36 1.20 15 2.46 1.27 15 -0.25

GRANDMEAN 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 -0.8.5

Scale: 1 = Lack ofcompetence, 2 = Low competency, 3 = Moderaie competency, 4 = High competency, 5 = Very high competency

'p~ 0.05.
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4A COMP.AIUNG THE MEAN PERCEPTIONS OF AIL F.XTniSION AGENTS AND

SUPERVISORS

In~ sectioo, the perception ofall the extension agents, those ofthe SUpervisOIS and the .

i; combined perception of all the respondents are compared using the t-test at the 0.05 level of
}
!.1

(; significance.

Administration

UnderAdministration, there were no significant difference between the means ofagents

and supervisors for any of the competencies (fable 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 ofactivities' 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 ofwork' and 'Involving

exlmsimsupport groups and clientele in progranune plarming' between 'Low competency' and

88

©University of Cape Coast

Digitized by Sam Jonah Library



~.w..u-"'.~_."_J~;""""--"'-o'. ~'- ' __~~.
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00
co

Admioillndioo Extension Aaentl Supervilors Total
Competency

N=221 N=73 N=294t

X SD Rank X SD Rank value X SD Raok

Un-depth Imowle~e & undemanding ofIbe
"Unified A8ric:. Extension system" 3.24 .96 16 3.41 .85 14 -1.45 3.28 .93 16

2. Writin,§ realilltic 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 st;rlf' 3.42 .99 8 3.58 .91 7 -1.23 3.46 .97 8

5. Budget preparation 3.16 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. Coordinatiog wort<: schedules ohtaff 3.75 .89 3 3.78 .90 4 -0.24 3.76 .89 4

9. Supervisin,§ extension Personnel 3.72 .93 5 3.90 .75 2 ·1.71 3.77 .89 3

10. Placing extension personnel in their area of
wort<: 3.81 .99 2 3.59 1.17 .5 1.49 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

Scale: 1 = Lack Competency, Z= Ulw Competency, 3 =Moderate Competency, 4 = High competency,S = Very High Competenc

'p s,; 0.05.
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Tole 4.12: M ...... StuUnl DeWdJoDi _d RtIIIIdDp ror Proll"lJlUlle PllIIIIIfDg Competendel by Polldon Title or aD RelpondeDtl.

AdmiDiltndioo ExteDlioo Aaents Supervison Total
Competency

N=221 N=73 N=294t

X SO Rank X SD Rank value X SO Raok

12. Ability to ideDtitY policies specific to your
arell{l) respeoosibility 3.24 .99 16 3.44 .87 13 -1.68 3.29 .96 16

13. Conductin8 staffmeetings 3.96 .98 1 4.07 .81 1 -0.91 3.99 .94 1

14. Promoting inter-office conununications 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 3.45 1.01 12 -0.43 3.41 1.00 11

16. Orienting new staffmembers 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. Preparingjob 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 3.47 .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 =Law Competency, 3 = Moderate Competency, 4 = High competency. 5 =Very High Competenc

.p~ 0.05.

©University of Cape Coast

Digitized by Sam Jonah Library



------"'..~.""'....--~~:.l.;:... ''',1<.':,"-,_,-.-'-. ...•. '''_:'''~'':;;'':'' __ 0.' ••• '._

-", ---...:
•.. ~::'.:'....~"::.....-~~.:..•a;; & .."24 dE!

~
:'A

.,~ .. ~'" ,~.: .

..

:c

T"" ".IS: MeDl, SttIIl.... DevlattoDi _d RIIIlkIDp lor Prop1llDllle Pi........ Competende. by Paddon Title 011l1l Re.,ondeDtl.

Programme PIIlDlling Extension Aaeuts Supervi.OIll Total
Competency

N=221 N=73 N=294t

X SD Rank X
.

Rank value X SD Rank

1. Developing a Calendar ofextension activities 3.55 1.18 1 3.66 .80 2 -.90 3..57 1.10 1

2. Detcrmin,g the needs of Clientele for extension
programme 3.21 1.20 6 3..56 .73 4 -3.02- 3.30 1.11 6

3. Detennining objectives / goals ofthe extension
programme 3.44 1.13 2 3.70 .12 1 -2.13· 3.51 1.00 2

4. Establishing programme priorities 3.31 1.17 4 3.51 .95 6 -1.43 3.36 1.12 4

5. Preparing an annual programme of work for your
area of responsibility 3.38 1.21 3 3.63 .99 3 -1. 76 3.44 1.16 3

~

6. Preparing a long-range prograrrune of work 2.93 1.18 7 3.19 1.13 7 -1. 72 2.99 1.17 7

7. Involving co-workers in programme planning 3.24 1.20 .5 3.52 1.19 .5 -1. 71 3.31 1.20 .5

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 8

TOTAL 3.24 .87 3.48 .67 -2.4 7· 3.30 .83

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

.p S; 0.05.

©University of Cape Coast

Digitized by Sam Jonah Library



.~;

'Modemte competency' (2.99 and 2.90. respectively). There were significant difference between

means for agents and supervisors for two ofthe competencies and also for the grand means,

r though aD.1he pairedmeans were between 3.00 and 4.00. Where significant differences occurred,,
'.: supervisors rated themselves higher.
:j

, .

Programme Execution

The means for agents and supervisors differed significantly for two competencies, ie,

<Following a written programme of work' and <Conducting horne/farm visits'. All the paired

means, however, were between 3.00 and 4.00 (fable 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

others in 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 ofagents 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
, I.,
~ ! 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 infonnation with an overhead projector',

'Presentinginfmmationwith slides', 'Presenting information with charts' and 'Plarming organi2ing

and conducting tours and field trips'.
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TIIIIIe 4.14: Me.., Stallard OeWdfou ael R-Idnp for Pro......... Execadon Competend•• '7 Poddon TW. of do Relponde".

Extension Aaeots Supervisors Total
Programme Execution

N=221 N=73 N=294t
Competency

X SD Rank X SD Rank value X SD Rank

1. UtiliziDB a Calendar of activities/events 3.40 1.04 5 3.51 ,80 7 -.89 3.43 .99 6

2. FollowiD8 a writteD programme ofwork 3.43 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

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/fannvisits. 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 E: High competency ,

"'p~ 0.05.
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T.... 4.IS: Me.I, StaAId DnIJIdmg .... Rnklnp 'or Teaddal Competelld.s by Podtloa Title 0'''' hIpOD.....

Exteuion AaeID Supervilon Total
TndaioI

N=2Z1 N=73 N=Z94t
Competency X I SD IRJmk X I SD IRaDk value X I SD rRank

1. Ulio&priociplel (bait' ideal or rules) ofleerning
ad teach.iDs 3.27 1.05 9 3.36 1.12 10 -.57 3.29 1.08 10

2. DevelopiD& teachin8 material•. 2.91 1.16 14 3,08 1.14 14 -1.12 2.95 1.16 14

3. Ability to select non-fonnal methods and
techniques for particular situations 3.03 .95 13 3.19 ,89 11 -1.35 3.07 .94 13

4. Presen:::':'
, .

, ::,n in a lecture 3.44 ,99 7 .53 3.51 2.01 .53.54 2.26 4

5. Presenting a concept, principle, or skill through
a method demonstrations 3.29 1.07 8 3.45 1.03 6 -1.16 3.33 1.06 8

-
6. Presenting information in

ameetiog 2.41 1.93 17 3.79 .87 1 -.86 3.72 .90 2

7. Presenting information in a seminar 3.69 .91 3 3.14 1.10 12 -.46' 3.09 1.11 12

8. Prese0ti08 informatioD at a field day 3.07 1.12 12 3.38 .95 9 -.87 3.30 1.07 9

9. Presenting information with an ovemead
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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:.....;:.~.Ji:-r-.f:.~<:;, .. ,_ .. 1.4. ca:a . ,£

~
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(0
CJI

Eden8iOD Agentl SlJI)ervisOl'l Total
Teachio&

N"=221 N=73 N-194t
Competeacy X SD Rank X SD Rank value X SD R8DIc

10. Preseutia& iDfonnatiOD with slides 2.19 1.23 18 2.23 1.24 17 -.28 2.20 1.23 18

11. Preseutia& information with cb8l1ll 2.83 1.21 15 2.90 1.24 IS -.43 1.8.5 1.21 1.5

12. Presenting infonnation with chalk board 3.38 1.15 7 3.44 1.13 7 -.38 3.39 1.1.5 7

13. Conducting group discussions 3.54 .92 4 3.51 1.07 4 .26 3.53 .96 4

14. Using the problem solving approach to teaching 3.15 .90 11 3.10 1.11 13 .37 3.14 .9S 11

15. Encol1l1lging audience to ask questions. 3.72 .90 2 3.64 .96 3 .63 3.70 .91 3

16. PIBMing. 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 B1 agricultural shows 3.43 1. 73 6 3.48 1.02 5 -.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 .9S 1

TOTAL 3.18 .71 3.22 .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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There were no significant differences between means of the perceptions of extension

agmts and supervisors for all the 15 competency items under communication and also the grand

I means. SuperYisorsrated themselves higher in 10 out ofthe 15 competencies than agents (fable

4.16).

Agents and supetVisors separately and collectively placed 'Writing and lor completing

special reports', •Speaking to groups' and •Speaking to individuals' as the top three

, competencies.

The use ofa 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

'I Communication.
i

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

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

"
'of,. below the 'Low' competency range (2.00).
.'1
~ I

~ I

'I
;l
!.

!i Understanding Human Behaviour
1iI Agents and supervisors alike rated 11 competencies in this category between 'Moderate'

t
! and 'High'. 'Determining the effect ofpressure groups on the thinking process' was however rated
I

between 'Low competency' and 'Moderate competency' (Table 4.11).

In all the 12 competencies, supeIVisors rated themselves high than the agents however

none oftile differences was significant. Agents and supervisors separately and collectively placed

'Rcoogni7jng the role ofditferentsexes and how it influences change', 'Recogni7ing differences

inagegroups' and 'Ablityto infiuenoe people to accept change' highest in their ranking. 'Applying

fidms a.frecting behaviour ofpeople' and 'Recognizing filctors that influence goal settings' were

ranked lowest

96.
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T"1e 4.1': Me_, S...... De"'-dolU a. Rnlcfnp for ColllllRllllcatfoa 'y POddOD TItle of III Relpoa.enta.

Extelllion Aaenta SuPervilol'l Total
ColDlllUllicldion

N=221 N=73 t N=294

Competency X SD Rank X SD Rank value X SD Rank

1. Eltablilbin& Cormm.miClltiOll! among extension
ItIdf 3.40 1.12 8 3.48 1.04 6 -.54 3.42 1.10 7

2. Writi08lettel'l lllIld lor memos 3.41 1.10 6 3.56 LOS 4 ·1.03 3.45 1.11 6

3. Writing and/or completing speciaJ 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 2 362 1.20 3 -.23 3.59 1.13 3

6. Using non-verbal conununications 2.93 1.05 11 2.90 1.11 12 .16 2.92 1.06 11

7. Possession oflistening skills 3.50 .92 4 3.40 .95 10 .79 3.47 ,93 4

8. PreplII'in8 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

ScaJe: 1 = Leek Competency, 2 = Low Competency, 3 = Moderate Competency, 4 = High competency, 5 = Very High Competency

'p~ 0.05.
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T.... 4.11: Me.... Sta..... DeWldOlll ad RnldMp ror CClIIIIDIIIIIcUl..b1 POItdOD Title or lID ReIpODlIellU.

u:>
00

E'JltenaiOD Aaeob Supervieon Total

Commuoicldion
Competency N=221 N=73 t N=294

X SO Rank X SO R.aDk value X SO Rank

11. Eatablilhing wortios relation-shipe with other
SOVeroment.al OrganizatiODl 8Ild l18enciel 3.38 1.26 9 3.41 .97 9 -.19 3.39 1.19 9

12. E8tabJishiDg woricing realtioD-ships with other
governmental orgBJIizations and I18cDcies 3.41 1.02 6 3.44 .94 7 -.20 3.42 1.00 8

13. The use of a camera and/or other photographic
equipment 1.75 1.63 14 1.84 1.25 15 -.46 1.77 1.55 14

14. The use of a tape recorder 1.95 1.25 13 186 1.22 14 -.50 1.93 1.24 13

15. The use of Ii (desk lop 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 e Moderate Competency, 4 = High competency, 5 =Very High Competency

'p~ 0.05.
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T_.. 4.17: Me.... S.....ne'VildfODI a'Rwnldnp for Uaam-....1ImDa BeluMoar Competead•• by Polldoa Title of'" aelpn_DU.

Extemion Aaents SuPervi.ors Tot8J

Undent8Ddiu8 Human
N" 221 N=73 N=294

Behaviour t

Competency X SO RIIIlk X SO Rd value X SD Rank

1. Applielltion ofprinc:iple. ofmotivalion 3.0.5 .99 10 3.14 .95 10 -.64 3.07 .97 10

2.ldeu1ificlltion offaeton thBt influence people to
become involved 3.14 .97 9 3.26 .91 9 -.96 3.17 .96 9

3. Determining the effect ofpressure groups on the
thinking process 2.91 1.03 12 2.97 .97 12 -.44 2.93 1.02 12

4. Recognizing goal settings 3.16 1.02 8 333 .77 7 -1.51 3.20 .97 8

5. Applying factors affecting behaviour ofpeople 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
conmmnity 3.22 .98 6 3.38 .94 .5 -1.30 3.26 .97 6

8. Ability to identify pressure groups within the
cOIDoll.mity 3.20 .99 7 3.30 .88 8 -.80 3.23 .96 7

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

'p~ 0.0.5.
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T.... 4.17: Me.... Ita...... Dnilldou .dRenldnp lorUlld"""" IIaIa.- BehllYlG'lD' Competeadel It)' Polltloa TItle 01. h ........

FJlteDIion AaentB S\JPerviSorB Tobit
U~HumIn

N~Z11 N~73 N=294Behaviour t
eompee-cy X SD Rank X SD Rank

value X SD Rd

9. Utilizia8 mowledBeof interadion ofpeople in
8f'OIIP1 3.28 .95 5 3.38 .89 5 -.84 3.31 .93 .5

10. Recosnizin8 differences in age 8J"Oupr; 3.44 1.08 1 3.52 .94 2 -.58 3.46 1.04 4

11. Recogni.zins traditional culture and its effect on
changt 3.36 1.06 4 3.44 1.00 4 -.56 3.38 1.04 4

12. Reco~izing. the role of different sexes and how
it influences C'han~e 344 1.00 1 3.55 .99 1 -.82 3.47 1.00 1

TOTAL 3.22 .76 3.32 .64 -1.14 3.24 .73

Scale: 1'" Lack Competency. 2 = Low Competency, 3 = Modenue Competency. 4 = High competency. S = Very High Competency

"p~ 0.05.
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Eleven out of the 12 competencies were rated between 'Moderate' and 'High' while

'Ddaminingthe effectofpressuregroups on the thinking process' was rated just below 'moderate

competency level.

MalntalniDg Professionalism

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

f
j. competencylevels. In all the competencies, supervisors rated themselves higher but none ofthe

t' differences between the means was significant. The grand means did not differ significantly (Table

~, 4.18).
~.

Respondents separately and collectively ranked 'Identifying opportunities for professional

improvemenf and 'Maintaining professional competencies' above the others. 'Developing a plan

; i for professional improvement' was ranked lowest followed by 'Participation in professional

:1. organisations and activities'.

:j;

,
~. r

.~

.-=..f: Evaluation

r
~ . 1birteen 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 benveen 'Low level' and 'Moderate level'. The remaining

I
I

!

competencies were rated within the 'Moderate' to 'High' range (Table 4.19). There were significant

differences between the means ofagents and supervisors for three ofthe competencies in this

category.

Agentsand~ separately and collectively ranked 'Evaluating the performance of

thec:xb:nsicnstaff'highest 'Intelpreting results ofquestionnaires', 'Interpreting research findings

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

10.1
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T.... 4.18: Me.., Stma.... DnbdJOIII ...R.....p for M.t.....Prof.ldoullma CompeteDC)' by POddOD Tide of l1li KeIpODaldl.

""'"o
N

Extension AAems SUDervisOfB Total

Maintaini~Profelsionalilm
Competency N=221 N-73 t N=294

X I SO I Rank X I SD IRaok value X I SO IRank

1. Ideuti1Yia8 oppor1unities for professional
improvement 3.33 .95 2 3.82 Z.5Z 1 ·1.65 3.45 LSI Z

2. Developing a plBll 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 3.41 .93 3 -1.28 3.29 1.05 3

TOTAL 3.25 .82 350 1.00 -1.92 3.31 .87

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

-p~ 0.05.
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.....
o
~

ElltenIioo~ Supervi.on Total
EvallIIIti_

N-194N-Z21 N-73 t

~ X SO Rank X SD bIIIc: value X SD llIIIk

1. EvaI.-io&!be dfectiveae•• ofa rudiooal. district,
or local exIeaIioopro~ 3.2.5 .9.5 .5 3.44 .90 4 -1..50 3.30 .94 6

2. EvaiWItin,§ the perfOl"DJ8DCe ofthe emnaion ataff 3..51 .96 I 4.18 2.38 1 -2.35· 3.37 1.47 1

3. Interpreting the impll':t of change and! OT trends
upon the clientele served 3.27 1.16 4 3~3 .73 2 -2.27· 3.34 1.07 3

4. Using ques1iormaires 10 seek imfonnation 3.00 1.12 12 3 10 111 10 -.67 3.02 1.12 12

5. Using observation method to sed: imforamlion 317 .99 8 332 .83 7 -1.25 3.20 .96 8

6. Using iDkrviews 10 seek infonnation 339 294 3 3.14 1.22 9 104 3.33 2.62 4

7. lDterpreting remits ofquelrtiormaires 2.89 1.06 13 3.04 1.1~ 13 ·1.01 2.93 1.08 13

8. Evaluating the results of an enemiOD eveotl
~vity 3.23 1.03 7 3.~ 1 .96 3 -2.09· 3.30 1.02 .5

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

'p ~ 0.05.
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F.xteoIioo AaeotI SupervilDn Total
EvalU8tioo
Competcocy N=221 N=7'3 t N=294

X SO Rank X SO Rank value X 90 R8IIk

9. AaaI~reportl 3.42 1.03 2 3.44 1.11 4 -.12 3.43 1.06 2

10.~RIC.-cll fiDdiDp from RICarcb
1tBti00l IDd UDiveniticl 2.80 1.13 14 3.03 1.18 14 -1.47 2.8.5 1.1.5 14

11. Applying rClearch 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 resear-ch stations 3.11 1.12 9 3.08 1.02 11 .22 3.11 1.10 10

13. IdentifYing problems requiring additional
research ].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

1.5. Conducting a litendure learch utilizing library
re.ource. 2..52 1.77 IS 2.62 1.20 15 -.30 2..5.5 1.61 1.5

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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Il811()U1OeS' were ranked lowest.

4.5 COMPETENCY NEEDS or SUPERVISORS IN AGRICULTURAL EXTENSION

The overall mean scores of the 294 respondents were used to deternrine the'J

L
~

"J. competency needs ofthe supervisors.
'.! ;

Of the 100 competencies, 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 ideal situation is for all the supervisors to possess 'High' to 'very High' competencies in

an the 100 competencies. Therefore, all the 83 competencies rated between 'Moderate' and 'High'

need improvement.

Those competencies that were rated below 'Moderate) level CLack ofcompetency and

'Low competency) and which need urgent attention are~

Programme Planning:

" '

.j Involving extension support groups and clientele in programme plarming (2.90)

.j

! - preparing a long-range programme ofwork (2.95).
" I
'\f Teaching:

- Developing teaching materials (2.95)

- Presenting infonnation with an overhead projector (2.36).

Presenting infonnation with slides (2.20)

Presenting infonnation with charts (2.85)

- Planning, organizing and conducting tours and field trips (2.70).
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The use ofa camera (1.77)

• Using non-verl>al communications (2.92)

f - Preparing extension publications (2.56)
~

r
.',J

The use ofa tape recorder (1.93)

- The use ofa (desktop) computer (1.45).

Understandine Human Behaviour:

- Determining the effect ofpressure groups on the thinking process (2.93).

Evaluation:

• Interpreting results of questionnaires (2.93).

- Interpreting research findings from research stations and universities (2.85).

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

4.6 WHEN CO~ETENCIESWERE 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 or in-service) they acquired the various competencies they possessed and also

: · when theypercei.ve as the best time to learn each competency (pre-service or in-service). 1bis was
-i I

.i

",
'.'1'
l',i
, ,

I

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-seIVice). Eighteen (18.0%) were said to have been acquired before the
I

I job (pre-service) probably in the various institutions attended. For the remaining six. (6.0%)

Ir competencies supervisors were divided in thought as to when they acquired them.

RegaIding the best time to learn. the competencies, the supervisors identified 81 (81.0%)

out of the 100 competencies as suitable to be learned on the job (in-service), 16 (I6.0%) as
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· ::;~; suitable to be leamed before the job (pre-service). For three (3.0%) ofthe competencies, they

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

Administration

Out of1he 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 [or 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 learned before the job (pre-service). They are

'Coordinating work schedules of staff", 'Understanding how policies are fonnulated',

'Promoting inter-office comnnm.ication', 'Delegating responsibility and authority' and 'Orienting

new staffmembers'. The supeIVisors' 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

All the eight (8) competencies in this category were identified by the supervisors as having
j; ,

i'
f..
f'

,

!
,i,

been acquired on the job (in-service).

Seven (87.5%) out ofthe 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 learned before the job (pre-service)

is 'Preparing a long-range programme ofwork' (Table 4.20).
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~ ,erc'" u "'e Hit .... te Ie.,. tile AdmbdstraUon.tI Prognaame p........ eemp"""

........e or ID-lenIce).

Scale. 1 Pre-BeIV1ce. 2 In-seIV1ce

"p:s;; 0.05.

.,

When Acquired Best Time To Lelll'1l

Competencies -
N Pre-service In-service N Pre-service In-seJ''V, '. r

(%) (%) (%) (%)

Admlldstnldon :

l.In-depth knowtedBe & understanding of
the ''Unified ABric. Extension system" 18 12.5 87.5 60 46.7 53.3

2. WritiDg 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 38.9 611 59 42.4 57.6

4. Coordinating the use of equipment,
facilities and resources with office staff 17 32.3 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 34.5 65.5

7. Managing time effectively 18 55.6 44.4 55 50.9 49.1

8. CoOl"dinalin8 work schedules ofstaff 18 27.8 72.2 56 30.4 69.6

9. Supervising extension Personnel 17 5.9 94.1 55 38.2 61.8

10. Placing extension personnel in their area
ofwork 17 23.5 76.5 55 36.4 63.6

11. Understanding how Policies are
fonnulated 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 43.1 569

14. Promoting inter-office COllUDWlications 18 33.3 66.7 56 53.6 46.4

15. Delegating responsibility and authority 18 44.4 55.6 56 53.4 46.6

16. OrientinB new staffmember 18 33.3 66.7 57 54.4 45.6

=

.!

i

..

j
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When Acquired Best Time To LearD

Compctmcies
N Pre-Bel'Vice lD-servic:e N Pre-service lD-Bel'Vice

(%) <") (%) (%)

17. ProvidiDg reeopitioo for &t8ff 18 50.0 SO.O 57 38.6 61.4

18. )lajnlaining staffmorale 18 44.4 55.6 56 42.9 57.1

19. Preparingjob descriptions 18 22.2 77.8 54 33.3 66.7

20. Dealing with eomplaiols 18 55.6 44.4 55 41.8 58..2

21. Analysing personnel record 18 22.2 77.8 55 32.7 67.3

Programme PllllUling :

1. Developing a Calendar ofextension 17 17.6 82.4 55 43.6 56.4
activities

2. Detenning the needs of Clientele for
exleDsion programme 18 22.2 77.8 56 42.9 57.1

3. Determining objectives/goals ofthe 18 22.2 77.8 56 41.1 58.9
eldcDsion programme

4. EstablishiD,g programme priorities 18 22.2 77.8 54 38.9 61.1

5. Preparing an annual programme ofwork
for your are ofresponsibilily 18 27.8 72.2 58 37.9 62.1

6. Preparing a long-range programme of
work 18 33.3 66.7 59 55.9 44.1

7. Involving co-workers in programme
pl8DDing 18 22.2 77.8 59 39.0 61.0

8. Involving extension support groups and
clientele in pro~e planning 17 23.5 7..t.5

56 42.9 57.1

..
,;.'.

Scale. 1 Pre-service, 2 - In-scmce

-p~ 0.05.

109

©University of Cape Coast

Digitized by Sam Jonah Library



Supervism daimed1hat all the seven (1) competencies in this category were acquired on

'Speaking to individuals', 'Possession of listening skills', 'The use ofa camera and/or other

1.
r:; thejob. They also identifiedall the competencies as suitable to be learned on the job (fable 4.21).

., TeachlDg

.'

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-seIVice). For the

remaining competency, they were divided as to when they acquired it. TIlls is 'Presenting

information with slides' (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 ofPWlctuality'. The respondents were divided in perception as to the

best time to leam two ofthem, which are 'Presenting infonnation 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 (irl-senrice)

\ .

: while five were acquired before the job (pre-seIVice). Those acquired before the job are
~ .
": ;

I,I
.! Pwtogmphic equipment', 'The use of a tape recorder' and 'The use ofa (desk top) ('9mputer' .
.j

(fable 4.22).

As to the best time to learn the competencies, II 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

·W~ldtelsandIarmanos', 'The use ofa camera and/or other photographic equipment', 'The

uo
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. 1WMe 4.21: PtneIIt .......III ....,.ct .r lie ~lenIc.OF .servlc.) .......

. tIaey perceive u the hit dill. to InnI til. Prep EDc:atIOD _dT.addDR-,:oDIPetead••
(pre-......... nnIce).

ScWe. 1 Prc-serYlce. 2 "" In-sCJ"V1ce

*Ps; 0.05.

When Acquired Best Time To Lemu

Competencies
Pre-service In-serviceN Pre-service In.-service N

(%) (%) (%) (%)

....,....... EDc:adOll:

1. Utilizing a Calendar of activities/events 18 27.8 72.2 55 40.0 60.0

2. Following a written programme ofwork 18 33.3 66.7 57 24.6 75.4

3. Providiug leadership for programmes
planning and execution 18 27.8 72.2 57 31.6 68.4

4. Developing a working relationship with
clientele 18 39.9 61.1 55 30.9 69.1

5. Completing monthly or annual reports 17 35.3 64.7 55 21.8 78.2

6. Involving others in executing plans 18 38.9 61.1 57 33.3 66.0

7. cooduc:tiog home/farmvisits. 18 27.8 72.2 55 30.9 69.1

T.acldbg:

1. Usiug principles (basic ideas or rules) of
leamiug and teadling. 18 61.1 38.9 62 48.4 51.6

2. DevelopU18 tea.c:hi08 materials. 17 35.3 64.7 60 43.3 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

5. Presenting a concept, principle, or skill
through method demonstrations 18 33.3 66.7 56 35.7 64.3

6. Presenting information in a meeting 17 58.8 41.2 56 50.0 50.0

7. Presenting information in a seminar 18 66.7 33.3 55 56.4 43.6

8. PresentiD8 information at a field day 18 22.2 77.8 54 33.3 66.7

9. PreseotiDg information with an overhead
projector 16 31.3 68.7 59 47.5 .52..5

. - .

.":/i.1

.fl

/,
I'
}I

]":

:li'..~.

"
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: 1'.... ".21: Pen:eIIt ....,.et .r .,.... ....._ (pre- ) ......
..., pweeIft. tM te eM Prep • Ewe ..rr c ettade.

(pn-nnice ).

~;
1

Wbea Acquired Best Time To Leau
~ies

In-serviceN Pre-service In-savice N Pre-service

(%) (%) (%) (%)

10. PresemiDI informatioo with slides 14 50.0 50.0 59 47.5 52.5

11. PresealioB information with charts 18 61.1 38.9 S8 S1.7 48.3

12. PreseIlliD8 information with chalk board 18 66.7 33.3 S4 46.3 .53.7

13. Conducting group discussions 17 52.9 47.1 56 37.5 62..5

14. Using the problem solving approach to
teaching 18 38.9 61.1 58 431 56.9

15. Encouraging 8lldience to ask questions. 18 66.7 33.3 56 37.5 62.5

16. Planning. organizing and conducting
tours and field trips. 18 38.9 61.1 57 49.1 50.9

17. Judgios exhibits at agricultural shows 18 11.1 88.9 S6 26.8 73.2

18. Ability to recogDize the importance of
plDlctuality 18 77.8 22.2 55 58.2 41.8

Scale: 1 - Pre-seJ'Vlce. 2 = In-serYlce

-P:s; 0.05.
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.f
.,

T.... C.22: Percellt ......... 1II....,.ct ." .... ..,em-on ........ (p......ervk. w ....rvlc.) .........
...,. pereehe • tile "Itu..e to le-.w die C........'l:IItI.. competnde•
.......... • lIt-nnlc.).

., :,
.~ .

.; :

j',

.'.
~ .

Wh~Acquired Best Time To Learn
Competencies

In-service Pre-service In-serviceN Pre-service N
(%) (%) (%) (%)

~:

1. EstablisbirJB communicldions among
eX1eusion staff 18 27.8 72.2 .56 39.3 60.7

2. Writing letters and lor memos 18 44.4 55.6 .51 51.0 49.0

3. Writing and/or completing special reports 18 33.3 66.7 .53 41.5 .58 ..5

4.Spe~togroups 18 44.4 55.6 54 33.3 66.7

5. Speaking to individuals 17 52.9 47.1 51 47.1 52.9

6. Using nOD-verbal communications 1.5 33.3 66.7 53 39.6 60.4

7. Possession oflisteniDg skills 18 61.1 38.9 .54 48.1 .51.9

8. Preparing mension publications 17 23..5 76..5 .58 44.8 .55.2

9. Act on correspoodeDce promptly 18 44.4 .5.5.6 .53 45.3 .54.7

10. Providing recognition for achievement 17 47.1 .52.9 .53 3.5.8 .54.2

11. Establishing worlcing relationships with
other governmental organizations and
agencies 18 16.7 83.3 .5.5 32.7 67.3

12. Establishing worlciog relationships with
other govermnental organizations and
agencies 18 22.2 77.8 .5.5 34.5 6.5 ..5

13. The use ofa camera and/or other
photographic equipment 14 78.6 21.4 61 .54.1 4.5.9

14. The use ofa tape recorder 1.5 733 26.4 .59 .55.9 44.1

15. The use ofa(desktop) 9 5.5.6 44.4 58 55.2 44.8
computer

Scale. 1 Pre-lCl'Vlce, Z Io-servtce

"Ps; 0.05.
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use ofa tape recorder' and 'The use ofa (desk top) computer' (fable 4.22).

Three ofthe items which were acquired before the job were also identified as best to be

learned on the job. They are 'The use ofa camera and/or other photographic equipment', 'The

use ofa tape recorder' and 'The use ofa (desk top) computer'.

(I

{ .
I,
I

~: 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' .Theywere divided as to when the remaining tluee were acquired (Table 4.23)

, They are 'Application ofprinciples ofmotivation' , 'Recognizing differences in age groups' and

'Recognizing traditional culture and its effect on change' .

As to the best time to learn them 10 ofthe competencies were identified with 'in-service'

i ' with the remaining two which are 'Recognizing traditional culture and its effect on change' and
".\ .

i : 'Reoogni1ing the role ofdifferent 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).

~ ,
~:

, I Maintaining Professionalismr
I,; , The respondents claimed that all the four (4) competencies under this were acquired on

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

4.24).

EwluaUon

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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IT.... ".!3: Perceat .............,eet D' wII... npervllon ac:..... (pre-.enfce or .......mc.) ad .....
I tU7 pen:ehe .. tbe 'elt dille to I...,. the UDdentlUldlllglIaIuD BeIuMoar cOIIIpeteDde.

(pre nnke 01' .....entc.).

'.
.!

:.'
I

i When Acquired Best Time To Learn
I

I Compet.encies
I N Pre-service In-service N Pre-service In-service
I

(%) (%) (%)(%)
I

i

i
UlldeJ'ltaJullq IIaDum Bumoal':

1. Application ofprinciples ofmotivation 18 50.0 ~O.O 58 36.2 63.8

2. IdeutificatioD offactors
that influence people to become
involved 18 38.9 61.1 56 44.6 55.4

3. Detenuining the effect of
pressure groups on the thinking
process 18 38.9 61.1 53 45.3 54.7

4. Recognizing goal settings 18 33.3 66.7 56 37.5 62.5

S. Applying factors affecting
behaviour ofpeople 18 33.3 66.7 56 44.6 55.4

6. Ability to influence people to accept
change 18 38.9 61.1 56 35.7 643

7. Ability to ideuti1Y die power structure
within the community 18 38.9 61.1 55 34.4 63.6

8. Ability to identify pressure groups within
the community 18 44.4 55.6 56 42.9 57.1

9. Utilizing knowledgeofin1eraction of
people in groups 18 22.2 77.8 56 39.3 60.7

10.Recognizing differences in age groups 18 50.0 50.0 56 44.6 55.4

II.Recognizing traditional culture & its
effect OD change 18 50.0 50.0 57 61.4 38.6

12. Recognizing the role ofdifferent sexes
and how it influences change 18 55.6 44.4 56 51.8 48.2

..

Scllle. 1 - Pre-~ce. 2 = lD-servJce

"p~ 0.05.
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ir......2.: P..-allt ~....,.u.r ,........... {fn ....e .......) ......
..., perc:tIw _ te M* • P S PreIl,.II. • "I:~ P n.

c ......... (fre- III ...-.lee).

(

j
J

:.:

.~..

WbeIl Acquired Best Time To Lemt
CooIpetmcies

N Pre-serv1c;e Ill-service N Pre-service Ill-servic;e
(%) (%) (%) (%)

M...-P-P..Pref..... '-:

1. IdemifYia8 opportunities for
professiOD8l improvemem 18 27.8 72.2 58 39.7 60.3

2. Developing a plan for professional
competencies 18 27.8 72.2 56 37.5 62.5

3. Maintaining professional organizations
and a.ctivities 18 33.3 66.7 ~ .. 47.4 52.6- I

4. Participation in professional
organizations and activities 18 27.8 72.2 56 35.7 64.3

EvaladOD:

1. EvalWItiDg the effectiveness ofa
DllliOD8l. district. or local extension
progname 17 17.6 82.4 57 33.3 66.7

2. EvalUllting 1he perfonnance ofthe
extension staff 17 17.6 82.4 56 33.9 66.1

3. lllterpretin8the implld ofchaoge lIIldl
or IreDds lIpon the dieo1e1e served 18 16.7 83.3 55 29.1 70.9

4. UsiJJB questionnaires to seek
imfonnation 17 35.3 64.7 56 37.5 62.5

5. UsiJJB observation method to seek
imforamtion 17 29.4 70.6 54 42.6 57.4

6. Using interviews to seek infonnalion 18 33.3 66.7 ~ .. 36.8 63.2• I

7. lnterpretill8 results of questiOlUlaires 18 27.8 72.2 59 42.4 57.6

8. Evaluating the results of an extension
evad/lldivity 18 27.8 72.2 57 31.6 68.4

Sc:alc. 1- Pre-nrvic:e. 2 - In-llCI'Vlc;e

-p~ 0.05.

116

©University of Cape Coast

Digitized by Sam Jonah Library



1'." 4.24: Pen:eat 4laCdtatloa .. nlp.ct .r wh.D sap.rvbon .c....... (pre-.enlce or .......nlc.) ad whe.
they perceive .. tile h.1t dID. to lelll1l tJae MPbrt"""'g Prer............. ad EvaIIIIId••

c...,eteDd•• (pr&-.emc. or I.....nlc.).

I
i

i
f

,
~ ,

"

When Acquired Best TlDle To Lecn
Competencies

N Pre-service In-service N Pre-service In-service

(%) (%) (%) (%)

9. Anal)'Zi.1t8 reports 18 37.S 62.5 53 30.2 69.8

10. Iotcrprctiog reselll"Ch findiogs from
resewch stations BOd universities 16 56.3 43.7 55 47.3 52.7

11. Applying research findin8s when
makins recommendations to clientele 18 38.9 61.1 57 31.6 68.4

12. Cooperating with rtsearch stations 18 11.1 88.9 58 41.4 58.6

13. IdentifYing probltms requiring
additional research 18 16.7 33.3 62 29.0 710

14. Keeping up-lo-date with CWTent
research findings 18 33.3 66.7 59 33.9 66.1

IS. Conducting a literature search utilizing
library resource 17 47.1 52.9 57 52.6 47.4

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

~~ 0.05.
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; resources~(Table 4.24).

; . Thepicture was 1he same when it came to their perceptions as to the best time to leam the,.
.;

,~ CXKlJpetenQes. All the 14 competencies acquired before the job were identified to be suitable for

! learning on the job.

4.7 DIFFERENCES ON DISTRIBlITION 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 in

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

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

responsibility, and span ofcontrol. The rest were area ofresidence, residence as a youth, years

ofother work experience and number ofshort courses attended.

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

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

characteristics that showed significant differences are reported.

Age:

The t-test was used and as indicated in table 4.25, distribution on age showed a significant

relationship with Prograrmne Planning Competencies. Younger supervisors (20-40 :,~ears) rated

tbtmselves 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) findinginwhich the di1fererwe by age showed under administration, conununication

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

.,

".J
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Geuder:

The t-test was used for this analysis and the results are shown in table 4.26. Distribution on

i
I

gender showed a significant relationship with Administration and Programme Planning

Competencies.
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In both competency categories, female supervisors rated themselves higher than their male
j
~

iCOID1terparts. Under Administration, the females placed themselves just above the 'High'

.. : (lC:lupe1l:ucy levelwhile the males placed themselves between 'Moderate' and 'High' competency

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

~ ,

i:levels for Programme Planning.

T.'le 4.26: T-tests fer DUYerences In Ratings of Sapervison for the Competency Categories by Gender.

I

Gender
Competency Category

T-valueN Mean SD

Administration
Male 69 3.48 0.59 -3.91 '"
Female 4 4.05 0.26

Programme Plllllllin,g
Male 69 3.46 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..5.5

Teaching
Male 69 3.19 0.71 -2.35
Female 4 3.76 0.46

CODlffiWlication
Male 69 3.02 0.70 -1.19
Female 4 3.38 0.59

,
-.'

Understanding Hwnan
Behaviour

Male 69 3.30 0.65 -2.17
Female 4 3.69 0.32

Maintaining
Professio~ismQ

Male 69 3.49 1.02 -0.18
Female 4 3.56 0.72

Evaluation
Male 69 3.2.5 0.70 -0.60
Female 4 3.58 1.10

Seu.: 1'" Lack.f~e,1= Lew C....tellC•• 3= Moderate competence. 4= BIgb comp.tence. 5= Very
..... c.....eteac:e•

.. ~ 1.05
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'Bgtest Educational level AUalned:

Scheffe test (one-way ANOVA) was used for this analysis.

1heresults are shown in table 4.27. Significant relationships between educationalleve1 and the
I

; !competency categories showed in Administration, Teaching, Communication, Understanding

: ! Human Behaviour and Evaluation.

. T.hle 4.27: ANOVA Terti for the Difl'erencel in Radngs of Supenrllon for the Competency Categorle. by
HIghest ElInclldonlll LeveL

Competency Category

Administration

Programme Planning

Programme Execution

Teaching

Communication

Understanding Human
Behaviour

MainIBining Professionalism

EVlIluation

Highest Educational Level Attained

Diploma B.Sc. MSc. F value

3.63a 3.45b 4.36ab 6.56*

3.52 3.50 4.13 3.21

3.13 3.52 4.36 3.32

3.31a 3.25b 4.31ab 5.30· .

3.13a 3.20b 4.17ab 7.91·

3.38a 3.18b 4.27ab 5.57·

3.50 4.13 4.69 2.50

3.25a 3.49 4.40a 6.21·

Stille: 1= Lack of competence, 2= Low competence, 3= Moderate competence, 4= High competence, 5= Very
bi8b competence.

•p s 0.05

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

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

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 ofthe

_; 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 ofwork and those who reside

within their area ofwork 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 or
Residence.

Area ofResidence
Competency Category

T-valueN Mean SD

Administration
Yes 66 3.49 0,62 -0.96
No 6 3.64 0.33

Programme PlllOlliog
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

Commtmication
Yes 66 3.02 0.72 -0,71
No 6 3.18 0.50

Understanding Human
Behaviour

Yes 66 3,29 0,65 -0,66
No 6 3.43 0.47

-I Maiotaining

:/ Professional ism
Yes 66 3.50 1.03 0.68,. No 6 3.29 0.70

Evaluation
Yes 66 3.24 0.73 -1.04
No 6 3.50 0.59

Scal.: 1= Ledt of c:ompdeDce, 2- Low competence, 3= Moderate competcoce, 4= High competence, 5= Very high
compeCellce.

ep ~ 1.15
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·r Table 4.28 shows the detailed results. This personal characteristic showed a significant

I!1dBtionship with only Progtanttlle Execution Competency. It is interesting to note that those who

{i were resident outside their area ofwork rated themselves higher (4.05) than those resident within
! .

!-I

~ , their area ofwork

'. ; 4.8 LEVEL 01' ASSOCIATION AMONG THE COMPETENCY CATEGORlES

Pearson's Correlation Coefficient (r) was used for th1s analysis. The correlation matrix

in table 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.

. !

Competency
category 1 2 3 4 5 6 7 8

1. Administration 1.00

2. Programrne
Planning 0.54* 1.00

3. Programme
Execution 0.69* 0.59* 1.00

4. Teaching 0.66* 0.48* 0.63* 1.00

5. Conununication 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

1. Maintaining
Professionalism 0.49* 0.38* 0.40* 0.51· 0.49* 0.59* 1.00

8. Evaluation 0.60* 0.48* 0.60· 0.10· 0.63* 0.64* 0.61* 1.00

tip ~ t.G5 N=294

Mete: .AII.ere 1IpUIc.at. P = 1.100
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There were positive association among all the eight competency categories with the

1*"Jlhvarying fum 038 to 0.70. The association was strongest (0.70) between 'Teaching' and

1~ 'C<mmunication' andaJso 'Teaching' and 'Evaluation' competencies. This was followed by the
~ ,

, association 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 'Progmmme Execution' (0.40) which were Low. Hence an improvement in

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

,
i

j
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CHAPTER 5

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

.,
'.'

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

; : discussions. It also presents the conclusions and recommendations arrived at.

. 5.1 PURPOSE OF THE STUDY

The study examined the competency levels of and the competencies needed by extension

I 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 detennine 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.

5.2 MEmODOLOGY

The study area comprised the Western, Brong Ahafo and Upper East Regions ofGhana. 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 ofrespondents. The instruments, having been face and content

validated, were administered to the respondents through the respective Regional Directors and
~. I

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

TIlls section outlines the summary of demographic characteristics, results and discussions,

conclusions of the study and recommendations.

5.3.1 Demographic characteristics of respondents

The overall mean ages ofSupervisors and agents were 38.9 and 38.8 years, respectively, with

a general mean age ofall respondents as 38.8 years.

Females fonned only 4.8% ofall the respondents. The remaining 95.2% was male. A total

ofabout 90.0% of the respondents were married.

Almost all the agents held the agricultural certificate. A greater number ofthe 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% ofthe respondents were

OJ
generalists while the rest were specialists. About /0' 04 of the supervisors and,agents had

Wldertaken courses in agricultural administration or management.

The average years of experience for the respondents was about 12. Sixty percent of the

SlIpeI\'is(nwereDeve1opment 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
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~ supervisors was 14 personnel.
i

. ~

Ninety percent ofall respondents resided within their area ofwork. About 40.0% ofthe

respcmdents hadrural background while about equal proportions ofthe remainder had urban and

!

J

I

, semi-urban background

Respondents who had Prior work experience had between six and ten years of work

experience. Almost 50.0% ofrespondents had attended short courses that lasted less than one

month. For courses that lasted more than one month, most ofthe respondents (82.0%) had not

attended any.

5.3.2 Perceh"ed len'l of Supervisors' Professional Competencies and Differences between

Perceptions of Supervisors and Agents.

1lris assessment was based on the perceptions of supervisors themselves and Extension

Agents. The Sununary is in relation to the eight Competency Categories. The means ofthe 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 'Prograrrune Execution', however, both groups placed the competency levels within

the 'Moderate' to 'High' range.

,
.d Ranking ofthe competency categories 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 fur supervisoIs and agents. The assessment by the agents confinns the self-evaluation by

the supervisors.
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! T.... 5.1 T-teIU.r nur..... 1HltwHa ...... me.. or Sapenlson .. EsteuIoD ApDtl ror the
C...eteMJ e.tepdeL

Superyison Total

\.,

;"1

Competellcy Category

Administnltioo

Programme P11IIID.ing

Programme Execution

Teaching

ColllDlUDication

Understandiog HumIlO

MellO

3..51

3.48

3.70

3.22

3.04

SD

0..59

0.67

0.59

0.71

0.70

Meao

3.43

3.24

3.52

3.18

3.02

SD

0.64

0.87

0.69

0.71

0.66

t-value

-0.98

-2.22*

-0.43

-0.24

MellO

3.45

3.30

3.57

3.19

3.02

SD

0.63

0.83

0.67

0.70

0.67

2

4

6

8

Behaviour

Maintaining Professionalism

3.32 0.64

3..50 1.00

3.22

3.25

0.76

0.82

·1.14

-1.92

3.24

3.31

0.73

0.87

.5

3

Evaluation 3.27 0.72 3.13 0.74 -1.39 3.16 0.73 7

;.,:

j

Scale: 1= Lack or competence, 2= Low competence, 3= Model"llte competence, 4= High competence, 5= Very
bIgh competence.

•p ~ 0.05
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.5,U CompeteacyNeedlofSupen110rl

The ovem1lmean scores of1he 294 respondents were used to determine the competency needs

ofthe supervisors.

Ofthe 100 competencies, 83 were rated between 'Moderate' and 'High' only one was rated
t~
"j

~.
; above 'High' level, ie. 'Completing monthly/or annual reports', The rest (16) were rated below

t
.l-'
\,

'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 'rvloderate'

and 'High' need improvement while the supervisors need urgent training in the sixteen items

which were rated below moderate level.

5.3.4 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

!
.1

I

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).

S.3.5 Differences on distribution on Supervisors· demographic characteristics and their

lelf-evaluation

One-way ANDVA and t-test were used to determine the relationships between supervisors'

demographic characteristics and their self-evaluation.

Age, gender, highest educational level and area of residence of the supervisors showed

significant relationships with competencies. Yo~er 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

,·I

i

;0.

j
'~l
.: •.~
. ,i

'.I-~ ~

, progtauUne planning. Female supervisors rated themselves as possessing higher competencies in

.: Administration, Teaching, Communication, understanding Human Behaviour and Evaluation,
'.i: l

~I
f Supervisors with M.Sc. rated themselves higher than the Diploma and B.Sc. holders. Those
1-'
; : supervisors who resided outside their area of operation rated themselves as possessing higher

competencies than those resident in their area ofoperation..

5.3.6 Level of Association among the various Competenc,' Categories.

The Pearson's Correlation Coefficient (r) ,,,,'as 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 association 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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1

~ 5A CONCLUSIONS

From the findings ofthis study. the conclusions arrived at are that:

1. The selfand independent evaluation show absolute agreement in all the Regions covered

!
~. : in the study and that the self-evaluation by the Supervisors was valid.

2. Under Administration, supervisors' competencies are highest in conducting staffmeetings.

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 Plarming supervisors are moderately competent in developing

calendars ofactivities, objectives and goals setting and preparing aruma! programmes of

work. Their competencies are, however, low in preparing long-range programme ofwork

and involving stake holders in plaruring.

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 ofactivities/events and involving others in executing plans. It can be inferred,

therefore, that supervisors are not able to follow their calendar ofactivities that they are

good at preparing.

.,

I, 5. In the area ofTeaching, it can be concluded that supervisors possess oratorical skills. TheirrJ! competence in developing and using teaching aids including audio-visuals is very low,
i

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 ofconununication equipment is

lacking.
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,. ··:i
. ,,:.~

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

.i
,,

;1

1

r
!,,,

r to &ctors1hati:nfluencepeople to become involved, applying factors affecting the behaviour
, i

",

" ofpeople and applying principles ofmotivation, their competencies are relatively low.

8. Competencies in the Maintaining Professionalism categOIy is generally moderate.

9. Competency levels ofsupervisors in Evaluation are generally moderate except in the use of

questionnaires, interpreting research findings and using library resources.

10. Generally, the competency levels of Supervisors are just moderate and that there is

more room for improvement, since the ideal situation is for all Supervisors to attain very

high competency levels.

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

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

13. Demographic characteristics such as age, gender, highest educational level attained, and

area ofresidence bear significant relationship with certain competencies.

- 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.

- Supervisors with M.Sc. Degree rated themselves higher than those with BSc. Degree and

Diploma.

- Supervisors resident outside their area ofoperation rated themselves higher than those

resident within their area ofoperation.
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i 14. All the 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

enhance their improvement also.

'.1
The strongest associations exist between Commwrication 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 Teaching competencies, and

Understanding Human Behaviour and Communication competencies.

5.5 RECOMMENDATIONS

It is recommended that;

i 1. as a matter ofurgency, in-service training 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 oflong-range programme ofwork and involving stake holders in planning

: r extension programmes under Programme Planning.
I

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 ofnon-verbal communication, extension publications and communication

equipment in the area ofCommunication.

d Socio-cu1tural filctors affecting the behaviour ofpeople and how they affect the thinking

process in the Understanding Human Behaviour category.
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e. the analysis and use ofquestionnaires, interpreting research findings and using library

L
~ resomces relating to Evaluation.

The average age ofthe 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 detennine the best time to learn those competencies for

which respondents' opinions were divided.

3. in preparing extension training curricula, competency categories that are strongly

associated mus~ at leas~ 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 ofthe Ministry of Food and Agriculture. This is necessary because the best time

to learn the competencies must be considered in curricula development.

These include:

"
3
.~
~

.J'
.-

•

•

•

•

•

•

Communication and Teaching

Evaluation and Teaching

Administration and Programme Execution

Administration and Teaching

Understanding Human Behaviour and Teaching

Understanding Hwnan Behaviour and Communication
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· APPENDIX I. JOB DESCRIPTIONS FOR DISTRICT DIRECTORAIE OF
FOOD AND AGRICULTURE

t.O STRUCTURE

1.1 POSmON TITLE:

1.2 IMMEDIATE SUPERIOR:

DISTRICT DIRECTOR OF FOOD &
AGRICULTURE

DISTRICT CO-ORDINATING DIRECTOR
& REGIONAL DIRECTOR OF MOFA

1.3 IMMEDIATE SUBORDINATES: DISTRICT DEVELOPMENT OFFICERS

Z.8 OBJECTIVES OF TIlE POSITION

2.1 To manage and co-ordinate the District Agricultural 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 arumal District Agricultural work programmes and budget FOR submission to
the District Assembly with copy to the Regional Director ofAgriculture

3.3 Manages and co-ordinate the day to day activities of the District Agricultural

Development Unit (DADU) including the analysis ofparticipation and adoption rates
ofappropriate 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 categories 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 ofagriculture in the District

3.7 Organise and participate in all meetings, workshops, etc. related to agricl,tlture with a
view to clarify MOFA to all concerned

3.8 Monitor the perfonnance ofall Agricultural Developments in the District and their
impact
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3.9 Prepare and submit regularly, monthly, quarterly and annual reports to the Regional
Director ofFood and Agriculture and the District Co-ordinating Director on the
perfonnance ofagriculture in the district when requested and special situation reports

3.10 To undertake any other duties that may be assigned

; 4.0 AUmORITY

Exercise authority derived from the District Co-ordinating Director and the Regional
Director.

, 5.0 QUALIFICATION AND EXPERIENCE

Should be ofa minimum grade ofAssistant Director ofAgriculture
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APPENDIX II. JOB DESCRIPTION FOR DISTRICT DEVELOPMENT OFFICER

1.8 STRUCTURE
1.1 POSmON TITLE:

1.2 IMMEDlATE SUPERIOR:

1.3 IMMEDIATE SUB-ORDINATES:

1.4 ASSOClAYES:

1.5 LOCATION:

2.8 OBJECTIVES OF THE POSITION:

DISTRICT AGRICULruRAL
OFFICER (DADO)

DISTRICT DIRECTOR OF
FOOD & AGRICULTIJRE

AGRIC. EXTENSION
AGENOfS

RESEARCH, S.M.S., NGOs

CENTRALLY SELECTED
LOCATION rN THE AREA

OF SUPERVISION

'f

2.1 To ensure timely implementation of pIarmed activities in the area of supervision

2.2 To co-ordinate activities ofassigned extension agents to ensure harmonization 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-climatic, socio-cultural and
economic (including agriculture) information ofhislher area ofsupervision.

3.2 Assist extension agents to develop their route maps, work calendar and programmes
in order to obtain quantitative and verifiable results with farmers.

3.3 VlSil each agent in the field every fortnightly to guide, advise, motivate and recognise
good work.

3.4 Organise and participate in monthly training between extension agents and SMS

3.5 Monitor 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 conective measures where possible.

".;.

i, i

,

,
"

I
"

3.7 Update regularly infonnation on market flows and prices for the guidance of
extension training, research programming and the District Director ofFood and

Agriculture.

3.8 Daily-log recor~ Monthly and quarterly reports on agents and area ofsupervision.
I ~ , '.',•

3.9 Any other report which the District Director ofFood and Agric. May require from
Time to time.

3.10 To undertake any other duties that may be assigned.

"

:' 4.0 AUTHORITY:

. ,, Exercise authority derived from the District Director ofFood and Agriculture.

5.0 QUALIFICATION AND EXPtIUENCE:

5.1 Should have a minimumofB.Sc Degree from a recognised university.

5.2 Should be ofa grade ofAgricuhural Officer (AO), or analogous grade.
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IAPPENDIX III. QUESTIONNAIRE FOR SUPERVISORS

Serial # .

QUESTIONNAIRE

FOR

I

:
. I AGRIC. EXTENSION SUPERVISORS

(Dist. Directors, Dist. Dev't. Officers & SMSs)

SUPERVISORS' PROFESSIONAL COMPETENCIES AS PERCEIVED

BY SUPERVISORS AND EXTENSION AGENTS

UNDER THE UNIFIED AGRICUL1URAL 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 nus STUDY

!
I

J

Thank you for your preparedness to take part in this study. It is aimed at examining the
,
I competency levels and also identifying the competencies needed by agric. extension

, supervisors in Ghana.

This assessment will be based on the perceptions ofF;xtension Agents and Supervisors

, themselves. The results will be very useful in the development of curricula for training of

supeIVlSors.

, You are assured that the infonnation 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
I

: questionnaires during data processing.

, GENERAL INSTRUCTIONS

,I Eachsupervisor(ie. District Director ofagric.,Development Officer or Subject Matter Specialists)

is to rate himself7herselfon the competencies listed, when they were acquired by supervisors and
. j

~ [ when they think is the best time to learn the competencies.

;i
I

,I

r:
('
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QUESTIONNAIRE INSTRUCTIONS

A. - Ifyou believe you LACK a particular competency

in your cunent position.. circle 1

- Ifyou believe your competency level in a particular

area is LOW in your current position...................................... circle 2

- Ifyou believe your competency level in a particular

area is MODERATE in your current position circle 3

- Ifyou believe your competency level in a particular

area is mGH in your current position......... circle 4

- Ifyou believe your competency level in a particular

area is VERY mGH in your current position circle 5

B. Also, when do you think YOU OBTAINED a particular competency?

- Ifit is before the job (Pre-service)............................................................. circle B

- If it is on the job (In-service) circle 0

• C. Finally, when do you think is the BEST TIME for a particular competency to be learned?

- ifyou think it should be before the job (pre-service) circle P

- ifyou think it should be on the job (In-service)....................................... circle I
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A B C
Competency Levelofcompe~nce When you acquired the competency Belt tim. to le8ID lilt competeacy
( lkill, knowle. or attitude)

Lack Low Moderate High Very
tLa) tL{)) (Mo) (Hi) High(VH) Before the job On the job Pre-service In-.eme.

Admjpillratiop

Un-depth knowle. & uodcntaDding of the
''Uoified Agric. Exteoaion l)'Item" 1 2 3 4 5 B 0 P I

1. Writias realiltic goal. for the extension
pro8J'1lDUDe

1 2 3 4 5 B 0 P I
3. Ability to manage .cerce resources for

optimum productivity
1 2 3 4 .5 B 0 P I

4. Coorcliut:in8 the uae of equipment, facilities
and raource. with office staff

1 " 3 4 S B 0
.5. Bud&et prtp8nlbon - p I

1 " 3 4 S B 0
6. Superviling bud&et expendilure - P I

1 , 3 4 5 B 0
7. MIDlt8i"8 time effectively

- P I

1 " 3 4 S B 0- P I
8. CoorcliIudin& work schedules ofstaff

1 -, 3 4 S B 0- P I
9. SupervilioB extension PenoDllel

1 2 3 4 S B 0 P I
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c.n
c

A B C
Comp-.cy Levelofcompe~nce When you acquired the competency Blit time to 1_.....,.. II dIidJ
(aill, bawl•• or _tude)

Lack Low Moderate High Very
(La) (Lo) (Mo) (Hi) Higb(VH) Before the job On the job Pre·nniel ......

12. Ability to iclenti1Y policie. apecific to your
II'N(I) 1Up000ibility 1 2 3 4 .5 B 0 P I

13. Con~ll8lbdfmeetinp 1 2 3 4 .5 B 0 P I

14. Promotio& inter-office communications 1 2 3 4 .5 B 0 P I

U. Delesetilll relpODlibility and authority 1 2 3 4 .5 B 0 P I

16. 0ri1ldiDs new Ibdfmemben 1 2 3 4 .5 B 0 P I

17. ProvidiDB recognition for Ibdf
1 2 3 4 .5 B 0 P I

18. Ma;rd8in ing Ibdfmorale
1 2 3 4 .5 B 0 P I

19. Preplr'illljob de.criptions 1 2 3 4 .5 B 0 P I

20. DealiD8 with complainll 1 2 3 4 .5 B 0 P I

21. ADalyzio,g penOllDel record 1 2 3 4 .5 B 0 P I

A.......C.....eteadel:
Lilt., Idditioaal competencies that you believe
we importBut but have Dot beco included in Ibis
..ction 8Dd nIte them.

.......................................................................... 1 2 3 4 .5 B 0 P I

............................................................................ 1 2 3 4 .5 B 0 P I
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A B C
.- .. .

CampeIIacJ Levelof~ompe~n~e When you acquired tIte competenc:y Belt tim. to I.II'D th. cGmpIftUy
( 1kiJ1, bowl.. or altitude)

~k Moderate HighLow Very
(La) (10) (Mo) (Hi) High(VH) Before the job On tItejob Pre-,ervice Ia-III"YiC'

ProIl!lJ!lDI Plpin!

1. DevelopiDg. Calendar ofextension activities 1 2 3 4 .5 B 0 P I

Z. DeteraliDiaslbe Bledl of Clientele for
exleDrioa propwnme 1 2 3 4 .5 B 0 P I

3. DetmnioiDg objectiveI' goals ofthe extension
B 0 Pprosrwnme 1 2 3 4 .5 I

4. &t8blilbial prognmme priorities 1 2 3 4 .5 B 0 P I

5. PrepIriDlIllIllllllal progamme ofwork for
your ere. ofrelpODlibility 1 2 3 4 .5 B 0 P I

6. PrepIriDa alq-r8llgC programme ofwork 1 2 3 4 .5 B 0 .. P I

7. lnvolviDB co-worken in programme planning 1 2 3 4 5 B 0 P I

1.lDvolviDg exteMion support groups and
clientele in progamme planning 1 2 3 4 .5 B 0 P I

AddidolUll CompeteDcle.:

................................. 1 2 3 4 .5 B 0 P I
• 111 • 111 •••••••••••••••••• ......... .

1 2 3 4 .5 B 0 P I

t
en
t-

II1II II ilMilhtnnit ;;i 'lit n· ., ~-

••-.-------- .t~~~~_~c~=c~~_.---- .ilLaA.AEL w.~~
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A B C
Compe....cy Level ofc:ompetence When you acquired the competency Be. time to lura'" c•.........,
( .ill, Imowledge or IlItitude)

Lack Moderate High VeryLow
(La) (Lo) (Mo) (Hi) High(VH) Before the job On the job Pre·.ervice ID-ttrYice

ProDPP!!lpgdign

1. UtiliziDs a Calendlr of activities/events 1 2 3 4 5 B 0 P I

2. FollowiDs • written programme ofwork 1 2 3 4 5 B 0 P I

3. Providios leadership for programme planning
1 2 3 4adeDCUtion 5 B 0 P I

4. DeYelopiDB. worting relationship with clientele
1 2 3 4 oS B 0 P I

S. CompletiD.g mOlllhly or annual reports 1 2 3 4 .5 B 0 P I

6. lDvolviD& others in executing plans 1 2 3 4 .5 B 0 P I

7. conducti08 bome/farm visits. 1 2 3 4 oS B 0 P I

Addldoul Competeade.:
.................................................................................. 1 2 3 4 .5 B 0 P I

.......................................................................-.......... 1 2 3 4 .5 B 0 P I

Tepig!

1. U.io& principle. (basic: ideas or rules) of
l• ....m, IDd teechiD& 1 2 3 4 .5 B 0 P I

2. DewlopiDBtelCbiJtBmaaerials (eg. Folders and
~JUides). 1 2 3 4 .5 B 0 P I

'.. ,~, .•..

....
C1I
N

•••••••••••••••••••- •• ....IOeI "':".,.:.....~·.Cl;~~.:.?'~:.:t:',~\1..1~·:~::~:· .... ...:.: .-.~.~-:.:.~.:j."':.r ..~~:~.~'!.!O_ .:~~L45§S.·., .._•.a L. a& a d
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A IWhen you acquire:the competency IBnttimetol...~...t? 0,eomp....cy

ILack

Level ofcompetence
( lkill. bowle. or 8Ititude)

HighLow Moderate Very
(La) (Lo) (Mo) (Hi) High(VH) I Before the job On the job I Pre-Iavie' lD-M'Yiee

I
3. Ability to teleet non-formal methods and

IecbDiquel for pll1iculer .ituations

I
1 2 3 4 .5

I
B 0 I p I

4. PreteDtilll iafonnIllion in a leclUre 1 2 3 4 .5 B 0 I p I

5. PreIealiDa a concept, principle, or skill through
I 1 3 Ia method demODllndions 2 4 .5 B 0 I p I

6. Pre.... infonDlllion in
I 1 2 3 4 .5 I B 0 I p Iameetiu&

I-" 17. PreaeatiD3 information in a seminarc.n
Co) 1 2 3 4 .5 B 0 P I

8. Preladios informalion III a field day 1 2 3 4 .5 B 0 P I

9. PreaeatiJI& iDfonoalion with 8D overbearl
projector 1 2 3 4 .5

I
B 0

I
p I

10. Presentin8 information with slides 1 2 3 4 .5 B 0 P I

11. Pre.entiDg information with charts 1 2 3 4 .5 I B 0 I p I

12. PreleutiJt& iDformIIlion with chalk board 1 2 3 4 .5 I B 0 I p I

13. CC111C1udiD8 pup di.CUlsioDS 1 2 3 4 .5 I B 0 I p I

14. VIUta the problem 8olvio& app~ach to
teachiDs I ,

2 3 4 S I B 0 I P I
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A B C . .. ";:
CoaIpetIaey Levelofcompeunc. When you acquired the competency Belt time to 1.1m daI ,
( 1ti1I,IcDowtecfp or Idtiaude )

Lack Moder8te Higb VeryLow
(La) (Lo) (Mo) (Hi) Higb(VH) Before the job On the job Pre-Iervic:e Ia-.ervice

15. BDcOlll'lliDa lUdienc:e to uk questions. I 2 3 4 5 B 0 P I

16. PI-.HD&~ IDd conducting tours and
field trip•. I 2 3 4 5 B 0 P J

17. Jucf8iaa exhibibllll 86icultural shows I 2 3 4 5 B 0 P I

18. Ability to rec:o,.uze the importance of
punctuality

I 2 3 4 5 B 0 P I

AddldouJ Competeade.:

.................................................................................. 1 2 3 4 .5 B 0 P I

.................................................................................. 1 2 3 4 .5 B 0 P I

C9Rl'P"ic:!!tjop

1. BablithiD& CommuniCatiOfll among extension
I 2 3 4 .5ltd' B 0 P I

2. Writiq letten BOd lor memos
I 2 3 4 .5 B 0 P I

3. Wriq adlor completing special reports I 2 3 4 .5 B 0 P I

4. SpellkiDB to goup. 1 2 3 4 5 B 0 P I

,. 8pelkioa to iDdividuai. 1 2 3 4 5 B 0 P I

....-----·--------.--.------••••••IIlIQ!'Ii"I&!:.:ll....t:!~~_:_=·::==.~:!_~.~....!:..~.":.:_~'~.~.,~'~_~....~_!Ol:·.1~~~f.~--~~~~~~~. __ ..•_ r, .~.. _~ .. _... _~!JU ..,.. .1
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(It
oCOo

©University of Cape Coast

Digitized by Sam Jonah Library



A B C ~ ··'15:
1:"

CompeteDey Level ofcompetence When you acquired the competency Belt tim, to lelrD die camp...,
~'.

( 1ki1l.laaowle. or ditude )
,

Lack Low Moderate High Very
(La) (Lo) (Mo) (Hi) High(VH) Before the job On the job Pre-Iervice 1n·.erYiCI

6. U'in& Don-verbal communications 1 2 3 4 .5 B 0 P I

7. PO.letlion ofliltening skills 1 2 3 4 .5 B 0 P I

8. PrepIl'iDa exIeDIion publications 1 2 3 4 .5 B 0 P I

9. Act on cOITelpondence promptly 1 2 3 4 .5 B 0 P I

10. Providing recognition for achievement 1 2 3 4 .5 B 0 P I

11. &tablilhing working relation-ships with other
governmental organizations and agencies 1 2 3 4 .5 B 0 P I

12. Establishiog worlciog relation-ships with other
govemmema1 organizations and agencies 1 2 3 4 .5 B 0 J> I

13. The Ule ofa camera and/or other photographic
equipment 1 2 3 4 .5 B 0 P I

14. The Ule ofa tape recorder 1 2 3 4 .5 B 0 P I

1.5. The Ute ofa(desk top) computer 1 2 3 4 .5 B 0 P I

Addldoul Competendel:

................................................................................... 1 2 3 4 .5 B 0 P I

................................................................................... 1 2 3 4 .5 .
B 0 P I

_ltD awi~:tt.l:rlif riM.) ... "f"

d on' ..... '.-V··'-· -.6 -.[>,6_ ....... "

....
:.n
:.n

'I

____ I. -(iIiI

L ~_..:._ •• _._: • ...;. • .:. ......l.:.:.~..~~:~:.!.~.::s~ ..w.... __ .......:--_iEf_liS_J.ZI iii
. "...
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A B C
Compet.acy Level ofcompetence When you acquired the competency Belt time to leml .. eompetncy
( mil, bowledp or attimde )

Lack Low Moderate High Very
(La) (Lo) (Mo) (Hi) High (VH) Before the job On the job Pre-.ervice In·.ervice

Undaat!DdiDa HumID Behaviour

1. Applicldion ofprinciplel ofmotivation 1 2 3 4 .5 B 0 P I

2. Idemificlltion offacton that influence people to
p Ibecome involved 1 2 3 4 .5

3. netenninins the effect ofpressure groups on the B 0

1hiJlJciDs procel. 1 2 3 4 S P I
B 0

4.Reco~ goal lettin8s 1 2 3 4 S P I
B 0

.5. Appl)'iDI &don affeetiD8 behaviour ofpeople 1 2 3 4 S P I
B 0

6. Ability to inf)ueace people to accept change 1 2 3 4 5 lJ I
B 0

7. Ability to identifY the power structure within the
1community 2 3 4 5 B 0 P I

8. Ability to identify pressure groups within the
c:ODDDUIlity

1 2 3 4 5 B 0 P I
9. UliliziDg kaowledp ofinteraction ofpeople in

group. 1 2 3 4 5 B 0 P I
lO.RecoBDizin& differences in age groups 1 2 3 4 5. B 0 P I

- ..,--",:i.~~~~_~..~..... ~: • ...~'"'"U:.~ ..:.i.:.:;-i'.2:::.:.:...:.:...:.:..::~-:::...~_ .::..:..:~ __ :.':.~_-:.::=':::..::.~"';~~.~. __.~_~......_~. t _" ... _. £.1&£2 j-----------
,_ ~..•1!.

....
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A B C
. c.~ •

Compelellcy Level ofcompetence When you acquired the competency Belt time to 1.1111.... CCIIIflN"'"
( 1Id1" bowl•• or altilude)

Lack Low Moderate High Very
(La) (Lo) (Mo) (Hi) High(VH) Before the job On the job Pre·.ervice ....mee

11. R.ecopizins lraditiona! culture and its effect on
cbao.se 1 2 3 4 5 B 0 P I

12. Recopizins the role ofdifferent sexes and
how it influences chlUJ8e 1 2 3 4 5 B 0 P I

AddIaoui Competendel:
..................................................................................

1 2 3 4 oS PB 0 I

................................................................................... 1 2 3 4 oS B P I0

MUDnipg profelsionaliBDI

1.~ opportunities for professional
improvement 1 2 3 4 5 B 0 P I

2. Developin8 a pl8D for professional
competenciel 1 2 3 4 oS B 0 P I

3. Mainhlin in8 professional organizations and
aetivitiel 1 2 3 4 5 B 0 P I

4. PllrticipBtion in professional organizations Wid
1 2 3 4 5 B Pactivities 0 I

Addltlonl Competeudel:

1 2 3 4 5 B 0 P I....................................................................................
1 2 3 4 5 B 0 P I..........................................................................., ......

••••••••••••••••••••••••••••_ ••- ....M""....'_"~~~::.:r.;~-'..~:>:..;.;::;.-:::.:~.:.:::::;:;;::.:::;; ..::.:::-__ :~::::::::..::.;-:~~ ...:.- .._'~ .. ' .:.,:.,,!~:-''',:,!,,_••~ , .. _I _.. _. L,... j •
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A B C ...

Competency Level ofcompetence When you acquired the competency Belt time to I....... comp....,.
( lkill, knowle. or IIltilUde)

Lack Moderate HighLow Very
(La) (La) (Mo) (Hi) Higb(VH) Before the job On thejob Pre·.ervice In·Hl'Yice

lyI1pICjop

1. EV8IU1diD8 the e1fectivenell of8 national.
clillrict. or local extemion programme 1 2 3 4 .5 B 0 P I

1. EwlUldiD8the perfomumce ofthe extension
ltd 1 2 3 4 .5 B 0 P I

3. 1utetpretiJ:ls die impBd ofchllll8e and! or trends
1 2 3 4 5 B 0 Pupon the clientele laved I

4. U.iq queltiODIIairel to leek information
1 2 3 4 5 B 0 P I

5. Uling oblervation method to seek infonnation 1 2 3 4 .5 B 0 P I

6. Uling iDtervjews to leek information 1 2 3 4 5 B 0 P I

7. Imerpreting remits ofqueltiormaires 1 2 3 4 .5 B 0 P I

8. RwllJIItiDs die remits ofIII extension event!
aetmty 1 2 3 4 .5 B 0 P I

9. ADalyziq reports 1 2 3 4 5 B 0 P I

---------- ........m .• ~.,.•.•"~~.........:.:...,'~...;;;,~ ; ...:-0._:'•.. :;~-_.__OU'U' .--. -,..:.~~.:::.:::.....!.~.:~~. ' •._ ... _9 -_~;kL£YJL iii

....
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A B C
Competency Level ofcompetence When you acquired the competency Belt time to 1... abe co......,
( Ilcill,knowle. or attitude)

Lack Low Moderate High Very
(La) (Lo) (Mo) (Hi) High(VH) Before the job On the job Pre-Ienrice 1Il-.ervice

10. JIderpretioa re.elll'da findiDgI from research
llltioat Ed UDivenitie. 1 2 3 4 5 B 0 P I

11. Applyins rel.arch findings when making
recOllDDeDdatiooa to clientele 1 2 3 4 5 B 0 P I

11. CoOPt1"11in8 with relelll'Ch stations 1 2 3 4 5 B 0 P I

13. IdeatifYin8 problems requiring additional
re.elll'da B 0 P I1 2 3 4 5

14. KeepiDI up-to-date wilh CUlTCnt research
findillp 1 2 3 4 S B 0 P I

15. Conducting a literature selll'Ch utilizing library
re.ourees 1 2 3 4 S B 0 P I

Addltlonlll Competencies:

1 2 3 4 .5 B 0 P I... _.....................................................,........................

1 2 3 4 5 B 0 P I...................................................................................

11m.. (n:r! ..t""'-~·"'-·-;;· ---'

..__.._---------------_.: ......,-~~~-.;. --

~

UI
co
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; '. .-=t"ION II: DEMOGRAPmC DATA
, .'.,

INITRVCTIONS: Please fill in the blank or circle your choice tulder each item.

(1) Region ..

(2) District .

(3) Age at your last Birthday years

(4) Sex ( ) Male ( ) Female

..l' (5) Marital Status () Married () Single () Divorced () Widowed
-il '

i: (6) Highest Educational Level Attained ( ) Certificate in Agric ..
. :

( ) Diploma in Agric ..

( ) B.Se. ( ) M.Sc.

'. i
: I ( ) Other (specify ) ..
tl

1: (1) Have you had any course in Agric.. Administration I Management?
~ I

l:
~ . ( ) Yes () No

I! (8) Years ofExperience in the Ministry ofFood and Agric .

(9) Current Position ( ) Agric.. Extension Agent ( ) District Development Officer
, !

.,' ;

. :
. . ( ) Subject Matter Specialist ( ) Other (specify) .

(b) Field or Technical .
[Note: (a) and (b) should add up to 100%]

,
! (10) Years of experience in your current position ..

(11) Percent ofTime used in (a) Administrative work ..

,I
(12) Major area ofresponsibility ( ) General Agric..

( ) Livestock

( )Crops

( ) Women Extension

( ) Others (specify) .

160
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..Are you resident in your area ofwork ? ( ) Yes () No

(14) Where did you spend your youth? ( ) Rural area I Village

( ) Urban community I City

( ) Semi-urban community

(15) What work experiences have you had other than Agricultural work?

Type ofwork Number ofyears

.1

I

I

(16) 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 .

.i : (17) Any additional comment? · ·

.~ ;

...............................................................

................................................................

......................................................................
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.APPENDIX IV. QUESTIONNAIRES FOR AGRIe. EXTENSION AGENTS

Serial #......

QUESTIONNAIRE

FOR

AGRIC. EXTENSION AGENTS

SUPERVISORS' PROFESSIONAL COMPETENCIES AS PERCEIVED
BY SUPERVlSORS AND FRONTLINE STAFF UNDER

mE UNIFIED AGRICULTI.JRAL 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 nus 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

supeM;ors in Ghana. 1bis assessment will be based on the perceptions ofextension agen1s and

supervisors themselves.

• The results will be very useful in the development ofcurricula for training ofsupervisors.
•;" ".

'J •

The serial 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

Director ofAgric.• Development Officers and Subject Matter Specialists) as a group in terms of

the competencies listedin this questionnaire and when they think is the right time for supervisors

to acquire them.
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.QtJESDONNAlRE INSTRUCTIONS

- Ifyou believe your supervisors LACK a particular competency

. tb· . . . 1 1Ul elI' current pOSItions C1!C e

. Ifyou believe a particular competency level is LOW in their

· . . 1 2Cture11t POSlt:lons C1!C e

• Ifyou believe a particular competency level is MODEAATE in their

· . . I 3current POSItiOns CIrC e

- Ifyou believe a particular competency level is HIGH in their

· . . I 4current pOsioons CITe e

- Ifyou believe a particular competency level is VERY mGH in their

.. . 1 5current pOSitiOns ClIC e

164

©University of Cape Coast

Digitized by Sam Jonah Library



~
Level ofcompeteace oftaperYilOl"ll

(M.bowie. or .aitude) lAde Low ModenIIe High Very
(La) (Lo) (Mo) (Hi) Hisb(VH)

"', ~~.~~:;~ ~.;.

LJHepdl bowledge & ...dcrsbmdiug oflbe
WUDified Awic. Euensioa 1l)'Iltem" 1 2 3 4 oS

2. WritiIIg realistic goals for the eldeosion 1 2 3 4 oS
.........e

r.1 i
J. Ability to mllDllge scarce resources for~ ; 1 2 3 4 .5

~ I optimum productivity
TI
.~ ;
} l

4. Coordinating the use of equipment, facilities: I
: ;

and resources with office staff". I 1 Z 3 4 5
I

I .5. Budget preparation 2 3 4 5
I
I
I 6. Supervising budget expenditureI 2 3 4 5

I 7. Managing time effectively 2 3 4 .5
I
I
i 8. CoordiDaliog work schedules ofstaff 1 2 3 4 .5.j

,I' 9. SupervisiD8 emosion PersoJDlel 1 3 4'1 2 5:1
; I
;j

12. Ability to identify policies specific to your~ ~
,1

area(s) responsibility 1 2 3 4 5:j
'I

'I
(--,jl 13. Conducting staffmeetiDgs 1 2 3 4 .5

fl 14. Promoting inter-office communications 1 2 3 4 .5:.:
I

-,i
\. IS. Delegating responsibility and authority 1 2 3 4 .5
il
t

16. Orieoting new staffmembers 1 2 3 4 .5

17. Providing recognition for staff 1 2 3 4 .5

18. Maintaining staffmorale 2 3 4 5

19. Preparingjob descriptions 1 2 3 4 .5

20. Dealing with complaiDts 1 2 3 4 )

21.AuJ~ penoonel record 1 2 3 4 .5

A...... ee.peteDdes:
UIt.., MditiClOll1 competcDcics thIIt you believe
1ft ......W Id bave DOt beea iocluded in Ibis
......,..1baD.
.•...........................................................~.............. I 2 3 4 .5
............................................................................. 1 2 3 4 .5
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..

'(, 't: ~.

\
I

. ;
.j

. j

. i
: I

.. ~.':

.--
Level ofCCIIIIfl4ICItDCe of..,erWcn

~
(mu.bDwlecfp or.ailucle) lAde Low MocIer'* .Hi&h Very

(La) (to) (No) (Hi) Ri8h(VH)

Pl--

L De¥elapq • Caleod8r ofexleD8ion IK:tivities 1 2 3 4 S

,2. DeCermiaiDg the oeeds of Clientele for
aIaIIiClll pI'OAI"BIIIIDe 1 2 3 4 5

3. Deten:niniD8 objedives I goals oftile extension

~ 1 2 3 4 5

4. Establishing programme priorities 1 2 3 4 .5

5. Preparing an annual programme ofwork for
your area ofresponsibility 1 2 3 4 .5

6. Preparing a long-range programme ofwork 1 2 3 4 .5

7. Involving co-workers in programme planning 1 2 3 4 .5

8. Involving extension support groups and
clic*le in programme plauniDg 1 2 3 4 5

A....aJ CompeteDdel:

....................................... 1 2 3 4 .5

.............................................. 1 2 3 4 .5

Prosramme F.xeaJlion

1. Utilizing a Calendar of activities/events 1 2 3 4 .5

2. Following a written programme ofwork 1 2 3 4 .5

3. ProvidiDg leadership for programmes planning 1 2 3 4 .5
and execution

4. Developing a working relationship with clientele 1 2 3 4 .5

5. Completin& moDlhly or annual reports 1 2 3 4 .5

6. InvolviD8 olbers in executing plans 1 2 3 4 .5

7. CoDdllctillg bomelfinl visits. 1 2 3 4 .5

A......... Ce8IpeteDdM:
................................................................................... 1 2 3 4 5

.•........•............................•.......................................... 1 2 3 4 5.
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•'~
+ eli ,t•• ,

(.............) Low
(1.0)

MocIer*
(Mo)

BWa
(Hi)

L ....priDciplea <b-ic ideas • rules) of 1 2 3 4 S
....... teec:hj.

1 2 3 4 S
l. Dnelopias tpwfaq lIIIIkriai. (es. Folders tmd

tniDiDs pides).
1 2 3 4 S

3. Ability 10 select DOD-formal methods and
techniques for particular situations 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 2 3 4 5

6. Presenting information in 2 3 4 5
a meeting

2 3 4 5
7. Preseabng information in a seminar

1 2 3 4 5
8. PresealiD8 iDfonDIItion at a field day

2 3 4 5
9. PreftIIIiDg iafonD8IiOll with BD overhead

projector 1 2 3 4 5

10. Preaeatiog infon:nlItion with slides 1 2 3 4 5

11. PreIClltiag infonDldion with charts 2 3 4 5

12. Presenting information with chalk board 2 3 4 5

13. Conducting group discussions 2 3 4 5

14. Using the problem solving approach to 2 3 4 5

teKhing
2 J 4 5

15. EocourBging audience to ask questions.

16. Pl-.niog. organ.iziog and conducting toW"$ and

field trips. 2 3 4 .5

17.J~ exbibils at IfJricultur1d shows 2 3 4 5
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-
Clw: •

Level ofcompdIer1ce ofIUpeMICII"I
J

( ......bawledee ar IMitaele) L8dt Low MocIenD Hisb Very
(La) (to) (No) (Hi) Hisb(VH)

IS. BIM:oia"llldieace 10 uk queltioas. 1 2 3 4 S

16. PI..... orprririDg mel~ toun IDd
fieldlripL 1 2 3 4 S

17. ' ....abibitB III egricultural shows 1 2 3 4 S

18. Ability 10 recogoize the impor1aDce of
punctuality 2 3 4 S

A4lcldo'" CompeteDdes:

..........................................................................-....... 2 3 4 5

...........-...................................................................... 2 3 4 5

Communication

1. Establishing communications among extension
staff 2 3 4 S

2. Writing letters BOd lor memos 1 2 3 4 5

3. WribDg cd/or completing special reports 1 2 3 4 S

4.S~ to groups 2 3 4 5

S. Spe~ to individuals 1 2 3 4 5

6. Usiug DOll-verbal communications 2 3 4 5

7. Possession oflistening skills 1 2 3 4 5

8. Preparing extension publications 1 2 3 4 5

9. Act on con-espondcnce promptly 2 3 4 5

10. Providing recognition for achievement 2 3 4 5

11. Establishing working relatioo-ships with othel'
govermnemal organizat.ions and agcncies 2 3 4 5

12. Establishing working relation-ships with other
soverumedaI organizations IUd agencies 1 2 3 4
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.?

.,,~--

.... Lnel ofCGlllpeleaceof~
C I

2 ,
( .......... ar.ai1ude) Leek Low ~ BiAb v.,

(La) (to) (Mo) (Hi) BWt(VB)

....~of.~-.JIar other photoAnPbi~....... 1 2 3 4 .5

M. ne_ of••recucler 1 2 3 .54

u. 11Ie _ of.(deek lop)~ 1 2 3 4 .5

A......Culpeteadel:

_ ••••••••• a ••••a.a.a ••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••• 1 2 3 4 5

•• a ...................................................................................... 2 3 4 5

1JocIentanding HlDTlatl Behaviour

1. Appli~ation ofprinciples ofmotivation Z 3 4 .5

2. ldemi1ication offactors tha1 influence people to
be~ome involved 2 3 4

3. DetermiDing the effect ofpressure groups on the
~process 1 2 3 4 5

4. IlecogniziJIg goal settin8s 1 2 3 4 .5

S. ApplJm8 factors lIffectin8l>ebaviour ofpeople 2 3 4 .5

6. Ability to iDftuen~ people to accept cbaDge 1 2 3 4 .5

7. Ability to idemify the power structure within the
community 2 3 4 .5

8. Ability to identifY pressure groups within the
comrmmity 2 3 4 .5

9. Utilizinglcnowledge ofinteraetion ofpeople in

~~s Z 3 4 5

IO.Recognizing differences in age groups Z 3 -t 5

ll. Re~opizingtraditional culture and its effect on
c:bqe 2 3 4 .5

11. Jlecopizj.lbe role ofdi.ffereII1 sexes end
bow it iDfI~. cbqe 2 3 4

AIM 'Cl..........~

............................................... a ................. a •••••••• a ••• a •••••• a •• I 2 3 4 S

..................... _ ........... a ••••••• a ................... aa ••• a .............. •• ... ••••••• 2 3 4 S

,

I
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i

Level ofcompeteDce oflUperviaon

~
( *ill. bowl.. or..aCude) Lack Low Modende Hiab V«y

.;
(La) (Lo) (Mo) (Hi) Hiab(VH)

MM..

1. Bwl1lllDD81be eftediveoeas ofa lUltiooal,
dialrict, or local exteosiOll programme 2 3 4

2. EYaJUIIIing the performance ofdie extension

abIff 1 2 3 4

3. IaterpretiDs the impact ofcbaoge and! or trends
upoo the clientele served 2 3 4 .5

4. Using questionnaires to seek informa1ion 2 3 4 .5

5. Using observation method to seek infonnation 2 3 4 .5

6. Using interviews 10 stf:k infonnation 2 3 4 5

, ~

7. Interpreting results of questioWlaires 2 3 4 .5

8. Evaluating the results of an eXlension event!

activity 1 2 3 4 5

9. Analyzing reports 1 2 3 4 .5

lO.IDterpretin8 rese.-ch findings from research
stabODS 8Ild universities 1 2 3 4

11. Applfin8 research findings when making

recoumendatioos to clientele 2 3 4 .5

12. Cooperating with research stations 2 3 4 .5

13. Identifying problems requiring additionaJ
research 2 3 4 .5

14. Keeping up-to-date with current research

findings 2 3 4 .5

15. Conducting a literature search utilizing library

resources 2 3 4

AddlUoDlIl Competendel:

.................................................................................. 2 3 4 5

.................................................................................... 1 2 3 4 5
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r
:f
.:.jIcnoN 0: DEMOGRAPIDC DATA

MfRUcnONS: Please fill in the blank or circle your choice Wlder each item.

(1) Region .

(1) District .

(3) Age at your last Birthday years

(4) Sex ( ) Male ( ) Female

(5) Marital Status () Manied () Single () Divorced () Widowed

(6) Highest Educational Level Attained ( ) Certificate in Agric..

( ) Diploma in Agric..

( ) B.Sc

( ) M.Sc.

( ) Other (specify ) .

(7) Years ofExperience in the MinistIy of Food and Agric .

(8) Current Position ( ) Agric.. Extension Agent ( ) District Development Officer

( ) Subject Matter Specialist ( ) Other (specify) .

(9) Years of experience in your current position ..

(10) Percent ofTime used in (a) Administrative work ..

(b) Field or Teclurical ..

[ Note: (a) and (b) should add up to 100%]

(11) Major area of responsibility ( ) General Agric.

( ) Livestock

( ) Crops

( ) Women Extension

( ) Others (specify) ..
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,~.~ .....-........-_---_.
: Ate you resident in your area ofwork ? ( ) Yes () No

,~.

p 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 ofwork Number ofyears

(15) How many short course have you attended in the last five (5) years 7

(a) Course that lasted less than one (1) month .

(b) Course that lasted more than One (l) month .

(16) Any additional comment 7 · ·

...............................................................

...............................................................

............................................................... .
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