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ABSTRACT

The need to improve upon the performance of the extension worker and hence

agriculturalproductivity is evidenced b y the number 0 fn ational agricultural extension

programmes held tried since Ghana gained independence in 1957, One of the drawbacks

of these programmes is that the long-term desired outcome of improving agricultural

productivity has never been met Recent studies have identified incompetence of staff as

a major cause of the poor performance of organizations, This study was, therefore,

conducted to determine the present competency levels and training needed in agricultural

communication methods and teaching aids of extension agents in the Greater Accra

Region as perceived by themselves, Communication methods generally used to

communicate with their clients were also examined, Self-administered validated

questionnaires targeted at the agents were used to collect data,

Data analysis was done using Statistical Package for Social Sciences (SPSS), Statistical

analysis used included descriptive, Pearson correlated techniques and Analysis of

Variance (ANOVA), The results indicated that about 70.2% of the respondents were

males, The mean age of ABAs studied was forty-one years, Eighty-two ABAs

representing 67,8% of the respondents' posses the basic educational requirement; ie

General Agricultural Certificate, The mean communication skill of the ABAs was twelve

(11.7) with the majority (64%) having over nine years experience in communication

skills, The survey revealed that a majority of about 64% had over nine years experience

in communication skills, representing a mean of 11 ,7,

t1



The number of training courses attended was found to be irregular with majority of the

ABAs representing 33.9% attending only two training courses with only 0.8% of the

ABAs studied had the highest training courses of twenty- four.

However, their perceived competency level in planning, implementing and evaluating

extension teaching aids was found to be good, they needed a higher level of training in

implementing and evaluating extension teaching aids.

It was recommended that ABAs competency level in extension communication methods

and extension teaching aids should be frequently assessed so that the discrepancy

between what knowledge they have achieved. and what they have acquired can be

ascertained. This invariably will improve upon their competency level in planning,

implementing and evaluating both communication methods and extension teaching aids.
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CHAPTER ONE

INTRODUCTION

1.1. BACKGROUND OF THE STUDY

The agricultural sector is largely dominated by small holder farmers in rural areas,

whose poverty levels are said to be unacceptably high, with 54% of those classified as

poor being food crop farmers who derived their primary income from farming and

other farm based activities (MOFA, 1997).

Agricultural extension is basically a non-formal educational system. At its best, the

system focuses on helping people (farmers and their other clientele) to convince

themselves of the benefits of scientific information on new agriculture technologies.

improved practices and alternative approaches to solving problems or managing their

own affairs.

In the agricultural extension organizational set up, the agricultural extension agents

(AEAs) are the grassroots workers. The AEAs are the majority manpower resource of

the agricultural extension system in Ghana. They are the key element in the

programmes of the agricultural extension system, serving as the main link. between

the overall agricultural extension system and its clientele. AEAs translate the system's

policies into realities at field levels, a function that is very critical to the entire system.

Their role in the extension system thus cannot be underrated. The effectiveness of

extension service delivery depends largely on what happens at the field level, which

in tum depends very much on the skills of the AEA.
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The govemment ofGhana has the following targets for the nation's agriculture;

I. To promote an adequate and secured supply of food and raw materials at

competitive prices.

2. To achieve an average overall growth of 4% per annum in agricultural

productivity as against present average of2% per annum.

3. To increase productivity and yields through the application of improved

technologies rather than by expanding the areas under cultivation (Ghana

vision 2020 document, 1995).

The Ministry of Food and Agriculture (MOFA) have the specific goal to increase

agricultural productivity on sustainable basis in all its major sub-sectors including

crops, livestock and fisheries. This responsibility can be achieved, to a greater

extent, by proper utilization of human resources that are highly skilful in

communication skills and willing to pass on innovative technologies to the

farmers.

Literature suggests that some of the variables affecting the competency level of

AEAs in communication methods are training, supervision, good working

conditions, and availability ofcommunication tools (Leonard, 1985).

This study examines how such variables influence the competency of AEAs in the

Greater Accra Region and correlates the results with their corresponding

performance.

2



l.1. PROBLEM STATEMENT

The inference often drawn from observation by way of farmers adopting

agricultural technology is that, agricultural extension agents do not send or

convince the farmers to accept the technology; therefore training agricultural

extension workers on the communication methods has not been part of their

training workshops.

During Agricultural Directors Workshop (2002), information in the Greater Accra

Region as regards AEAs competency levels and level of training needed in the use

of agricultural communication methods and extension teaching aids in technology

delivery was that, they are not skilful in the use of these communication methods

and teaching aids.

The performance and output of the Ministry of Food and Agriculture in the

Greater Accra Region is not commensurate with the size, scope and level of

investments in the system. This is evident by the poor productivity of most

farmers, incessant food shortages and accompanying high prices and vast

environmental degradation attributed mostly to poor farming practices (MOFA,

1997).

Arokoyo (1996) cited in a 1998 CTA publication, indicated that in sub-sahara

Africa, agriculture was still characterized by manual land preparation, low levels

of purchased inputs and low levels of adoption of potentially useful innovation.

He further stated that the poor management of agricultural services compounded

3



•
I

these factors and has somehow resulted in less than impressive performance of the

sector.

The questions asked therefore are 'why the low performance of the Extension

system? Could it still be attributed to problems associated with AEAs competency

in the use of communication methods and extension teaching aids as well as their

level of training needed? What are the AEAs competency level in the identified

communication methods and extension teaching aids both within and outside the

operational system of MOFA?

Cunrent information as regards AEAs competency levels in these identified

communication methods and extension-teaching aids are not simply available for

effective assessment of the situation. That is, the competency level and the level

of training needed in communication methods and extension teaching aids. This is

considered a serious problem to management of agricultural extension, noting that

solution not based on empirical data cannot be very effective. (Alpheous and

Vildne, 1996). Hence the need for this study.

1.3. OBJECTIVES OF THE STUDY

The general objective of this study is to assess AEAs perceived competency levels

and training needs on the use ofcommunication methods and extension teaching aids

to help communicate effectively with farmers.

The specific objectives of this study are to:

1.describe AEAs socio-demographic characteristics in terms of

4
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I a. age

b. sex

c. years at position

d. educational level

e. years ofexperience in communication skills

f. number of training courses attended

2. examine AEAs perceived competency levels in the use of communication

methods in terms of planning, implementation and evaluation.

3. examine AEAs perceived levels of training needed in the use of communication

methods in terms of planning, implementation and evaluation.

4. determine the perceived competency levels of AEAs in the use of some selected

extension teaching aids interms of planning, implementation and evaluation."

5. identify AEAs perceived competency levels of training needed in extension

teaching aids in terms of planning, implementing and evaluating.

6. describe the relationship between AEAs socio-demographic characteristics and

their total competency levels in communication methods and extension teaching aids.

7. describe the relationship between AEAs socio-demographic characteristics and

their total levels of training needed in communication methods and extension teaching

aids.

8. find the relationships between AEAs total competency levels and the level of

training needed in the use of communication methods in terms of planning,

implementing and evaluating.

9. determine the relationships between AEAs total competency levels and the level of

training needed in the use of extension teaching aids in terms of planning,

implementing and evaluating.

5



I.

t
i
I

~
I

f
I

12. to find from ABAs some important suggestions to improve their competency

levels in the use of some communication methods and extensionteaching aids.

1.4. RESEARCH QUESTIONS

It is to find ABAs perceived competency levels and training needs on the use of

communication methods and extension teaching aids to help communicate effectively

with farmers as stated in the objectives.

I. How are the ABAs distributed on the bases of age, sex, educational qualification,

working experience and number of training courses attended?

2. What are the ABAs perceived competency levels in communication methods"

3. What are the AEAs perceived competency levels in extension teaching aids?

4. What are the AEAsperceived level of training needed in communication methods?

5. What are the AEAs perceived level of training needed in extension teaching aids?

6. What are the relationships between and among ABAs perceived competency level

in communication methods and their demographic characteristics?

7. What are the relationships between and among AEAs perceived competency level

in extension teaching aidsandtheir demographic characteristics?

8. What are the relationships between and among AEAs perceived level of training

needed in communication methods and their demographic characteristics?

9.What are the relationships between and among AEAs perceived level of training

needed in extension teaching aids and their demographic characteristics?

10. What are the differences between the four districts in terms of ABAs perceived

level of training needed in communication methods?

6



II. What are the differences between the four districts in terms of AEAs perceived

educational level, e. years of experience in communication skills,

demographic characteristics (a. Age b. sex, c. years at position d.

I. Ho: (Null hypothesis) There is no relationship between AEAs

competency level in communication methods?

training needed in extension teaching aids?

alpha level.

The following hypotheses were suggested for the study and they were tested at 0.05

study.

Hypothesis is, simply put, to predict some sort regarding the possible outcomes of a

1.5. RESEARCH HYPOTHESES

12. What are the differences between the four districts in tenns of AEAs level of

f. number of training courses attended) and their total competency

in planning communication methods.

Hi: (Alternate hypothesis) There is relationship between and

among AEAs demographic characteristics (a. Age b. sex. c.

educational qualification, d. working experience. e. number of

training courses attended) and their total competency in planning

communication methods.

2. Ho: (Null hypothesis) There is no relationship between AEAs

demographic characteristics (a. Age b. sex, c. years at position d.

educational level,

7



e. years of experience in communication skills, f. number of training

courses attended) and their total level of training needed in planning

communication methods.

3. Ho: There is no relationship between AEAs total perceived

competency level and their level of training needed in communication

methods.

Hi: There is relationship between AEAs total perceived competency

level and the level of training needed in communication methods.

4. Ho: There is no relationship between AEAs total perceived

competency level and their level of training needed in extension

teaching aids.

Hi: There is relationship between AEAs total perceived competency

level and the level of training needed in extension teaching aids.

1.6. VARlABLES OF THE STUDY

The dependent variable for the study was level of competency and training needs of

AEAs

The independent variables for this study was as follows

I. the demographic characteristics

b. age

c. sex

d. years at position

e. educational qualification

8
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f. years of experience in communication skills

g. training courses attended

I. identified communication methods used by AEAs

8. demonstration

b. lecture

c. meetings

d. discussion

e. field trips

f. agricultural shows

2. identified extension teaching aids used by AEAs

a. flip chart

b. video

c. booklet

d. overhead projector

e. posters

f. folders

g. pamphlet

h. radio

I. newspapers

1.7. JUSTIFICATION

This study assessed the perceived competency level and training needs of AEAs

on the use of some identified communication methods and extension teaching aids

and correlated such competency to their performance in the delivery of extension

technology.

9



Appropriate professional competency is not something that is handed down to a

person in the fonn of a recipe. It takes effective training to achieve it. By virtue of

being a human being, a person is intrinsically motivated to master the

environment and finds successful mastery of task to be gratifying (White, 1959).

Because awareness of competency is such a powerful influence on human

behaviour, adults who are learning and can feel an actual sense of progress and

real accomplishment are usually well motivated to continue their efforts in a

similar direction. Extension agents need skill and competency to plan, implement

and evaluate communication methods and extension teaching aids in educational

programmes for farmers.

The prospective extension agent need to be trained to increase his or her

competency level in each of the communication methods in order to cope with

whatever situation that may be encountered during his or her interactions with the

farmers. To provide opportunities for extension agents to acquire knowledge and

skills in communication methods and extension teaching aids, it is important to

clearly understand the perceived levels of competency and level of training needs

ofextension agents in Ghana.

This study sheds light on the current competency levels of AEAs in the Greater

Accra Region and enables extension administrators to plan appropriate

programmes on various extension technology deliveries to fanners.

10



There is the urgent need for agricultural extension administrators in the Greater

Accra region to help improve the communication method. One key to such

effective transfer of technology and for that matter increase in food production is

the AEAs competency in communication.

Results of this study provide more information about the level of training needed

by the AEAs to increase their competency level in communication methods and in

extension teaching aids.

The results of this study is also intended to help the school of Agriculture of the

University of Cape Coast and other tertiary institutions in Ghana to provide more

appropriate training lor its students to enable them to acquire competencies in

communication methods of their job-related areas in order to cope with whatever

situations theymayencounter in their extension duties.

1.8. LIMITATIONS OF THE STUDY

Since the competencies are specially focused on extension agents of the Ministry

of Food and Agriculture in the Greater Accra Region, the results are valid for the

selected districts in the Greater Accra Region whose conditions bear close agents

similarities. The results of this study, therefore, represent the views ofextension

presently at post and mav not necessarily be the same in future, because

perceptions are susceptible to change.

11
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1.9 DELIMITATION OFTHESTUDY

The study was limited to perceive competency in the use of some identified

communication methods and extension teaching aids by the researcher from

literature and fifteen years personal experience with the Ministry of Food And

Agriculture.

i.re, DEFINITION OFTERMS

.. competency- According to the study, competency connotes proficiency,

the capability to perform effectively and efficiently a given task and is

usually composed of some combination of knowledge, attitudes and often

skills. Hence competencies for the purpose of this study focus on the

ability of an extension worker to successfully achieve optimal performance

in job related duties.

b. Perception- This is an opinion held by an individual or group of people

based on either facts gathered, appearance, and awareness of things,

physical senses or thoughts. For the study perceptions are feelings and

c.

beliefs of AEAs about the specific variables as may be determined by their

indications to items listed under such variable on 1-5 point Iikert type

scales ranging from poor to excellent (competency) and from very little to

very much (training needed).

Agricultural Extension Agents (AEA)- In this study, AEAs refer to the

contact men and women at the field level, who give assistance and manage

agricultural extension activities at the farmers level in the Ministry of Food

and Agriculture. They usually work in a demarcated area referred to as an

operational area.

12



d.

e.

Communication metbod- In this study, communication method refers to

any style organized according to the purpose to provide information and

skill training and in -depth understanding or critical thinking.

Extension teaching aids- In this study, extension teaching aid refer to

materials designed to aid teaching and learning by stimulating the sense of

sight and often, the sense of hearing.

1.11 STUDY AREA

The research was carried out in four districts in the Greater Accra Region. Field staff

such as Agricultural Extension Agents (AEAs) in these areas communicates with

fanners using different communication methods and teaching aids. As a result of this

theyhave come into contact with different approaches in communication.

The Greater Accra Region is the smallest region in Ghana in terms of landmass

covering a total surface area of 4.540 square kilometres. The region is centrally

located within the coastal belt of Ghana and shares boundaries with the Eastern

Region to the north, Central Region to the West and Volta Region to the East. To the

south of the Region lies the Gulf of Guinea which spans a 220 kilometre coastline

stretching from Langma near Kasoa on the West to Ada on the East.

The Greater Accra Region has a total counted population of 2,905,726 (2000 census)

representing 15 % of the country's population and with a growth rate of 4 %, which is

the highest in the country. The region remains predominantly urban (87.7%), which is

about twice the national average of 43.4%. It has a population density of 896 persons
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per sq. kilometre, which is much higher than the national density of 79%. There is

therefore enormous pressure on land or what the land can generate.

The region is divided into five (S) assemblies namely: the Accra Metropolitan

Assembly (A.M.A.), Tema Municipal Assembly (T.M.A.), Ga District Assembly

(G.D.A.), Dangme West District Assembly (D.W.D.A.) and Dangme East Assembly

(D.E.D.A.). Below is a table showing the size of each district in the Greater Accra

Region.

Table 1. SIZE OF EACH DISTRICT IN THE GREATER ACCRA REGION

AREA Percentage of Total
DISTRICT

Km2 Ha
coverage

Ga t.225.8 t22.580 27

Tema Municipal Assembly 454 45,400 10

Danzme West 1,589 158,900 3S

Danzme East 998.8 99,880 22

Accra Metropolitan Assembly 272.4 27,240 6

Total 4.540 4S4,OOO 100
Source: MOFA, (Regional office) 2003.

The main agricultural activities in the region are fishing, livestock, poultry production

and vegetables notably pepper, okro, garden eggs, cabbage and watermelon. The

region is also the leading producer of major non-traditional horticultural crops such as

pineapples, pawpaw, mangoes and Asian vegetables.

Both the Regional and District Agricultural Development Units have well experienced

staffwith specialisation in crops, livestock and fisheries. Total number of staff in the

region as at December 2002 was 437. This comprised S6 professionals, S6 sub-
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professionals. 191 technical staff and 134 supporting staff. The supporting staff

include administrative officers. secretarial, drivers and security personnel.

1.12.0RGANISAnON OF THE STUDY

The study is divided into five chapters. Chapter one deals with the introduction of the

study with the following sub-sections: background of the study. problem statement,

objectives of the study, research questions, research hypotheses, variable of the study,

justification, definition of terms and the study area.

Chapter two of the text covers the review of literature on competency, extension

communication methods, extension teaching aids, the concept of extension and the

role ofthe AEA.

Chapter three deals with the research methodology used in the data collection.

Chapter four discusses the results of the study and draws conclusion. Finally chapter

five deals withthe summary, conclusions and recommendations.
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CHAPTER TWO

LITERATURE REVIEW

2.1. CONCEPTUAL FRAMEWORK OF COMPETENCY

Current usage of the tenn competency in education suggests that its precise meaning

is of less importance to many people than its use for purely historical purposes. The

tenn has been used in such a variety of ways that meaningful communication on the

subject of competency has been exceedingly difficult.

Competency has a pertinent etymology and the Webster's New World Dictionary of

the American Language (1980), identifies the word compete as its root. Advocates of

competency are quick to note that a given task, goal or skill has been learned and that

evidence ofthat learning can be verified.

Doll (1977) like Bruner (1977), conceives of competency as much more than

behaviour or performance, rather as a state of being, a capacity or an intellectual

power. Bruner (1977), however, argues that competency needs to have a performance

outlet and the teacher's task is to find that outlet. Not only should the teacher find a

performance vehicle for the expression of competency, he/she should also help the

individual transfer the competency performance relation he/she has, from a task

he/she knows and can do, to one he/she does not know and cannot do. In this way

extending it from one social milieu (or performance framework) to another will

develop competency.
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The determination of what constitutes competency is "the rock upon which all

defensible examination procedures must be built" (Loveland, 1976 p.5). The

traditional technique for identifying common or unique elements of competent

performance is to perform one of a variety of types of job function analysis. This

approach is useful in identifying motor skills, but too narrow to be used in

determining more complex dimensions of professional practice. This approach also

does not identify critical and differentiating characteristics of the job performer.

According to Brunner (1977), behavioural objective method for defining and

measuring professional competencies is oversimplified. The resulting low inference

behavioural outcomes even when properly sampled and validated, have been found

empirically insufficient for defining or validly predicting competency. Such a

judgment- based approach may yield reliable observable outcomes, but it provides no

insight into the skills and abilities that cause these outcomes.

New approaches to job analysis are emerging that focus on variables which explain

competency rather than focusing on the behaviour themselves. The "behavioural

event analysis technique" consists of a structured interview and involves obtaining a

number of descriptions of behavioural episodes. Responses are recorded and analysed

by professionals trained in concept formation techniques to yield concepts that

account for the different ways that more effective and less effective practitioners

perform their work.

Specific behaviours may be statistically associated with professional competency, but

it does not follow that these behaviours lead to competency. The domain of
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perfonnance is simplistic. Knowledge, skills, abilities and other characteristics that

constitute competency at one level of profession may be quite different from those

that constitute at another level.

Klemp (1977) asserts that the skills related to learning, 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 everyday environment. Competency is a

cause of effective performance, not a synonym for it (Klemp, 1977). The competency

ofa person, according to him, is judged by his or her performance.

The way competency is ascribed to a person and the way it is measured however, are

often two different things. Nevertheless, once a person enters that occupation, none of

those measures will reliably predict that person's performance (McClelland, 1973).

Competency can therefore be measured, but its measurement depends on its

definition.

2.1.1 PERCEPTION OF COMPETENCY

The perception ofcompetency is likely to be problematic for various reasons. For one

thing, people will generally agree with one another on an overall evaluation of how

competent or skilled another person is but, they are likely to disagree on the

component or definition of just what competency is (Wiemann, 1977). Second, the

'fit' between what people perceive and what the other person is actually doing can be

problematic. Rubin (1985), for instance, is not alone in her discovery that people's

perceptions of competency are often unrelated to the behaviour they have observed.

Third, the nature of a person's perception is problematic. When you perceive other
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people as being competent communicators, you perceive them more in tenus of your

own feeling than according to what they are actually doing when they are

communicating. Despite the problem of providing a clear definition of perception of

competency, Spitzberg and Cupach (1989) agree that no discussion of competency

occurs without mentioning or implying three predominant components of

competency: appropriateness, effectiveness and flexibility.

When one engages in appropriate interaction, one does not violate any expected rules

or norms of others or the interaction between individuals. The behaviour 'fits' the

context and yet he or she does not have to conform to be considered appropriate,

Effectiveness is related to appropriateness in that it is the 'accomplishment of a

desired or preferred outcomes'. Spitzberg (1993) clarifies that these outcomes need

not be positive, that is, accomplishing that which is the least detrimental may be the

most competent. Discussion of competency invariably includes discussion of various

degrees of effectiveness and appropriateness. Ideally, it will stand to reason that

optimal competency occurs when it is both effective and appropriate. Flexibility or

behavioural adaptability is recognized as a most vital dimension of competency so

much that, it is often used synonymously with competency (Spitzberg, 1993).

2.2. IDENTIFYING AND DEFINING COMPETENCY

The common sense notion that an academic credential represents at least a

minimum level of competency is hard to overcome. This is true in spite of significant

empirical evidence that credential are not causally related to, and often not even

correlated with, performance in the world of works (Heath, 1977). If testing is to

substitute for credentials, test scores must be more indicative (i.e. predictive) of
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professional competency than are credentials. The determination of what constitutes

competency is the rock upon which all-defensible examination procedures must be

built (Loveland, 1976). Test development logically begins with an identification of

specific knowledge, skills, abilities and other characteristics that comprise

occupational performance domains. The traditional technique for identifying common

or unique elements of competency is to perform one of a variety of types of job

function analyses (Spitzberg, 1993).

Brunner (1977) classified jobs according to continuous job requirements. This

approach is useful in identifying motor skills, but too narrow to be used in

determining more complex dimensions of professional practice. Variations of this

method exist under the rubric of the behavioural objective approach. Carried to an

extreme, this approach results in a list of countless skills connected with particular

kinds of jobs. These lists neglect many significant areas of job competency because

they address only external, observable behaviours without consideration of

interpersonal and environmental variables that influence behaviour. This approach

also does not identify critical and differentiating characteristics of the job performer.

Furthermore, even rigorous behavioural observations fail to assess adequately either

complex interactions among variables or underlying causes of competent professional

practice.

New approaches to job analysis are emerging that focus on variables which explain

competency rather than focusing on the behaviours themselves. Klemp, (1977)

discovered three broad dimensions of performance that are highly related to

competency, but rarely considered in licensing examinations: cognitive process
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abilities, interpersonal skills and motivation. He identified three cognitive skills

related to competent performance in a broad array ofoccupations. One is the ability to

see thematic consistencies in diverse information and the ability to organise and

communicate those differences. A second related cognitive skill is the ability to

conceptualise the many sides of a controversial issue. A third cognitive skill that

Klemp finds often taken for granted is the ability to learn from experience.

Interpersonal skills included empathy. diagnostic listening, faith in the ability of

people to change, and other personal attributes that enabled one to respond

appropriately to clients needs or to promote feelings of efficacy in another person.

Klemp further pointed out the importance of understanding and measuring motives

and goal states in predicting competency because of the evidence that thought patterns

are causally related to performance. His view of analyses of competent performers in

a variety of occupations provided convincing empirical support to the notion that

cognitive, interpersonal, and motivational factors are critical to effective performance.

All aspects of the three dimensions of behaviour can be identified, defined and

measured. Thus, these dimensions should be treated as critical domains of any

profession when tests ofcompetencies are being developed.

The domain of performance is dynamic. Knowledge, skills, abilities and other

characteristics that constitute competency at one level of a profession may be quite

different from those that constitute competency at another level. Other changes in the

profession can be expected as a result of scientific and technical developments or the

changing needs of society (Loveland, 1976). Any professional competency domain is

individualistic. Different practitioners may competently manage the same problem in
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different ways. Clearly, how one defines the domain of competency will greatly affect

one's choice of measurement procedures. If one considers competent practice to be

comprised exclusively of knowledge, then knowledge tests may be appropriate.

The competency of a person is judged by his or her performance. A competent person

is one who can meet or surpass performance standards, either implicit or explicit. In

the world of education, a truly competency-based curriculum is designed to ensure

that graduates can perform acceptably in their chosen occupations. The way

competency is ascribed to a person and the way it is measured however are two

different things.

Historically, competency at ajob was first determined by a person's ability to perform

the required task to an acceptable standard. Gradually, however, competency began to

be attributed on the basis of how much a person knew; thus knowledge of science,

business or literature was taken as an indication of a person's ability as a manager,

chemist or writer (Klemp, 1977). Knowledge, of course, is a key part of an

individual's ability to perform well, but it is far from the whole picture. Competency

has been taken to mean knowing how to perform or possess the aptitude for

performance (Klemp, 1977).

The idea that a competency is causally related to effective performance means that the

development of a competency should lead to increased performance; that is to say,

competency precedes performance. However, one often observes a skill that is

correlated with effective performance, but which does not cause that performance. For

example, competent writers tend to have more complete vocabularies than other
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professionals; this results in finding that verbal achievement test scores are correlated

with writing ability. Yet, a student who studies the dictionary may receive higher

verbal achievement test scores, but will not necessarily be a better writer.

2.2.1. MEASURING AND INTEGRATING COMPETENCY

The method by which one measures a competency becomes the operational

definition of that competency (Klemp, 1977). Once competency has been defined at

the conceptual level, the assessment process should reflect the ways in which the

competency, as defined, is demonstrated. An individual's response in a given context

is dependent upon the demands of the situation, the more likely a person is to give a

response dictated by that situation; the fewer the demands, the freer a person is to

structure the situation and to engage in behaviour that is hoped to be effective.

Multiple-choice tests are examples of the class of respondent measures, where

responses to a problem is narrowly defined by situational demands (Al-Zaidi, 1979)

One of the more important issues in competency assessment is the distinction between

tests that measure the recognition or recall of information and those that measure its

use (Arlen, 1994). Multiple-choice, true-false and even short-answer essay tests are

for memory of facts, but they may not be very good as test of knowledge. An operant

test, in contrast, might present a problem that does not provide the expectation of a

certain type of response. It can, therefore, give evidence that the individual is able to

use what he or she has learned. Operant measures provide situations that allow

different responses, depending upon the knowledge, skills and other competencies

unique to the individual. A test that allows a greater range .of possible responses,

bowever, creates a situation that is difficult to score by a criterion of correctness,
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when: only one response is appropriate (Baker and Trusse, 1981) This scoring

problem can be overcome by replacing the criterion of correctness with that of

effectiveness, where more than one response is appropriate. In addition to the nature

of the test being appropriate to the competency being measured, there are five major

areas of concern when a test is designed to measure competency: the sensitivity,

utility, uniqueness, reliability and validity of the instrument. The sensitivity of a

measure is the degree to which that measures reflects variations in a competency

(Loveland, 1976).

The utility of a measure is the degree to which it permits a variation in the range of

responses. Sensitivity and utility are related in that only individuals who possess a

high level of a particular competency may demonstrate certain response repertoires.

Uniqueness refers to the lack of redundancy or overlap between measures of different

competencies. Reliability refers to the consistency with which a measure will assess a

competency. A test that is unreliable will show variation in scores due to weakness of

the test itself than to difference among the people taking it. Validity refers to the

degree to which a test measures what it is intended to measure (Agnew and

Gilbertson, 1986)

Chizari (1991) observed that there are four types of validity that are generally

considered in competency assessment and of these, face or content validity is most

common. Face validity is the degree to which a test appears to measure the

competency being assessed. Content validity is the degree to which a test measures

!be competency being measured. Operant measures have the greatest potential for

SIIlislYing the criterion of sensitivity, utility, uniqueness and validity. Each area has its
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own range of values that are acceptable to the assessor, depending on the relative

importance of each factor to the meaning of the measure. Demanding high standards

in one area may mean having to accept lower standards in another, so that OUf goals

will be to achieve an optimal balance among these factors. Competencies should be

assessed not in a vacuum, but in the context of an organization, called competency

model. A competency model is a functional clustering of individual competencies that

tend to occur in situations where effective performance is demonstrated. The number

of competencies in a particular model will vary according to the complexity of the

criterion for effectiveness. As there are different behavioural manifestations of a given

competency. so there are different competency manifestations for a given outcome.

The pattern of test results and not the sum of all test scores contribute most to an

understanding ofoverall individual competency.

Using the process of competency identification as a guide, one can determine which

competencies are likely to be important in combination. One can then design

assessment situations that permit the simultaneous demonstration of each of these key

competencies. Using a number of different competencies is the basis for what Chizari

(1991) refer to as multitrait-multimethod measurement. Their paradigm includes the

separate assessment of single traits by each construct validity. In ihe competency

model, each competency would be measured by more than one group of individuals

but each group's results would be analyzed and compared with the other group.

Ideally, competency assessment is an approach that evaluates performance rather than

information mastery; judges ability rather than achievement; measures what can be

demonstrated in the world rather than verbal description about what can be
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demonstrated; evaluates active participation rather than passive analysis; and brings

us closer to knowing if the professional has the ability to make a positive impact on

clients. (Klemp, 1977).

2.2.2 COMPETENCY IN COMMUNICATION

Spitzberg and Cupach (1989) define competency communication as the ability to

engage in appropriate and effective interpersonal interaction. They argue that

competent communication "accomplish task successfully" or are successful in

"external control over the environment to achieve certain outcome". Wilmot (1980)

argues that, persons who are able to adapt to different relational situations are

"rhetorically sensitive" and seen by others as having competent communicative skill.

Any definition of competency implies that it is either ability or a quality. As the small

farmer has very little access to information on innovation other than through his

extension agents the communication processes by which the junior staff are kept

informed are of great importance (Leonard, 1985). He argues that the communication

processes within the extension services is impressionistic only. It is critically

important that we systematically investigate and analyze the ways that the teachers are

taught so that the instruction can be improved. No matter how strong the motivation

of the receiver of information (such as the farmer) and how good his or her decoder,

he or she must be provided with messages, ifhe or she is to be well informed. For this

reason, the communication competency of the agents must be assessed periodically to

ensure that they have the requisite communication skill to successfully assist farmers.
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1.J COMPE I ENCIES AND HUMANRESO~ DEVEWPMENT

1be SlIOOtS' of an organisatiion dep""ds to a large extern upon the capebilitv.

compelI:nC~'. efficiency and effectiveness of its human resource base (Bansal. Iqq I ).

The human resource: development system is an essential tool of management in order

to de\'Clop a strong sense of capability. competency and responsibility among the

employees. Kulkani (1985) observed that. "human resource development is an aid to

!he efficienl runnin2 of an enterprise. It is now a finn belief that organisations can

improve !heir effectiveness and productivity through the development of human

beings.

People develop throughout life by' seeking information and meaning and a as a result

enhancing proficiencies (Deci, 1980: Loevmger, 1980). At each stage. a person' s

characteristics and relationships reflect reciprocal interactions with the current

environment. development relationship with ones own past and one s outlook on the

futme (Knox. \977). Current proficiencies are not. however. static. They entail active

attention to problems and opportunities and they continue to change throughout life.

A person's sense of perceived proficiency (competency. efficiency. agency) is

becoming increasingly' recognized as a crucial mediator bern een interest and

petfonnance (Bandwa. 1982: Mckeachie. 1980).

Biddle and Thomas (1966) noted that performance is focused on action tasks. most of

which are aspects of major lire roles. They funher assert that. understanding the

discrepancy between current and desired proficiencies can energize a person 10

change andthereby develop hi""'er human resource. In practice. people compare their
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current proficiencies against a standard of desired proficiencies in order to make

amends.

2.3.1 COMPETENCIES REQUIRED FOR EFFECTIVE EXTENSION

PERFORMANCE

Chizari (1991) in a study on competencies noted that Extension agents in the Fars

Province in Iran perceived a skill gap between competencies needed and

competencies possessed. Based on the discrepancy scores. the professional

competencies with the largest difference between competencies needed and possessed

by agents in the Fars Province, Iran were planning programmes, selecting proper

teaching methods (teaching and communicating), developing an integrated

programme, analyze evaluation data (evaluating)and develop a management plan.

Findlay (1992) observed a significant difference in the relationship between selected

demographic experiences of high school vocational agricultural teachers in

professional agricultural education activities in each of seven factors regarding their

perceived levels of competency. The selected factors were programme planning,

leadership skill, guidance and counseling, teaching techniques, occupational

experience, adult education and school and community relations. Hertling (1974)

assumed that required competencies can be identified and an educational programme

can be conceived which will enable the participants to develop those competencies.

He further contended that competency based educational programme must be

developed on the basis that subsequent professional development will be enhanced

and that competency attainment must be the overall objective of such a programme.
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What professional competencies should be learned (developed) by extension agents

has been examined by several researchers. Gonzalez, (1982) identified 144

competencies needed by extension agents in Pennsylvania. Of the 144 competencies.

26 were identified as appropriate for development before entering the job, 6 during

graduate programme and the remaining 116 through in-service education. Similar

findings were reported by Ayewoh (1983) for extension agents in Nigeria. Ongondo,

(1984) found that for a majority of the extension agents in Kenya, competencies

should be developed before entering the job.

Benor and Harrison (1984) have noted that in many developing Countries, pre-service

training is generally designed to cover a broad range of subject matter and is more

often than not academic rather than practical in nature. Ntifo-Siaw (1993) identified

twenty competencies needed by extension agents in Ghana to enhance their

performance. Also, in-service training has tended to be irregular, ad hoc, and not

necessarily tied to any specific priorities for agricultural development. In such

situations therefore, staff who are required to discharge educational responsibilities

are likely to feel they are not adequately trained to do a good job.

2.3.2. COMPETENCIES IN ADULT EDUCATION

In all rural development, the role of the extension worker is basically the same, to

demonstrate acceptable improvements and seek ways of bringing their adoption

within the groups offarmers. Extension, therefore, is geared towards assisting farmers

10 identify, analyse and solve their own problems. This is done mainly through

informal means. Teaching methods borrowed from the school classroom are not

accepted in non-formal education (Adams, 1988). Adult learners and those who help
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adults learn, have implicit theories that guide their decisions. This rationale suggests

fundamental relationships among essential aspects of adult learning and teaching

which constitute an interrelated set of guidelines for helping adults learn with

emphasis on motivation (Knox, 1980). An understanding of the principles and

practice of non-formal adult education is therefore essential for agricultural extension

workers. Teaching of adults is best through discussion, practical demonstration and

participation, not by lectures in the classroom. For extension workers to be competent

in adult education, they should understand the principles of non-formal education and

have the confidence to put them into practice. (Adams, 1988). The need for adult

education has been magnified with development and adoption of advanced

technology. innovative marketing strategies, new strategies in farm management and

the addition of new agricultural laws and regulations.

Lee (1981) stated that adult education programmes in agriculture do not have the

priority, as they did some years ago. Phipps and Osborne (1988) indicated that the

1980s have not supported the agricultural predictions made in the 1970s that. only 20

to 25 percent of all secondary agricultural instructors teach adults. Findlay and Drake

(1989) reported that secondary vocational agricultural teachers were less competent in

conducting activities involving adult education and school and community relations.

Therefore the present methods by which teachers acquire professional competencies

may not be the most appropriate methods for preparing them to perform their

professional work role effectively.
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2.3.3. COMPETENCIES IN SUPERVISION AND LEADERSHIP

Improved quality of extension supervision is one target for bringing about

improvement in agricultural production and subsequently in the national economy.

Supervision is vital to the success and impact of extension. A properly managed and

supervised organization creates progress - it transforms its input into the satisfaction

of human needs (Buford and Bedeian, 1988). Rollins and Yoder (1993) determined

that many extension agents preferred to learn by active experimentation. This includes

practical applications and preference for small group discussion and projects with

opportunities to practice and receive feedback while getting things accomplished.

Extension supervision must take place primarily in the field where farmers work (as

opposed to villages). This will enable agents to know how effective they have been in

providing good leadership (Benor and Harrison, 1997). He futther contends that

supervision cannot produce good agricultural extension but good extension is rarely

possible without effective supervision. The purpose of extension supervision is not

merely to check that farmers do their work in a correct, timely manner; more

important is the objective ofassisting and guiding the staff to do their task effectively.

No organization can function effectively without strong leadership and given the

organization and operational problems confronting extension strong leadership of a

professional extension service is especially vital (Benor et al 1984). High quality

leadership and the responsibility and initiative this requires must be developed at all

levels. Extension workers cannot be effective, if they do not have a broad

understanding of leadership diversity, non formal education and various consultaot

styles (Benor, et al 1984). The quality ofleadership, more than any other single factor

determines the success Or failure of an organization. This is true of a small group,
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lorge organization or even an entire nation. Basically the leadership role or function

involves motivation, direction, guidance and evaluation of programmes for the

purpose of accomplishing a task. The task may be something the group wishes to do

or more typically, it is assigned by the organization of which the group is a part. The

effectiveness of a leader is usually measured on the basis of rating given by

immediate supervisors or whenever possible. by measuring the performance of the

leadership group.

Csoka and Bons (1978) reported that cadets who had received leader match training

performed substantially better than those who had not. The same can also be said of

extension workers who have competencies in leadership. FAO (1990) reviewed

several past efforts of top-down administration and trickle down delivery of extension

programmes and concluded that, a new strategy is needed to revitalize rural

development. Future development efforts must aim at releasing the energies of rural

people and guaranteeing that they share fully in the fruits of their efforts. This can

only be achieved by enabling the poor to take charge of their lives to make full use of

resources and to manage their own activities.

1.4. DEMOGRAPIDC FACTORS.

Some researchers have examined differences or relationship between demographic

characteristics of extension personnel and the perceived level of competency needed

bY extension agents. Findings from these studies indicate that variables such as age

(Gonzalez, 1982; Sabihi, 1978) educational level (Najjingo-Kasujja and McCaslin,

1991, Ntifo-Siaw, 1993) and prior work experience are related to the perceived

importance of specific professional competencies needed by extension agents.

32



~
I

I
I,,
i
I

I
I
I
!
I
!
j
II
'I

I
I'

However, Easter (1985) found no significant difference between the perceived level

of competencies needed for Swaziland extension agents and demographic

characteristics such as age, gender, educational level, position, area of responsibility

and prior experience.

1.4.1. GENERAL ABILITIES

To date, perhaps the single best predictors of job performance across a wide range of

jobs have been tests of general abilities (Hunter and Hunter, 1984). Hunter (1980)

provided a classification of job types for which general cognitive abilities versus

psychomotor ability is a better predictor of performance. Job involving complex

cognitive activities require more general cognitive ability; jobs involving manual

activities require psychomotor ability (Hunter, 1980).

1.4.1. EDUCATION

Leonard (1973) observed that formal education of extension workers does not

necessarily increase their effectiveness. In Kenya, agents with a secondary education

had a lower degree of agricultural knowledge than those with an upper primary

education. More important, the more educated agents were less persuasive in

promoting innovations. There appears to be two explanations for this phenomenon.

Firstly, the secondary school finishers tend to come from urban background and are

less committed to extension work. Secondly through formal education such

individuals may have developed a value system that regards farming as an inferior

occupation. However, Leonard also found that the performance of secondary school

finishers could be improved through practical training.
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Bartholomew (1994) noted that the educational levels of extension staff often limit

their effectiveness. According to him, only 7.5% of the extension employees in China

have college degree with an additional 17.5% holding two-year technical degrees.

Fifty three per cent (53%) have degrees at agricultural high schools and 22% have 9

years of schooling. At the village level where farmer interaction is most frequent,

extension is usually represented by village leaders. Part-time farmer technicians'

courses in agricultural extension subject matter have only been introduced at

agricultural colleges since 1989. Although extension in China is very different from

the United States system and it seems to have numerous inefficiencies, it is working

(Zhang, 1992).

The findings of Findlay (1992) on methods of acquisition of professional agricultural

education competencies revealed that secondary vocational agriculture teachers in

three Southern Stales in the United States perceived themselves as having acquired

the majority of the professional competencies through college courses, on the job

experiences and home study.

2.4.3. AGE AND EXPERIENCE

A number of researchers have shown that the length of job experience relate to

performance and hence to competencies (McEnrue, 1988). Job experience is

conceptually related to ability in that, both enable an individual to attain competency

and thus perform. Recent evidence has shown that length or absolute amount of job

experience affects performance independently of ability (Schmidt et ~ 1988). In

Trinidad, Thomas (1976) found that both age and years of experience were strongly

correlated in the positive direction with performance of staff. Findlay and Drake,
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(1989) in a study of competency of secondary Vocational Agriculture teachers

observed that perceived levels of competency means were lower on adult education

for all selected demographic variables. Mean scores for programme planning factor

tended to increase with years of high school agriculture teaching experience.

Lawler (1973) pointed out that age and seniority are generally positively related to

satisfaction and training. This, he stated, seems to be produced by "the effects of

selective turnover and the development of realistic expectations about what the job

has to offer" Herzberg !<! !!L(l957) have explained the relationship by pointing out

that among older persons, there is a concurrent upward trend in adjustment and level

of training.

2.5. EVALVAnON OF CURRENT LEVELS OF COMPETENCY

Evaluation is defined by Hunter (1980) as the systematic process of judging the

worth, desirability, effectiveness, or adequacy of something according to definite

criteria and purpose. The judgment is based on a careful comparison of observation

data with criteria standard. That is, it is a form ofassessment.

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

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

consciously. Bureaucrats, administrators, teachers and other professionals stress the

need for evaluation but shy away from it Wilmot, (1980). A statement by Umuhak

(1980) offers an insight into such behaviour. He says evaluation is a two-edge sword

that can enbance learning and personal development or be destructive of (student)

learning and personality development. That is, evaluation could have positive or

35



neptive effects on teachers, curriculum, and school system. etc. The fear of negative

effect produces the repressive tendencies and unwillingness to conduct formal

evaluation.

Swanson (1990) refers to evaluation as a science of providing infonnation for

decision-making. It is of tremendous value if properly and carefully conducted. This

usually requires trained evaluators. However, some of the major problems facing

educational evaluation include a lack of trained evaluators, a lack of appropriate

evaluation instruments and procedures, and lack of adequate theory.

Irrespective of the above problems, evaluation, most particularly formal evaluation,

would remain a necessity as long as objective, scientific data are required for planning

and development. A question which researchers face in teacher evaluation is 'who is

to perfonn the evaluation?' Should the instructor be asked to evaluate himself or

should he be evaluated by the researcher? There are several arguments for and against

either of the alternatives.

Under the best of circumstance, judgmental processes are subject to human bias,

prejudice, and vested interest. The risk exists for the observer to over-depend on

personal experiences, hearsay evidence, authoritative opinion, etc. According to

Findlay (I992), based on available theories, there are usually too many things going

011 at a time for an observer to observe all at once. Therefore the observer concentrates

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

ubIei vcr. This notion is important most particularly if we consider that an individual
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is most privileged to assess temporary favorable or traumatic factors that might have

contributed or affected his immediate level of competency as perceived by any

observer. Most of the above discussion may lead the reader to conclude that self­

assessment of the instructorlteacher would be more accurate than those of the

independentobserver. But, is this without its flaws?

The validity and usefulness of self-assessment rest on the premise that the subject

knows himself and his own behaviour well enough to be able to report the truth. He

must also be willing to tell the truth rather than distort it, (Findlay, 1992). Apart from

the factor of truthfulness, different individuals (instructors) have different criteria

standards for measuring competency. The differences in criteria may lead to over and

or under assessment when one instructor is compared to another. The above becomes

more critical and would influence the judgment of the instructors if they conceive

evaluation as affecting their personal prestige.

Herzberg (1974) describe the idea that every school system or every teacher can today

be regarded as capable of meaningful evaluation of hislher own performance as an

absurdity. Instead, they suggest the use of academic and or professional evaluators as

independent judges. This would result in establishing consistent criteria to define

standards for measuring competency within the sample population. Since there is a

myriad of arguments for and against self and independent evaluation, the probable

third alternative is to combine both. A combination of self and independent assess­

ment would strengthen the advantages of both, while each also compensate for the

disadvantages of the other. Those competencies that show no significant differences

under the two evaluation approaches can reasonably be assumed to represent the truth.
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Further investigation might be necessary to determine the factors that are associated

with such differences. i.e.• the instructors might have rated themselves generally

higher than the independent observers rated them in a particular competency because

the instructors do not regard that competency as crucial. Hence, they may feel that

they are performing very well within their perceived limited need of that competency.

Additional investigations may show that competency is, in fact, not essential.

Curriculum planners may utilize the findings and recommendations of those

competencies where the two evaluators show no significant difference for planning

curricula that are aimed at improving the competency of instructors. However, if the

philosophical position of the organization and or decision maker is in favor of

professional or independent evaluator, then competencies where the greatest

differences are observed signify those where instructors need to be upgraded. Chizari

(1991) have documented the common sense notion that, a person can increase

different perspectives and techniques in measuring a phenomenon the better will he

themeasurement.

The determination of what constitutes competency has provoked some level of

disagreement. Nevertheless, many advocates of competency are quick to note that

competency needs to have a performance outlet. Thus, competency is a cause of

effective performance.

The success ofan organization depends on the competency ofits human resources. To

be effecnve, extension personnel must possess the necessary skills, knowledge and

attitude to work within the extension culture. Other factors related to professional
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competencies include experience, age, demographic characteristics and general

abilities. Even though many administrators stress the need for the evaluation of the

competency of extension personnel for assessing the success or failure of the

extension system many shy away from it. The method by which competency is

measured is determined by the operational definition ofcompetency and the ways it is

reflected.

2.6.1: DEMONSTRATIONS

Hawkins (1974) stated that people like to see how an idea works or what the effects

of a new practice are. The old cliche about a picture being worth more than a

thousand words could be adapted quite appropriately to farm demonstrations that may

be more valuable as extension aids than a hundred talks. The demonstration is a

particularly powerful aid among illiterate or poorly educated people who are not

accustomed to reading or learning from books. He further stressed that demonstrations

give people the opportunity to compare old with new methods, to observe differences

between recommended crop varieties and others, to check mechanized methods with

labour intensive methods, and so on. A well-designed demonstration should "speak

for itself"- that is to say, it must show farmers what they need to know without extra

help from extension workers or without further discussion.

2.6.2: MEETINGS

In many countries farmers regularly hold meetings to which extension officers

sometimes are invited. Conduct of meetings is quite formal, with officials elected,

minutes of meetings kept and reports made to central bodies, regional headquarters
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and so on. The effectiveness of these meetings as forums for exchange of ideas varies

with the group and its leadership.

According to Rubin (1985), extension officers may participate in meetings in a

number of different capacities. Apart from joining as normal members they may serve

as committeeperson where their special training gives them insight into handling

accounts. Furthermore, theextension officer may have access to printing or secretarial

facilities, which can be used by the farmers' association for spreading technical

information. At times an extension officer may be called upon to address a meeting as

a guest technical speaker, or he may be asked to suggest as a speaker for a particular

topic. The extension officer can also play important "follow up" role when the

meeting has decided further information on a topic required. As part of his normal

work, he may be able to obtain special technical information from research stations or

from central libraries of his organization.

2.6.3 LECTURE

Lecture is probably one of the popular and most efficient and effective tools for

presenting information. It may be to introduce a speaker at a field day, to give

instructions or directions, or to provide technical information. According to Ready

(1967), we are all accustomed to speaking face-to-face on the job or with our friends

and family, but many of us find it very difficult to speak to a group without feeling

nervous and awkward. Some of us experience feelings little short of panic if we are

called upon to speak to a large group of colleagues at short notice. Careful preparation

and practice will overcome most of these problems.
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Ready (1967) further slated that, lecture can be a very useful and effective form of

communication if performed skillfully, It further gives the extension worker the

opportunity to demonstrate his enthusiasm and technical knowledge that can be used

to help farmers. On the other hand, if a speaker is poorly prepared. has inadequate

speaking skill or gives his talk in an uncomfortable or noisy situation his efforts are

likely to be counter-productive.

2.7. EXTENSION TEACHING AIDS

Agricultural extension work is all about communication with the aim of providing to

the audience appropriate information on useful technologies, and to teach skills that

will help them to improve their productivity and efficiency. To do this effectively,

extension workers need to design training programmes and carry them out using

several methods and techniques. During these training programmes the extension

worker is very much helped by extension teaching aids

Youdeowei and Kwarteng (1995) indicated that extension-teaching aids are print,

audio, visual oraudiovisual materials used in extension education to bring about more

effective communication and learning.

2.8. THE CONCEPT OF EXTENSION

According to Van den Ban and Hawkins (1996), extension involves the conscious use

of communication of information to help people form sound opinions and make good

decisions. Although, early extension was not concerned with agriculture. it featured

four elements common to modern agricultural extension programmers:

» The knowledge to be extended
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l> The people to be served

}lo A central extension organisation

l> The extension agent-a contact man or woman. ( Adams, 1988).

According to Roling (1990) the concept. the term and usage of extension is unhandy

and imprecise. Van den Ban (1985) cited in Roling (1990) indicated that, in the

United Kingdom, Germany and Scandinavia, the focus of extension is on advisory

work. That is on solving specific problems, while in the American tradition the term

extension education is used to emphasize that they are dealing with educational

activity that seeks to teach people to solve problems by 'extending' information.

The term Agricultural Extension on the other hand, has come from the United States

of America (U.S.A.) where it was used for the non-formal education for the farming

communities (Adams, 1988). According to Buford and Bedeian (1988), agricultural

extension is a system of non-formal educational practice usually directed at training

farmers to access productivity enhancing technologies, practices and inputs. Generally

agricultural extension aims at the following:

l> Teaching farmers and rural communities how to identify and assess their own

needs and problems.

l> Helping farmers acquire the knowledge and skill required in coping with their

needs.

l> Inspiring them to action that will improve the qualities of their lives.

He concluded that, at its best, agricultural extension focuses on helping people to

convince themselves of the benefits of scientific information, new technologies,
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improved practices and alternative approaches to solving problems or managing their

own affairs.

Agricultural extension also links farmers to research base and tested techniques,

practices and inputs that are expected to benefit these farmers. Reactions against the

'top-down implication of some definitions of agricultural extension have led to many

'counter-terms', such as 'animation' 'mobilization' and 'conscientization' Hawkins

(1974).

Roling (1990) stated that differences in terminology are the only source of confusion

with respect to the concept 'extension'. Political and other traditions have also made

considerable contributions. He stated that agricultural extension is expected to achieve

different purposes depending on the policy of tradition within which it functions.

In the conservative tradition agricultural extension is seen as an instrument for helping

people make well-considered choices among alternatives which extension has

provided. The emphasis is on supporting the individual to make optimal decisions

with respect to achieving his/her own goals. The individual is seen as free or not to

use the extension information. In the socialist and Christian traditions, extension is

seen as an instrument of emancipation and upliftment of the poor, a 'pedagogy of the

oppressed', as Paulo Freire (1973) has called it.

The use of agricultural extension as a policy instrument for achieving societal

objectives or collective utilities has been embraced by Governments in many

countries (including Ghana); when it comes to inducing preventive behaviour with
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respect to environmental degradation, health hazards etc. Van Woerkum, (\986) cited

by Roling, (1990) stated that such preventive behaviour is in the interest of society as

a whole or a future generation. but not necessarily 10 the short term interest of the

individuals who are the target of suchextension.

2.9. THE AGRICULTURAL EXTENSION AGENT (AEAs)

A great deal of responsibility for bringing about change in farmers and other cliente Ie

rest on the shoulders of the Agricultural Extension Agent (AEAs). The AEAs are the

contact men and women on the field level a nd are simply the majority manpower

resource of the Agricultural Extension System (AES).

The world wide percentage of extension personnel by position, as reported by

Swanson, (1990) stood at 7 percent Administrative, 14 percent Subject Matter

Specialist (SMS) and 79 percent Field staff. The ratio in terms of extension officer to

farmer is 1:11 to 1:14 in Africa and Asia as compared to 1:1.6 for countries in Europe

and America. This means that Asia and Africa are v cry low in terms 0 f extension

worker and fanner.

In Ghana, before the UES, AEAs formed about 85% of the total manpov er resource

of the extension system of which 7 % were females (DAES, 1997). There has been a

significant change after the Unified Extension system. AEAs form about 90 percent

of the total manpower resource, and of this only about 5 percent are females (VAES,

1999).
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The AEAs are responsible for the implementation of extension programmes at the

field level. Indeed, their effectiveness can often determine the success or failure of an

extension programme, as they are the critical elements in all agricultural extension

activities.

Oakley and Garforth (1985) and Benor, Harrison and Baxter, (1984) have asserted

that the responsibilities of all other extension staff is ultimately to make the AEAs

more effective in their work. Bradfield, (1966), stated the emerging role of the AEA

is closer to that of a socio-economic community worker, than a technical expert.

Vijayaragaran and Singh, (1997), assigned three basic functions to the AEAs In

general.

I. They make regular and systematic visits to villages and farms to develop

report with the clientele to understand their problems,

2. They undertake educational activities in the form of meetings, campaigns,

demonstrations, field days, training sessions and exhibitions,

3. They provide advisory services to farmers and solve their production

problems.

Listed below are the duties/responsibilities of AEAs in Ghana's agricultural Extension

System (UAES, 1997).

• Compile base line geo-climate, socio-cultural and economic (including

agriculture) data on the area ofoperation.

• Identify or establish contact Farmer Groups for purposes of achieving wider

coverage in crops, livestock, Fisheries and related activities or services.
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• Prepare route maps and visit schedules in collaboration with the field

•

supervisor.

• Assist farmers in the diagnosis of farm and farming related problems and

advice on solution to such problems.

• Participate with Researchers and SMS in the establishment of On-Farm

Adaptive Trials and collect relevant data for analysis by SMS or Researcher

• Assist farmers in the Establishment of Mini-Demos and arrange field days for

contact groups and assess the result with farmers and SMS.

Participate with SMS and Supervisors in the identification prioritization, and

implementation of extension themes.

• Identify and forecast crop, livestock and fish pest and disease and advise or

means ofcontrol with the development ofall women specific programmers.

• Assist fanners in farm management education and practice in order to have

cost effective farming enterprise.

• Participate with the Department of Co-operatives, NOOs etc. in the process of

group formation and organization.

• Identify with educational institutions (JSS/SSS) and NOOs etc. in order to

exchange view and collectively assists in the agricultural development in the

locality.

• Assist farmers with information on availability of farm inputs, credit support

and marketing.

• Undertake field level measurement, such as crop-cutting, etc. for purposes of

productivity estimation, monitoring and evaluation.

• Provide feedback from farmers or agricultural related operators for

management decision.
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• Prepare daily log record ofday's work and observation.

• Prepare and submit to the District Director of Food and Agriculture monthly

and lor quarterly report through hislher Field Supervisor Officer.

• To undertake any other duties that may be assigned.

Nagel (1997) reported that while working conditions of AEAs have deteriorated,

expectations with regards to their roles are increasing. They are no longer to be

simple transmitters of technical knowledge, they are to practise participatory

meetings, recognize and respect gender issues, identify indigenous need and solution

to problems and serve as link to the world outside the village.

According to Antholth (1994) the following skills are required by AEAs in the 21"

Century;

• The ability to work under complex and fluid circumstances with little

supervision.

• The ability to diagnose farmers! problems and the willingness to do so

effectively with farmers and farmers groups and

• The ability to present options based on principles of science and good

agricultural practices, which widen the real choices available to farm families.

In congnisance of the above, Benor, et al (1984) indicated that agricultural extension

system requires AEAs who are much motivated enough to diagnose the situation of

their farmers together with them and who are capable of taking farmers together with

diem and who are capable of taking new initiative to develop new solutions to these

problems. However, a World Bank report (1987) has earlier observed that AEAs in
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most cases in Africa and Asia are unmotivated, demoralized and consequently not

performing to the expectation of their organizations and Government.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1. GENERAL OVERVIEW

This chapter describes the research method used for the study. It covers the research

design. the population, the study sample, instrumentation, data collection procedure,

pilot study, main study and data analysis.

3.2. RESEARCH DESIGN

The study used a descriptive correlational design. This design is appropriate because

it investigates existing status and possible relationships among variables without

trying to influence those variables. Although, correlational studies cannot determine

the causes of relationships, they can suggest them (Fraenkel and Wallen, 1990). In

this study, information was collected from extension agents to establish the present

perceived competency level and level of training needed in communication method

and extension teaching aids. The design allowed the population of the study (AEAs)

to be described based on the selected demographic characteristics.

3.3. POPULATION OF THE STUDY

The target population for the study was all the 125 Agricultural Extension Agents

(AEAs) in the Greater Accra Region. Four districts ( Ga, AMA, Tema and Dangme

East) were randomly selected for the study. It was appropriate to select all the AEAs

in the four districts since the population of interest was not too large.
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3.4. INSTRUMENTATION

A validated ideal self-completion questionnaire (Appendix 1) was used for the

collection of data. The questionnaire was in three parts. Part one consisted of

structural questions on perceived competency level of AEAs in planning.

implementation and evaluation of identified communication methods and extension

teaching aids on a five (5) point Likert type scale. The scale ranged from poor (I) to

excellent (5) for competency level and very little (I) to very much (5) for level of

training needed. Part Two was designed to collect some background information from

the AEAs. It covered selected demographic characteristics that included age, sex,

years at position, educational qualification, years of experience in communication

skills and training courses attended,

The third part was made up of two open-ended questions. The AEAs were requested

to list the main hindrances in the use of communication methods and extension

teaching aids in their district and also important suggestions to improve upon their

competency level in the use of communication methods and extension teaching aids.

Content validity of the instruments was ensured by experts review. These experts

were from the Department of Agricultural Economics and Extension, University of

Cape Coast. They included the researcher's supervisor and his other supervisor.

3.5.PILOT STUDY

A pilot study was conducted in November 2003, using ten (10) AEAs in the Dangbe

East district and fifteen (15) AEAs in the Adansi East district. The pilot test was run

to determine the reliability of the instrument. To determine the internal consistency
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c:oefticient of the instrument. Cronbach's alpha model was used for the perceived

compelency level scale and training needs scale.

The Cronbach alpha reliahility analysis on an interval scale was done, which helped in

the improvement on the overall alpha reliability co-efficient of items listed to measure

specific variables of the study.
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Table 2 shows the final alpha reliability co-efficient of the variables in the study. It

ranges from 0.7442 to 0.8884 indicating that each section of the questionnaire was

judged to be reliable.

Table 2: Number of items aod alpha reliability co-efficieot oftbe variables of tbe

study

ALPHA RELIABILITY
VARIABLES NUMBER OF ITEMS CO-EFFICIENT

Competency level in
planning communication 6 0.7442
method
Competency level in
implementing 6 0.7794
communication method
Competency level in
evaluating communication 6 0.7397
method
Level of training needed in
planning communication 6 0.7394
method
Level of training needed in
implementing 6 0.7733
communication method
Level of training needed in
evaluating communication 6 0.8249
method

Competency level in
planning the use of 9 0.7540
extension teaching aids

Competency level in
implementing the use of 9 0.8132
extensioo teaching aids
Competency level in
evaluating the use of 9 0.8545
extension teaching aids
Level of training needed in
planning the use of 9 0.8733
extension teachin. aids
Level of training needed in
implementing the use of 9 0.8802
extension teachin. aids
Level of training needed in
evaluating the use of 9 0.8884
extension teachin. aids
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3.6. DATA COLLECTION

The direct administration to a group method was the mode of data collection because

access to all (or most) of the extension officers was possible. The instrument was

administered to all extension officers in each of the four (4) districts at the same time

and in the same place during training sessions. The chief advantage of this approach

'.'
according to Fraenkel and Wallen (1990) is that. it gives the high rate of response;

often close to 100% (usually in a single setting). Other advantages include a general

low cost factor and the researcher has an opportunity to explain the study and answer

any questions that the respondents may have before they complete the questionnaire.

This facilitated the collection of the questionnaires for analysis.

The district directors made available their monthly meeting schedule dates, which

made it possible for the researcher to meet all the AEAs. At such brief meetings the

researcher stressed to the AEAs the need to respond to the questions in terms of their

most sincere beliefs about their levels of competency and levels of training needed in

the use of communication methods and teaching aids. These interactions were

followed by distribution of the questionnaires, (a copy each to the AEAs). The

respondents went through the questionnaire with the researcher for any further needed

clarifications. The respondents were then asked to submit to the district director all the

questionnaires on or before the next meeting day.

Two districts (Ga and AMA) achieved a hundred percent (100%) recovery with Tema

and Dangbe West recording ninety-two percent (92%) and ninety-three percent (93%)

recovery respectively (See Table 3).
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Table 3. Distribution of Questionnaire and Response Rate

NUMBER OF NUMBER OF PERCENTAGE
DISTRICT QUESTIONNAIRES QUESTIONNAIRE RECEIVED

RECEIVED

GA 3S 3S 100
ACCRA
METROPOLITAN 3S 3S 100

TEMA 2S 23 92

DANGBEWEST 30 28 93.1
TOTAL \25 12\ 96.8

Source: Survey Data, 2003

The high response rate in all the four districts may be due to the fact that. the

questionnaires were administered (hand delivered) on appointed days to the extension

agents in the districts by the researcher.

3.7. DATA ANALYSIS

Data from the questionnaires was coded and entered into Personal Computer Version

of Statistical Package for the Social Science (SPSS/PC). Firstly. the following

descriptive statistics: mean, percentages, frequencies, and standard deviations were

computed to examine the general trends amongst the variables in the data set.

Secondly, one-way factor analyses of variance (ANOVA) were performed to test the

difference of means between the ratings by the extension agents of the selected

communication methods and teaching aids in the selected districts.

To help describe AEAs on the selected demographic characteristics. data from the

four (4) districts were combined and the means. mode, standard deviation, frequency

distribution and corresponding percentage were computed.
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To determine the perceived competency levels of AEAs in planning, implementation

and evaluation of communication methods and teaching aids, the mean scores and

standard deviations of responses of agents from the four (4) districts were computed.

To find out AEAs perceived level of training needed in communication methods and

extension teaching aids in terms of planning, implementation and evaluation the mean

scores and standard deviation of responses were computed.

The Pearson correlational coefficient was run to find out the relationship between

AEAs socio-demographic characteristics and their overall perceived competency

levels in the communication methods and extension teaching aids. Similarly, Analysis

of Variance (ANOVA) was computed to examine the differences between the four

districts in terms of AEAs perceived competencies level and training needed in

communication methods and extension teaching aids.

For each test of significance, an alpha level of 0.05 was used. Important suggestions

were listed by AEAs to improve their performance. The collated statements were

ranked and their frequencies and corresponding percentages calculated using

descriptive statistics.
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CHAPTER FOUR

RESULTS AND DISCUSSION

INTRODUCTION

The major findings of the study are presented below in tabular forms and discussed

accordingly from one objective to the other.

4.1. DEMOGRAPHIC CHARACTERISTICS OF AGRICULTURAL

EXTENSION AGENTS

4.1.1. AGE DISTRIBUTION OF AGRICULTURAL EXTENSION AGENTS

This section focuses information on the first objective of the study. It presents the

demographic profile of the Agricultural Extension Agents (AEAs).

Table 4 shows the age distribution of Agricultural Extension Agents (AEAs). The

mean age was 40.9, which falls within 41-50 years range. The maximum age was

fifty-nine years with a minimum of twenty-six years falling within the ranges of 51-60

and 21-30 respectively. The majority of the AEAs (55) fall within 31-40 years range,

which constitutes 46.6%. Forty-six AEAs constituting 39.0 %, falls within the 41-50

years range follow this group. These two age groups constitute the bulk of AEAs that

is one hundred and one representing 85.6%.

The least age range of21-30 years has seven AEAs representing 5.9 %. Ten that is 8.5

% ABAs studied are above fifty-one years. The standard deviation (SD) of 6.72 is an

indication of vast variations in individual agents age. The result shows that sixty-two

(62) that is 52.5% of AEAs studied are below the mean age of 40.9, with fifty-six (56)
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representing 47.5% of the AEAs studied are above forty (40) years. The results reveal

that the staff studied are ageing.

Table 4. Age Distribution of Extension Agents.

AGE FREQUENCY PERCENTAGE CUMULATIVE

(IN YEARS) %

21-30 7 5.9 5.9

31-40 55 46.6 52.5

41-50 46 39.0 91.5

51-60 10 8.5 100.0

TOTAL US 100.0

MISSING CASES 3 2.5

MEAN. - 40.9 MAX-59 years MIN. - 26 years. SO - 6.73
Sou",e: Field Survey Data, 2003.

4.1.2SEX DISTRIBUTION OF AGRICULTURAL EXTENSION AGENTS

As shown in Table 5. the majority (70.2 %) of AEAs studied were males whilst the

female agents formed 28.9 % of the agents studied. According to the Ghana Statistical

Services (1993), males are more likely to be educated than females in Ghana. Besides.

there is a wide gap in educational attainment between the sexes. This could partly

account for the high percentage of male extension workers. since 8 minimum level of

education is required for entry into agricultural colleges to be trained as extension

agents.

This result from Table 5 shows that the male/female ratio is about 1.3. This result

8jp'ees with the findings of Swanson (1990), where the ratio of female to male agents
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in agriculture is low in Africa and Asia varying from I: II to I: 14. The low ratio of

female extensionist is seen as a tremendous problem in Ghana, where in most cases

culture discourages interaction between married females and unmarried male AEAs.

Swanson (1990) stales that in most countries in Africa cultural norms circumscribe

male - female interaction.

Table 5. Sex Distribution of Agricultural Extension Agents

SEX FREQUENCY PERCENTAGE CUMULATIVE

%

MALE 85 70.2 70.2

FEMALE 35 28.9 100.0

TOTAL 120 99.2

MISSING CASES I 0.8

Source: Field Survey Data, 2003.

4.1.3 AGRICULTURAL EXTENSION AGENTS YEARS AT POSITION

Table 6 shows the length of time AEAs have stayed at their position. The mean length

of years was 9.69. Thirty-six representing 30.51% of AEAs have stayed at their

position between 1-5 years according to the study. The maximum length of years at

position was thirty years with a minimum of one year. This indicates that the majority

of the AEAs studied have stayed in their position for less than six years.
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Table 6. Agrleultunl Extension Agents Years at Posldon.

YEARS AT FREQUENCY PERCENTAGE CUMULATIVE
POSmON %

1-5 36 30.51 30.5

6-10 33 27.96 58.5

II - 15 35 29.66 88.1

16-20 8 6.78 94.9

21 -25 5 4.24 99.2

26-30 I 0.85 100

TOTAL 118 97.5

MISSING CASES 3 2.5

MEAN ~ 9.69 MAX.- 30 years MIN. - I YEAR SD - 5.79
Source: Field Survey Data, 2003.

4.1.4. EDUCATIONAL LEVEL OF AGRICULTURAL EXTENSION AGENTS

Table 7 shows the educational level of the AEAs studied. Eighty-two AEAs (67.8 %)

have Agricultural College Certificate from one of the recognized colleges in Ghana.

Thiny-seven AEAs (30.6%) have either diploma or their first degree. It must be noted

that the general certificate of Agriculture is the minimum qualification level for one to

beemployed as an AEA in MOF A presently.

Tbe results confmn the statement made by Zinnah et al (1994) that "it is rare to find

AEAs in Africa holding academic qualification higher than certificate or diploma in



It was observed that statT of the then Department of Extension were holders of

certificate in general agriculture. The low level of educational qualification calls for

more frequent and relevant in - service training for the AEAs.

Adhikorya. (\989) found that. extension organizations do not function to full

expectation in many developing countries because of their very low level of education

mostly on the part of its frontline statT(AEAs).

Table 7. Educational level of Agricultural Extension Agents

CUMULATIVE

QULIFICATION FREQUENCY PERCENTAGE %

Agric College 82 67.8 68.9

certificate

University 37 30.6 100.0

certificate

TOTAL 119 98.3

MISSING CASES 2 1.7

MEAN - 1.3\ SD - 0.46
Soa..,.: Field Survey Data 2003

u.s. AEAS YEARS OF EXPERIENCE IN COMMUNICATION SKILLS

Tbe years of experience in communication skills of AEAs presented in Table 8

indicate that thirty-nine AEAs constituting 32.2% had experience in communication

skills for ten 10 fourteen years. Another twenty-six (21.5%) AEAs who fall within the

five-lO-nine (5-9) years range follow this range. Seventeen representing 14.0% AEAs
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have between 04 years experience in communication skills and nine representing

(7.5%) ABAs have between 20 and 22) years experience.

These results show that seventy-four representing 61.2% AEAs studied have over

nine years experience in communication skills. This together with a mean of 11.7

years indicates that the agricultural extension system has got matured and more

experienced AEAs who are needed to carry out extension technologies to fanners for

the pursuance of its goals and objectives. The standard deviation of 6.6 indicates great

variations in individuals' years ofexperience in communication skills.

Table 8. AEAs Years of Experience in Communication Skills

RANGE (YEARS) FREQUENCY PERCENTAGE CUMULATIVE %

0-4 17 14.0 14.5

5-9 26 21.5 36.8

10-14 39 32.2 70.1

15-19 20 16.6 87.2

20-24 9 7.5 94.9

25-29 3 2.4 97.4

30-34 3 2.5 100.0

TOTAL 117 96.7

MISSING CASES 4 3.3

MEAN-I 1.7 SO=' 6.62 MAX- 30 MIN- 0.00
Soarce: Field survey data, 2003
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4.1.6 AGRICULTURAL EXTENSION AGENTS TRAINING COURSES

ATTENDED

AEAs had attended a number of training courses. As shown in table 9, 33.9 % of the

AEAs studied have had the chance to attend two training courses. Ten AEAs (8.3 %)

have not attended any training course. The study reveals that only one AEA had

attended the highest number of training course. With the observed low level of

educational qualification of AEAs one will be right to state that in-service training in

MOFA is not enough. Seesang (1983) observed that appropriate in-service training is

needed to maximise the effectiveness ofagricultural development personnel.

It is obvious that the frequency and quality of training courses is likely to influence

the level of competence of a participant. Various studies have cited insufficient in-

service training as one reason why development workers and projects have failed to

achieve their potentials (Allo and Schwas, 1982; Seesang, 1983).

Table 9: Agricultural Extension Agents Training Courses Attended

MEAN =3.35 MAX' 24 MINI 0 SD 3.50
.....: FIeld Surv~y Data, 2003.

NUMBER OF FREQUENCY PERCENTAGE CUMULATIVE %
TRAtNING
COURSES

0 10 8.3 8.5
I IJ to.7 19.5
2 41 lJ.9 54.2
3 21 17.4 72.0
4 7 5.8 78.0
5 12 9.9 88. t
6 4 3.3 91.5
8 3 2.5 94.\
10 3 2.5 96.6
12 I 0.8 97.5
15 I 0.8 98.3
20 I 0.8 99.2
24 I 0.8 100.0

TOTAL 118 97.5
MISSING CASES 3 2.5

-
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4.1.AEAs Perceived Competency levels and their levels of Training needed in

Communication Methods and Extension Teaching Aids in terms of Planning.

Implementing and Evaluating.

Objectives 2 to 5 were to find the present levels of competencies of extension agents

in the use ofcommunication methods and extension teaching aids as well as their

level oftraining needed in communication methods and extension teaching aids. A

five point Likert-type scale ranging from one (I =poor competency) to five

(5=exeellent) was used for the competency levels and from one (I ~very little) to five

(5=very much) for level of training needed.

4.1.1 AEAs PERCEIVED COMPETENCY LEVELS IN PLANNING

COMMUNICATION METHODS

Table 10 shows the means. standard deviations. frequencies and percentages for the

six selected communication methods. The overall mean response for the six selected

items was 3.23 with a standard deviation of 0.93. These results show that the one

hundred and twenty-one AEAs studied are good in planning communication methods.

The standard deviation of 0.93 indicates that AEAs do not vary in their responses.

It is important to note that the AEAs competency level was good in planning field

trips. About 50.4% of the respondents indicated that they were good in planning field

trips. Only 3.3% of the respondents were poor in planning discussions and 6.6 % were

excellent in planning field trips. These results could be attributed to the fact that

AEAs. on their normal visitation schedules. do more field trips with their farmers

rather than using other communication methods to deliver their extension

technologies.
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Table 18. AEAs Perceived Competency Levels In Planning Communication

Methods

....el of FREQUENCY (pERCENTAGE)
competency MEAN SD

TOTAL

I 1 3 4 5
What is your

competency level
inplanning 3.36 0.98 3 19 46 37 16 121

demonstrations? 12.5) 115.7) 138.0) 130.6) 113.2\ 1100.01
What isyour

competency level
inplanning 3.28 0.87 2 18 55 36 10 121
lectures? 1\.7) 114.9) 145.5) (19.81 (8.31 1100,0)

What is your
competency level

inplanning 3.41 0.98 2 14 60 22 23 121
discussions? ( 1.7\ 111.61 (49.6\ (\8.21 (\9.0l 1l00.0l
What isyour

competency level
inplanning 3.30 0.92 2 19 54 32 14 121
meetin2.s? (\.7) fl5.71 144.61 126.41 111.6\ (100.0l

What is your
competency level
in planning field 2.95 0.89 4 11 61 17 8 12\

triDS? 13.31 (25.61 15Q.4) 114.01 16.6\ 1100.0\
What is your

competency level
inplanning 3.10 0.91 4 25 53 32 7 121

, uricultural shows? 13.31 120.7\ 143.8\ 126.4) (5.8) 1I00.0\

TOTAL 3.13 0.93
1- Poor, 2 - Fa". 3 - Good, 4 - Very good. 5 - Excellent.
Source: Field Survey Data, 1003
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4.%.3 AEAs PERCEIVED COMPETENCY LEVELS IN IMPLEMENTING

COMMUNICATION METHODS.

The results as depicted in Table 11 reveal that the one hundred and twenty-one AEAs

studied had a mean value 00.17 with a standard deviation of 0.82 on the items listed.

The frequencies indicated in Table II reveal that sixty-four respondents representing

52.9 % responded that they were good in implementing field trips. This has a mean

value 00.11 and a standard deviation of 0.79 indicating that AEAs do not vary much

in their responses. Only one AEA's competency level was poor in implementing field

trips. The result confirms the findings made by Leonard (1973) that field trips as an

extension communication method help farmers to observe agricultural practices.

projects or demonstrations not available locally. AEAs response indicates that they

help fanners to observe more agricultural practices. Using this method, AEAs provide

the fanners with first-hand opportunities to observe agricultural practices, interact

with experts at other locations and fresh and different learning environment for both

themselves (AEAs) and the farmers.
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Table II. AEAlI Peftelved Competency Levels In Implementing Communication

MetllOlh.
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4.2.3 AEAs PERCEIVED COMPETENCY LEVELS IN EVALUATING

COMMUNICATIONME11l0DS

Table 12 depicts the total mean and standard deviation for AEAs competency level in

evaluating communication methods as 3.09 and 0.93 respectively.

It was observed that sixty-three representing (52.1%) AEAs were good in evaluating

agricultural shows that has a mean value of 3.06 and a standard deviation of 0.88.

AEAs responded that they were poor in evaluating demonstrations, discussions and

meetings. This could be attributed to the yearly agricultural shows where AEAs get

directly involved and they are able to evaluate their own performance in organizing

these shows.

Results from Tables 10, II and 12 show that in the Greater Accra Region, AEAs are

good in planning and implementing field trips as well as good in evaluating

agricultural shows.
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Table 11. AEAs Perceived Competency Levels in Evaluating Communication

Method.

Level of FREQUENCY (PERCENTAGE)

coIDpetency MEAN SD TOTAL

t 2 3 4 5

What is your
competency

level in 3.18 0.94 3 25 51 31 II 121

evaluating (2.5) (20.7) (42.1) (25.6) (9.1 ) (100.0)

demonstrations?
What is your
competency

level in 2.96 0.93 5 32 53 24 7 121

evaluating (4.1 ) (26.4) (43.8) (19.8) (5.8) (100.0)

lectures?
What is your
competency

level in 3.28 1.03 3 23 51 24 20 121
evaluating (2.5) (19.0) (42.1) (19.8) (16.5) (100.0)

discussions?
What is your
competency

level in 3.09 0.90 3 28 51 32 7 121
evaluating (2.5) (23.1) (42.1 ) (26.4 ) (5.8) (100.0)
meetinzs?

What is your
competency

level in 2.97 0.90 5 29 58 22 7 121
evaluating field (4.1 ) (24.0) (47.9) (18.2) (5.8) (100.0)

trios?
What is your
competency

level in 3.06 0.88 4 23 63 23 8 121
evaluating (3.3) (19.0) (52.1 ) (19.0) (6.6) (100.0)

agricultwal
shows?

TOTAL 3.09 0.93

I Poor,2 Fait, 3 Good,4 Very good, 5 Excellent
Source: FieldSurvey Data, 2003
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4.3. Objective three of the study was to find out the AEAs perceived levels of training

needed in the use of communication methods in terms of planning, implementing and

evaluating.

4.3.1 AEAs PERCEIVED LEVELS OF TRAINING NEEDED IN PLANNING

COMMUNICATION METHODS.

Six communication methods were related to level of training needed in terms of

planning. From Table 13. 52 (43.0 %) AEAs with a mean value of 3.82 and a standard

deviation of 0.90 needed much training in planning meetings. whilst 1.7 % of the

respondents needed very little training and 24.0 % needed very much training. Also

44.6 % of the AEAs responded that their competency level was good with only 1.7 %

of them responding a poor competency level. According to Hawkins (1974), it is

worthy to note that AEAs meet farmers and organize group meetings. In view of this,

meetings include a range of formal activities such as agricultural shows;

demonstrations and field days, as well as informal discussion groups, field tours and

fann walks. When much training is given to the AEAs as they have perceived, they

can take advantage of demonstrating their skills in almost all the communication

methods listed.

It was fwlher observed that AEAs needed much training in planning communication

methods as indicated in Table 13. AEAs perceived that they needed much training in

planning meetings. According to Rogers (1971), meetings help in the exchange of

idaIs in communication. Table 13 shows that fifty-two respondents needed much

lItIiIIins in planning meetings.
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Agricultural shows. according to Roy and Roger> ( 1%'1). are one of the best methods

in meeting fanner> and other stakeholder> 10 exhibit their produce. Table 13 shows

that fifty..,ne of the AEAs needed some level of training in planning agricultuml

shows. thirty three needed much training and nineteen of them needed very much

training in planning agricultural shows. This will help bring fanners together to

exhibit their produce in order to get more information on new technology in

agriculture. AEAs perceived that when their level of training in planning

communication method is much. they could increase their skills.

Table 13. AEAs Perceived Levels or Training Needed In Planning

Communication Methods

1- Very little, 2 -Lirtle. J = Some. 4 - Much. 5 - Very much.
Sour..: Field Survey Data, 2003

Level of training
'- . - - - - - -_. - .. -

FREQUENCY (PERCENTAGE)
needed MEAN SD TOTAL

- .. . - --_ ...~ -".-

J 2 3 4 5 ----
What is your level
of training needed

in planning 3.00 1.00 \ 0 14 14 43 121
demonstrations? (0.8) (7.4) (28.1) (28.1) (35.51 (100.0)

What is your level
of training needed

in planning 3.68 0.04 3 5 45 42 26 \21
lectures? (2.5) (4.1) (n.:n (14.7) 121.5\ (IOQoQL

What is your level
ot trainiug needed

in plonning 3.60 0.08 4 7 37 47 26 12\
discussions? (3.3) (5.8) (30.6) (.18.8)

..\1.!:5) ..<.IOO.OL
What is your level

-

of training needed
in planning 3.82 0.00 2 " 32 52 29 121
meetings? ( 1.7) (5.0) (2".4) (43.0) '2,!:QL Jlon.O) ..

What is your level
-- -

of training needed
Inplanning field 3.50 0.97 4 \I 45 42 19 121

trips? (3.3) (0.1) 13?2) (34.7) 115.7) 1100.01
Whatisyour level
of lralning needed

in planning 3.38 1.04 ? \I 51 33 19 121
Bl"icultufal shows? (5.8) (9.1) (42.1) (27.3) 115.71 1100.01

TOTAL 3.66 0.97
-----

j
I

I
I
!

, -,
t,,,,
~ ;.
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4.3.2 AEAs PERCEIVED LEVELS OF TRAINING NEEDED IN

IMPLEMENTING COMMUNICATION METIIODS.

A grand mean of3.59 and a standard deviation of 0.92 from Table 14 reveal that out

ofone hundred and twenty-one AEAs studied 43.0 % needed some level of training in

implementing agricultural shows. According to Rogers (1971), agricultural shows

well organized. serve as a form of mass method of communication. That is, several

people can be reached from a single source. Some level of training as perceived by

AEAs will eventually create awareness, because several people may be reached over a

wide geographical area. During agricultural shows, farmers as well as AEAs, will

seek additional information from sources such as neighbours, friends. successful

farmers and other AEAs.

According to Table 11 and Table 14 AEAs competency level in agricultural shows

was good they still needed some level of training respectively. According to Hawkins

(1982), agricultural shows are useful method for creating awareness of govemment

extension programmes among farmers who might nototherwise contact the extension

service. He further stressed that agricultural shows represent a large investment of

time and money with a poorly defined pay-off.

Table 14 shows that forty-five of the respondents needed much training in the

implementation of demonstrations. Demonstration is a powerful aid among illiterates

or poorly educated people who are not accustomed to reading or learning from books.

It gives people the opportunity to compare old with new methods, to observe

dilJerences between recommended crop varieties and others, to check mechanized

"M'dtods with labour intensive methods. A well-designed demonstration should,
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"Speak of~- that is to say; it should show fanners what they need to know

without extra help from extension workers or without further discussion Shing_i
---- - -- -

(1976). This concludes that AEAs need much training in implementing

demonstrations.

Although according to Table II, fifty-one AEAs (42.1%) indicated that their

perceived competency level in implementing communication methods was good

Table 14 recorded that they needed much training in implementing demonstrations.

Table 14 further revealed that fifty AEAs (41.3%) of the respondents needed much

training in implementing lecturers. According to Hawkins (1982), lecture is a form of
-~•

public speaking that can be very useful and effective form of communication if

performed skillfully. He further stressed that it gives the extension worker the

opportunity to demonstrate histher enthusiasm and technical knowledge that can be

used to help fanners. On the other hand, if the extension worker is poorly prepared,

has inadequate speaking skill or gives his/her talk in an uncomfortable or noisy

situation his efforts are likely to be unproductive. According to Table 14 AEAs

perceived that they needed much training in implementing lectures.
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Table 14. AEAs Perceived Levels ofTraining Needed in implementing

Communication Methods

Level of FREQUENCY (pERCENTAGE)
training MEAN SD TOTAL
needed 1 2 3 4 5

What is your
level of

training needed 3,75 0.91 1 8 39 45 28 121
in (0,8) (6,6) (32.2) (37,2) (23, I) (100.0)

implementing
demonstrations

?
What is your

level of
training needed 3.75 0,87 I 7 38 50 25 121

in (0,8) (5,8) (31.4) (4L3) (20,7) (100,0)
implementing

lectures?
What is your

level of
training needed 3.64 0.86 I 8 44 48 20 121

10 (0,8) (6,6) (36.4) (39.7) (16.5) (100.0)
implementing
discussions?
What is your

level of
training needed 3,68 0.97 4 7 37 48 25 121

in (3.3) (5,8) (30.6) (39.7) (20.7) (100.0)
implementing

meetings?
What is your

level of
training needed 3.43 0"93 3 13 48 42 15 121

in (2.5) (10.7) (39.7) (34.7) (12.4) (100.0)
implementing

field trips?
What is your

level of
training needed 3.33 1.00 6 13 52 34 16 121

10 (5.0) (10.7) (43.0) (28.1) ( 13.2) (100.0)
Implementing
agricultural

shows?
TOTAL 3.59 0.92

1- Very little. 2 hnle,3 some.u Much, 5 Very much.
Solln:e: FIeld Sarvey Data, 2003
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4.3.3 AEAs PERCEIVED LEVELS OF TRAINING NEEDED IN

EVALUATING COMMUNICAnON METHODS.

Table 15 indicates a grand mean of 3.55 and a standard deviation of 1.02. Fifty

representing 41.3 % out of the one hundred and twenty-one AEAs studied indicated

that they needed some level of training, thirty AEAs needed much level of training

and twenty AEAs needed very much training in evaluating agricultural shows.

According to Potter (1972), evaluation of extension programmes is important for a

number of reasons. He revealed from his study that extension officers want to know

whether they are doing a good job or whether they are meeting their objectives in

their programmes. He concluded that job satisfaction is increased if one knows he/she

is doing a good job. It is a myth that evaluation of programmes is for experts or it is

an add-on activity. AEAs perceived that some level of training would increase their

skills in evaluating their own effort in the organization ofagricultural shows.

The results from Tables 13, 14, and 15 indicate that AEAs perceived that some level

of training is needed in all the identified communication methods. According to

Hartmut (1989), communication methods compose the techniques of communication

between extension workers and target groups with the aim of motivating and enabling

them to find ways of solving their problems. Depending on the particular method,

communication can be on a mutual basis or one-way direction. There is the need

therefore for AEAs to increase their competency level through training.

The discussions from objectives two (2) and three (3) focussed on the level of

competency of extension agents as well as their level of training needed in

communication methods in terms of planning, implementing and evaluating those
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selected communication methods. It was evident that agents generally indicated that

their competency level was good (3). This was observed from the mean values of

3.23,3.17 and 3.09 with a standard deviation of 0.93.0.82 and 0.93 for planning,

implementing and evaluation respectively with a grand mean and standard deviation

ofJ.13 and 0.89. On their level of training needed in communication methods, it was

revealed that AEAs needed much training.

The general observation. however. is that extension agents need much training in the

selected communication methods in terms of planning. implementing and evaluating

them. Furthermore, AEAs do not vary in their responses as shown by the standard

deviations.

Communication methods compose the techniques of communication between

extension workers and target groups with the aim of motivating and enabling them to

find ways of solving their problems. Depending on the particular method,

communication can be on a mutual basis or one-way directed. The methods used

must be specifically adapted to circumstances, because the use of any communication

technique depends on the number of people addressed, the problems to be solved and

the capacity of the extension service. So, there is need for extension workers to

increase their level of training in communication methods, Hartmut (1989).
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4.4. Objective four was to find out the perceived competency levels of AEAs in the

useof some selected extension-teaching aids in terms of planning, implementing and

evaluating.

4.4.1 AEAs PERCEIVED COMPETENCY LEVELS IN PLANNING

EXTENSION TEACHING AIDS

Nine extension-teaching aids were listed to find AEAs perceived competency levels

in using them. The means, standard deviations. frequencies and percentages are

presented in Table 16. The overall means for these nine extension-teaching aids were

3.02 with a standard deviation of 0.98. Out of the one hundred and twenty-one AEAs

studied, sixty-six (54.5%) AEAs responded that their competency level was good in

planning the use of folders and fifteen (\2.4 %) of them with their competency level

being poor in planning the use of folders. Table 16 further shows that fourteen

representing 11.6 % were excellent in planning the use of flip charts and fifteen

representing 12.4 % were poor in planning the use of video.

Parkin (\ 972) stated that in selecting any extension teaching aids by extension

worker, there is the need to plan which kind of activities to be undertaken. Modem

extension services encourage their officers to plan their activities rather than have

them wait for farmers' call for help or advice. He further stressed that most extension

workers plan their work to some extent, though not all do so systematically by

analyzing the situation, deciding on objectives and drawing up a work plan where the

type of teaching aid need to be used. According to Hawkins (1982), a well-equipped

extension organisation will have a wide range of extension aids for its officers to use,

where the extension worker after planning will have to choose a particular aid or
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variety of aids to suit a specific communication situation. AEAs choice according to

Hawkins (1982), will dependen his/her objectives-whether helshe is trying to leach

skills or bring.awareness, on the aids that are available.

Rogers (1971) stated that printed materials in the form of handouts have been an

important extension aid for many years. They may be produce as a single topic

publication to explain the advantages and disadvantages of a practice. They also may

be used as a series of related publications to explain in detail some form of

agricultural production.
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of \0ideo?

What is your
COO\pctency level

in planning the usc
ofbookld?
What is your

competency level
in planninglhe use

of overhead
eeoiector?

What is your
competency level

in planning lM use
of DOSleI'S?

What is your
cxmpdenc:')' level

in plannina the usc
of nio charts?

What is your
competency level

in planning the usc
of folders?

2.95 I 080, 5
1411

24
(19.8) ""(54.51

r
22

(18.2,
)

(251
120

\ IOt)OI

7 21
(5.8) (17,4)

What is your
competency level
in planning the use

of namnhleLS:
What is your

competency level
in planning the use

of radio?

3.14

3.01

1,05

0.94

o
150)

25
(20.7)

49
(405)

55
l45,51

)1)

(24.8)

15
( 12-"')

\20

I \100.11)

120
(loom

What is your
competency level
in planningthe use

of newSDepcr?

3.04 0.99 8 21
(6.61 (22.3)

43
(15.51

30
(29.8)

o
(5.0)

\20
(loom

TOTAL 3.02 0.98
I- Poor. 2 Fa". 3 - Good. 4 - Very good. 5 Excellent.
Source: Field Survey Dala, 2003
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4.4.2 AEAs PERCEIVED COMPETENCY LEVELS IN IMPLEMENTING

EXTENSION TEACHING "'ms

For perceived competency level in implementing extension teaching aids the overall

mean and standard deviation for the nine extension teaching aids were 2,92 and 0,93

respectively. Table 17 shows that sixty-six representing 54.5 % AEAs perceived that

their level in implementing the use of folders was good and twelve (12) representing

9.9% perceived that their competency level in implementing the use of video was

poor with nine (9) representing 7.4% responding excellent competency in both flip

charts and video .

Dale (1969) in his study stated that despite the rapid spread and enormous popularity

of video as a news and entertainment medium, it has with a few notable exceptions,

played a relatively minor role in extension services where AEAs perceived that their

competency level in implementing it is poor. Video is an attractive medium because

of its capacity to provide information simultaneously through visual and aural

channels without requiring its audience to be literate. Despite this development, he

further stated that it remains an expensive medium for producers and associated with

the preparation and broadcast of local programmes have forced many organizations in

developing countries to rely on programmes purchased from the industrial countries.

Hawkins (1974) stated that in common with newspapers. posters and radio, video

television tends to be directed towards the urban masses. Reception often is limited to

a short radius around the capital cities, although technology and the development of

repeater stations have brought video television signals within reach of a high

proportion of citizen in many countries.
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Table 17 further shows that ....2As perceived competency in implementing the use of

radio was good, that is fifty-two representing 43.0%. Hawkins (1974) stated that,

development of battery-powered transistor radio has had considerable impact on

extension services all over the world. Fanners now are more likely to have a radio

with them when they work. He further stated that extension workers could make radio

a very personal as well as a mass medium. They create the illusion to the listener that

they are talking personally to him.
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Table 17. AEAs Perceived Competency Levels in Implementing Extension

Teaebing Aids

Level of FREQUENCY (PERCENTAGE)
competency MEAN SD

TOTAL

I 2 3 4 5
What is your

competency level
in implementing 3.05 1.01 9 23 50 29 9 120

the use of flip (7.4) (19.0) (41.3) (24.0) (7.4) ( 100.0)
charts?

What is your
competency level
in implementing 2.72 1.04 12 41 44 14 9 120
the use of video? (9.9) (33.9) (36.4) ( 11.6\ (7.4) (100.0)

What is your
competency level
in implementing 3.03 0.87 2 32 52 28 6 120

the use of booklet? ( 1.7) (26.4) (43.0\ (23.1\ (5.0) (100.0)
What is your

competency level
in implementing 2.86 1.05 II 34 43 24 8 120

the use ofoverhead (9.1 ) (28.1 ) (35.5) (19.8) (6.6) (100.0)
projector?

What is your
competency level
in implementing 2.75 0.86 10 31 60 17 2 120

the use of posters? (8.3) (25.6) (49.61 (14.0) (1.7) (I00.D1
What is your

competency level
in implementing 2.88 0.74 4 28 66 20 I 120

the useof folders? (3.31 (23.1 ) (54.51 (16.51 (0.8) (100.0)
What is your

competency level 3.01 0.91 5 26 57 24 7 120
in implementing (4. I) (21.5) (47.1 ) (19.8) (5.8) (100.0)

the use of
•••tphlets?
What is your

competency level 3.01 0.92 5 28 52 28 6 120
in implementing (4.1) (23.1) (43.0) (23.1 ) (5.0) (100.0)
the use of radio?

What is your
competency level
in implementing 2.95 0.98 8 29 52 23 8 120

the use of (6.6) (24.0) (43.0) (19.0) (6.6) (100.0)
news••oer?
TOTAL 2.92 0.93

I Poor,2 Falr,3 Good, 4 - Very good, 5 - Excellent.

Sonree: Field Snrvey Data, 2003
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4.4.3 AEAs PERCEIVED COMPETENCY LEVELS IN EVALUATING

EXTENSION TEACHING AlD3

Table 18 showed a grand mean for the whole nine-selected extension teaching aids as

2.91 and a standard deviation of 0.99. Fifty-four representing 44.6% of the AEAs

perceived that their competency level was good in evaluating newspapers, folders and

posters, but poor in evaluating the use of over-head projector of a frequency of

thirteen representing 10.7%. Twelve representing 9.9% of the AEAs responded that

they are excellent in evaluating video.

Hartmut et al (1989) stated that evaluation should tell us whether there is a better way

of implementing extension-teaching aids. It helps the user to monitor the programme.

That is drawing the attention of the extension worker to difficulties in running

programmes. Thirteen, (10.7%) respondents indicated that they are poor in evaluating

overhead projectors. Table 18 further revealed that five AEAs indicated that they are

poor in evaluating the use of radio. Though apart form AEAs competency level in

evaluating the use of video, forty respondents representing 33.1% indicated fair

response. This means their competency level in evaluating the other selected teaching

aids was good.

A good extension officer according to Hawkins (1982) should posses certain qualities

of technical and social competence if he is to carry out his work effectively. If he is

to have credibility with a farmer. that is to be respected as knowledgeable and

trustworthy source of information, he must have technical competency in the use of

extension teaching aids.
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Table 18. AEAs Perceived CompeleD<y Levels iD EvalDatlDg EsteDsioD TeacbiDg

AidJ

Level of FREQUENCY(PERCENTAGE) TOTAL
competency MEAN SD

I 2 3 4 5
WhBl is your

competency level
in evaluating the 2.96 1.09 12 26 47 24 II 120

use of flip (9.9) (21.5) (38.8) ( 198) (9.1 ) (loom
charts?

What is your
competency level
in evaluating the 2.80 1.1\ 12 40 39 17 \2 120

use of video? 19.9) (l3.11 (32.2) ( 14.0) (9.9) (1000)
What is your

competency level
in evaluating the 2.99 1.00 6 )) 41 24 10 1:20
use of booklet? 15m 127.3) (38.8) ( 19.8) 18.3) ( 100.0)

What is your
competency level
inevaluating the 2.88 1.09 13 30 45 22 10 120
use of overhead (10.7) (24.8) (37.2) (18.2) (8.3) (100.0)

oroiector?
What is your

competency level
in evaluating the 2.67 0.88 \I 37 54 16 2 120
use of posters? (9. II (30.61 (44.6) ( 13.2) ( 1.7) (100.0)
What is your

competency level
in evaluatingthe 2.87 0.88 6 33 54 22 4 \20
use of folders? rs.o: (21.3) (44.6) (18.2) o.n (100.0)
What is your

competency level 3.00 0.99 7 28 50 25 9 120
in evaluatingthe (5.8) (23.1 ) (41.3) 120.1) (7.4) (100.0)

use of
eamnhlets?

What is your
competency level 3.03 0.91 5 27 53 29 6 120
in evaluating the (4. I) (22.3) (43.8) (24.0) (5.0) ( 100.0)

use of radio?
What is your

competency level 3.00 0.99 11 19 54 30 6 120
inevaluating the (9. I) (15.7) (44.6) (24.8) (5.0) (100.0)

use of
newspaper?

TOTAL 2.91 0.99
1 Poor,2 Falr,3 - Good, 4 - Very good, 5 - Excellent.
Source: Field Survey Data, 2003
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4.5. Objective five was to find out the AEAs perceived levels of training needed in

extension teaching aids in terms of planning. implementing and evaluating.

4.5.1 AEAs PERCEIVED LEVELS OF TRAINING NEEDED IN PLANNING

EXTENSION TEACHING AIDS

Nine extension-teaching aids were identified in the level of training needed by AEAs

in planning of extension teaching aids. The means. standard deviations. frequencies

and percentages are presented in Table 19. The overall means and standard deviation

for the nine extension teaching aids were 3.02 and 0.98 respectively.

As shown by the frequencies and the percentages. fifty-four (44.6%) AEAs out of one

hundred and twenty-one responded that they need some level of training in planning

the use of radio. Table 19 further reveals that fifteen (12.4%) of them needs very lillie

training in planning the use of posters and twenty-eight (23.1%) needs very much

training in planning the use of flip charts.

Though. Table 16 shows that the AEAs competency level in planning extension-

teaching aids was good they still need some level of training. This may be due to the

private radio station in almost all the districts in the study area.
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Table 19. AEAs Perceived Levels of Training needed in Planning Extension

Teacbing Aids

Level of FREQUENCY (PERCENTAGE) TOTAL
Tnining needed MEAN SD

I 2 3 4 5
What isyour level
of training needed
in planning theuse 359 1.03 3 12 44 33 28 120

of flio charts? 1251 (9.9) (35.5) 127.3) /23.1) (100.01
What is your level
of training needed
in planning the use 3.40 1.14 5 26 27 39 23 120

of video? (4.1\ (2151 122.31 (32.21 119.0) I 1100.0)
What is your level
of training needed
in planning the use 3.39 1.03 5 13 53 28 21 120

of booklet? 14.1 ) 110.7) (43.8) 123.1) (17.4) (100.0)
What is your level
oftraining needed
in planning the use 3.40 1.09 6 18 39 36 21 120

ofoverhead (5.0) (14.9) (32.2) (29.8) (17.4) (100.0)
projector'?

What is your level
of training needed
in planning the use 3.07 1.23 15 26 30 33 16 120

of'posters? (12.4) (215) (24.8) (27.3) ( 13.2) (100.0)
What is yourlevel
of training needed
in planning the use 2.95 1.23 14 36 27 27 16 120

of folders? (11.6) (29.8) (22.3) (22.3) (13.21 1100.0)
What is yourlevel
of training needed
inplanning the use 359 LOO 3 14 35 45 23 120

of pamphlets? (25) (11.6) (28.9) 137.2) 119.0) ( 100.0)
What isyour level
of training needed 3.45 0.98 4 10 54 31 21 120
in planning the use (3.3) (8.3) (44.6) (25.6) ( 17.4) (100.0)

of radio?
What is yourlevel
of training needed
in planning the use 3.53 0.93 5 4 51 42 18 120

of newsoooer? /4. \) 13.31 142.\) (34.71 114.9) 1100.0)
TOTAL 3.37 1.07

I-Very tittle, 2- LIttle, 3-Some, 4-Much, 5 - Very much.
Source: Field Survey Data, 2003
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4.5.2 AEAs PERCEIVED LEVELS OF TRAINING NEEDED IN

IMPLEMENTING EXTENSION TEACHING AIDS

The means, standard deviations, frequencies and percentages of the nine identified

extension teaching aids are presented in Table 20. The grand mean and standard

deviation for the perceived level of training needed in implementing extension

teaching aids were 3.32 and 1.09 respectively.

Table 20 reveals that fifty-six (46.3%) needed some level of training in implementing

the use of radio. From Table 17, fifty-two (43.0%) AEAs perceived competency level

in implementing the use of radio was good they still need some training.

Table 20 further reveals that fourteen (11.6%) of the AEAs needed very little training

in both posters and folders. This may be attributed to the fact that they do not use

posters and folders often to carry out agricultural information to their clienteles, but

instead they needed some level of training in the implementation of the use of radio

where they can reach many people at a particular time.

87



Table 20. AEAI Perceived Levels ofT.alnlng needed In Implementing Eslenllon

lolVay IIlde. 2- LIllie, 3=Some. 4-Much. 5 - Very much.
.....-. PIdd Servey Data. 2003

LeoeI of tn...... FREQUENCY (PERCENTAGE)
needed MEAN SD TarAt.

I % 3 4 5
Whit is your level
of trainingneeded
in implementing 3.\1 0.99 3 12 48 3\ 22 120
the useof nip (2.\) (9.9) (38.8) (28.91 (18.21 (100.0)

cIuuU?
Whit is your level
of trainins needed
in implementing 3.27 1.14 8 23 36 34 19 120
the use of video? (6.6) {I9.G) (29.8\ 128.1\ 11\.7\ (100.01

Whit is your level
of training needed
in implementing 3.42 1.00 2 18 1I 21 10 120

the use of booklet? (1.7, 139.7\ (2\.6' (17.4\ (8.3 \ (100.0)
What is your level
of training needed
in implementing 3.)7 1.11 4 26 lJ 3\ 22 120

the ... of overhead (3.31 (21.5) (27.3) (28.9) (18.2) 000.01
",,"eC:lOr?

What is your level
of traiaina needed
in impk:mentinl 3.05 1.26 14 32 27 28 19 120

the ... of .......? 01.6' (26.4' (22.3\ 123.1l 115.7' 000.01
What is your level
oflnini.. _
in implc:menting 2.96 1.26 14 36 29 22 19 120

1M 11K of folders'} ( 11.61 /29.8> 124.01 ( 18.2) (15.7\ 000.0\
WhIt il your level
ofcraining needed
Inimplc:menting 3.51 1.07 4 18 34 40 24 120

chcIde of (3.31 04.9) (281/ (lJ.1) (19.81 000.01

W1wi. your level
oClnini.. _
In~ng 3.3\ 0.98 6 10 \6 l2 16 120
....... ofrodio? (5.01 (8.31 (46.3' (26.4' (13.2) 000.01
_is_level

I
oConiniDa-
in imphrcdina 3.48 1.00 5 10 47 38 20 120

....... of (4.11 (8.31 (38.8) (31.4) 06.5) 000.01

TOTAL 3.3% 1.09
-
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4.5.3. AEAS PERCEIVED LEVELS OF TRAINING NEEDED IN

EVALUATING EXTENSIO:-l TEACHING AIDS

Nine teaching aids were listed under the perceived level of training needed in

evaluating extension-teaching aids. Generally majority of the AEAs need training in

evaluating the use of radio. Table 18 revealed that fifty-three (43.8%) AEAs

competency level was good in evaluating the use of radio. At the same time,

according to the frequency values, fifty-eight (47.9%) AEAs perceived that they

needed some level of training to increase their competency level. The nine selected

teaching aids had an overall mean of 3.32 and a standard deviation of 1.11.

The general discussions from objectives four (4) and five (5) focussed on the level of

competency of extension agents as well as their level of training needed in the nine

selected extension teaching aids in terms of planning, implementing and evaluating

them.

It was evident that AEAs generally indicated that their competency level was good.

This was observed from the mean values of 3.02, 2.92 and 3.32 with a standard

deviation of 0.98,0.93 and 1.11 (planning, implementing and evaluation respectively)

with a grand mean and standard deviation 00.08 and 1.00 respectively.

Considering their level of training needed in the selected extension teaching aids it

was revealed that AEAs needed some level of training in extension teaching aids. This

was observed from the means of 3.37, 3.32 and 2.91 and the standard deviations of

1.07, 1.09 and 0.99 respectively in terms of planning, implementing and evaluating

6Im. These gave a grand mean and standard deviation 00.20 and 1.05 respectively.
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The general observation, however. was that the extension agent is perceived as

having a good (3) level of competency and needed some level of training in the

selected extension teaching aids in terms of planning, implementing and evaluating

them.
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Table 21. AEAs Pel'<'elved Leve.. of tralaiag Deeded ia Evaluatiag Exteasloa

Teaehlall Aids

Level of tnlning FREQUENCY (PERCENTAGE) TOTAL
needed MEAN SD

I 1 J 4 5
What is your level
of training needed
in evaluating the 3.54 1.05 4 14 45 29 28 120

use of flip charts? (2.5) ( 11.6) (37.2) (24.0) 123.1) 000.0)

What is your level
of training needed
in evaluating the 3.35 1.17 7 24 31 35 23 120

usc of video? 15.8) I (19.8) (25.6) 128.9) (19.0) (100.01
What is your level
of training needed
in evaluating the 3.54 1.05 2 18 40 33 27 120
uscof booklet? (1.7) (14.9) (33.1 ) (27.3) (22.3 ) (100.0.

What is your level
of training needed
in evaluating the 3.49 1.13 5 20 32 37 26 120
usc of overhead (4.1 ) ( 16.5) (26.4) (30.6) (21.5 ) 000,0)

orolector?
What is your level
of training needed
in evaluating the 3.10 1.31 17 26 26 30 21 120
useof oosters? {)4.0\ (21.5> (21.5> (24.8) ()7.4\ (1000)

What is your level
of training needed
in evaluating the 3.05 1.31 14 35 24 24 23 120
use offoldcrs7 (11.6) (28.9) (19.8) (19.8' 09.0) (100.0)

What is your levd
of training needed
in evalueiing the 3.00 1.06 4 13 41 34 28 120

useof DamDhlcts? 13.3, ( 10.7) (33.9) (28.1 ) (23.1 ) (100.0)
What is your level
of training needed
in evaluating the 3.32 1.02 7 10 58 27 18 120

UK of radio? (5.8) (8.3 ) (47.9) (22.3) (14.9) ( 100.01
What is your level
of training needed
in evaluating die 356 0.97 4 8 46 40 22 120

.... of_per? 13.3) (6.6) 138.01 133.1) () 8.2) 000.0)

TOTAL J.Jl 1.11 ,
I=Very httle, 2- Little. 3-Some. 4-Much. 5 • Very much.
Sawce: Field Survey Data, 2003
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BETWEEN SOCIO DEMOGRAPHIC
AEAs AND THEIR TOTAL COMPETENCY

, I

1

•

4.6. RELATIONSHIPS BETWEEN AEAs SOCIO DEMOGRAPHIC

CHARACTERISTICS AND THEIR TOTAL PERCEIVED COMPETENCY

LEVELS

Objective 6 sought to describe the relationships between AEAs selected demographic

characteristics and their total competency levels in communication methods and

extension teaching aids.

4.6. RELATIONSHIP
CHARACTERISTICS OF
LEVELS

f

Results from Table 22 indicate that there was a negative and low association between

AEAs years at position and total competency in evaluating extension-teaching aids

was -,23' as indicated by the coefficient of correlation, The negative relationship

indicates that high scores on one variable tend to go with low scores on the other

variable. This means, there is a negative relationship between AEAs years at position

and their total competency in evaluating extension teaching aids, These results could

be due to the fact that AEAs studied do not have access in using extension teaching

aids no matter the number of years they have stayed at their position, It could further

be attributed to the fact that extension-teaching aids are not available in their various

districts,

Table 22 further revealed a positive but low association between AEAs training

courses attended and total competency in planning communication methods was ,19'

as indicated by the coefficient of correlation and also with the total competency in

implementing communication methods (.19'), The positive directions implies that as

AEAs 1Jllining courses attended increases. their competency levels in planning and

implementing communication methods also increase. The results support the
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stalcment made by Bansal (1991) that the success of an organisation depends on a

large extent the capability, competency, efficiency and effectiveness of its human

resource base. This implies that, the human resource development system is an

essential tool of management in order to develop capability, competency and

responsibility among the employees. Kulkani (1985) observed that competency of

employees is an aid to the efficient running of an enterprise. This could be achieved

through regular training.

The null hypothesis slates that no significant relationship exists between AEAs socio

demographic characteristics and their total competency in planning communication

methods. The correlation analysis indicates that there was no relationship. The null

hypothesis therefore was accepted.
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Table 22. Pearson correlation matrix between AEAs selected demograpbic

cbaracteristies and total cqmpeteney level in communication metbods and

extension teacbing aids.

VI V2 V3 V4 V5 V6 V7 VS V9 VIO VII VI2

VI \.00

V2 -.05 \.00

V3 -.01 .25"" \.00

V4 .16 -.00 -.14 \.00

V5 .00 .59"" .27"" .00 1.00

V6 -.23" -.11 -.12 -.13 -.IS \.00

V7 -.02 .01 -.17 -.07 -.04 .19 1.00

VS -.OS -.06 -.13 -.06 -.05 .19" .66"" 1.00

V9 -.11 -.05 -.07 -.02 -.04 .11 .37*" .7S"" \.00

VIO -.05 .00 -.IS .16 .06 -.05 .77" .3S"" .7S"" 1.00

VII .07 .OS -.19" .11 -.02 -.10 .44"" .35"" .3S"" .725"" \.00

VI2 .03 -.01 -.23" .05 -.02 -.09 .33" .32"" .31"" .66"" .77"" \.00

Source: Field Survey Data. 2003.

"P< .05, ""P< .01

VI- Sex.V2- Age., V3- Years at position, V4- Educational Level, VS- Years of experience in

communication skills, VC> Training courses attended.V7 total competency in planning communication

methods. V8 total competency in implementing communication methods, V9 total competency in

evaluating communication methods, V IO-total competency in planning extension teaching aids, V 11-

total competency in implementing extension teaching aids, vtz-total competency in evaluating

extension teachingaids.
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Objective 7 sought to describe the relationships between AEAs demographic

characteristics andtheirtotal levels of training needed in communication methods and

extensionteachingaids.

4.7. RELATIONSHIPS BETWEEN AEAs SOCIAL DEMOGRAPHIC

CHARACTERISTICS AND THEIR TOTAL LEVELS OF TRAINING

NEEDED

Results from Table 23 show that there was positive direction with low association

between sex of AEAs and their total training needed in planning extension-teaching

aids (.19·). This indicates that high scores on the variable sex tend to go with high

scores on the level of training needed in planning extension-teaching aids.

Table 23 further indicates a negative direction with a low association between years at

position and AEAs total training needed in implementing extension teaching aids (•

.19·). This means that, as AEAs total training needed do not correspond with their

number of years at position. These results from the study could be due to the fact that

as they stay at a particular position for a period of time they gain experience and they

arenot interested in further training in implementing extension teachingaids.

The result supports the findings of Findlay (1992) on educational needs revealed that

Secondary Vocational agriculture teachers perceived themselves as having a majority

of professional competencies as they have been at a particular position for a period of

years and need no further training.
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The null hypothesis was accepted because it stated that there is no relationship

between AEAs selected demographic characteristics and their total training level

needed in planning communication methods.

Table 13. Pearson correlation matrix between AEAs socio demographic

cbaracteristics and their total training level needed in communication methods

andextension teaching aids.

VI V2 V3 V4 VS V6 V7 VS V9 VIO VII VI2

VI 1.00

V2 -.05 1.00

V3 -.0\ .25·· 1.00

V4 .16 -.00 -,14 1.00

VS ,00 .59·· .27" ,00 1.00

V6 -.23' -.11 -,12 -,13 -.IS 1.00

V7 ,06 ,04 -.16 ,02 ,07 -.12 1.00

VS .1\ .04 -.1 I .14 ,OS ,,15 .79H 1.00

V9 .14 ,09 -,09 .OS .05 -,16 ,73H ,75" 1.00

VIO .19' .13 .00 .03 ,15 -.14 .43·· .40·· .4SH 1.00

VII .07 .OS -,19' ,I I -.02 -. I0 ,26H ,25·· .26H ,17 1.00

VI2 .17 .07 ,09 -.03 .16 -.12 .33·· .3SH .49H .76H .12 1.00

Source: FIeld Survey Data. 2003. 'P< .05, Hp< .01

VI- Sex.V2· Age. V3· Years at position, V4· Educational Level. V5· Years of experience in

communication skills, V6· Training courses auended.V7 total training level needed in planning

c:ammunication methods. V8~tolal training level needed in implementing communication methods. V9­

IOIaJ training level needed in evaluating communication methods, V ln-total training level needed in

planning extension teaching aids, VII-total training level needed in implementing extension leaching

aid&. VI2-lOla1lraining level needed in evaluating extension leaching aids.
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4.8. RELATIONSHIPS BETWEEN AEAs TOTAL COMPETENCY LEVEL

AND THE LEVEL OF TRAINING NEEDED

Objective eight sought to find the relationships between AEAs total competency level

and their level of training needed in communication methods in terms of planning,

t' implementing and evaluating.
,l

,
"

I

!

4.8. AEAs TOTAL COMPETENCY LEVEL AND THEIR LEVEL OF

TRAINING NEEDED IN THE COMMUNlCAnON METHODS

Table 24 shows a high significant and positive association between AEAs

competency level in planning and their level of training needed in planning (.774").

Likewise, there was a high significant and positive and strong association between

their competency level in implementing communication methods and their level of

training needed in implementing them (.784**) and also substantial association in

" evaluating communication methods (.664**). AEAs competency level in

communication methods showed a high significant, positive and strong association

with their level oftraining needed (.733**).

The results mean that AEAs competency level could be increased through training. It

further indicates that increasing the quality of extension staff knowledge and skills in

communication methods is a high priority for many natural extension systems

(Swanson. 1990). According to Easter (1985), training of extension personnel has

'-t the inability to focus on the development of professional competencies.
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Salmansadeh,(1988) also indicated that attainment of agricultural self-sufficiency

requires competent extension personnel in planning, implementing and evaluating

through training in communication methods so as to carry out educational

programmes to meet farmers needs. The alternate hypothesis therefore was accepted

because it stated that there is significant association between AEAs total perceived

competency level and the level of training needed in communication methods.

Table 24. Pearson correlational matrix between AEAs total competency level and
b I I I t . . d d i b dt e eve 0 ralOlDg nee e to communication met o s,

VI V2 V3 V4 VS V6

VI 1.000

V2 .095 1.000

V3 .099 .099 1.000

V4 .774** .010 .155 1.000

V5 .750" .784** .103 .183 1.000

V6 .664** .646' .733** .022 .007 1.000

i
I.

Sonrce: FIeld Snrvey Data. 2003.

'P< .05, ··P<.O1

V 1- total competency in planning communication methods

V2- total competency in implementing communication methods

V3~ total competency in evaluating communication methods

V4- total training needed in planning communication methods

V5- total training needed in implementing communication methods

V6· total training needed in evaluating communication methods
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4.9. RELATIONSHIPS BETWEEN AEAs TOTALCOMPETENCY LEVEL

AND THE LEVEL OF TRAINING NEEDED

Objective nine sought to find the relationships between AEAs total competency level

and the level of training needed in the use of extension teaching aids in terms of

planning, implementing and evaluating.

Table 25 depicts that there was very strong positive and substantial association

between AEAs total competency in planning extension teaching aids and total level of

training needed in planning extension teaching aids (.664""). Total level of training

needed in implementing extension teaching aids and AEAs total competency in

planning extension teaching aids, shows a very strong positive and highly significant

association (.725**). In addition there was a positive substantial association between

AEAs total competency in planning extension teaching aids and evaluating extension-

teaching aids (.614"). Potter (1972) in a paper prepared for the New South Wales

Department of Agriculture stated that planning of extension activities is linked to

evaluation of those activities.

According to Diaz-Bordenave (1974), implementing an activity helps in the addition

of agricultural innovations. This intends leads to evaluating what was implemented.

Table 25 shows that AEAs need to increase their competency level through training.

There was low positive association between total competency of AEAs in evaluating

communication methods and total training needed in planning (.230"), very strong

association with total training needed in implementing (.767") and low association

with total training needed in evaluating communication methods (.192")
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4.9. RELATIONSHIPS BETWEEN AEAs TOTALCOMPETENCY LEVEL

AND THE LEVEL OF TRAINING NEEDED

Objective nine sought to find the relationships between AEAs total competency level
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planning, implementing and evaluating.
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between AEAs total competency in planning extension teaching aids and total level of

training needed in planning extension teaching aids (.664"). Total level of training

needed in implementing extension teaching aids and AEAs total competency in

planning extension teaching aids, shows a very strong positive and highly significant

association (.725**). In addition there was a positive substantial association between

AEAs total competency in planning extension teaching aids and evaluating extension­

teaching aids (.614*). Potter (1972) in a paper prepared for the New South Wales

Department of Agriculture stated that planning of extension activities is linked to

evaluation of thoseactivities.

According to Diaz-Bordenave (1974), implementing an activity helps in the addition

of agricultural innovations. This intends leads to evaluating what was implemented.

Table 25 shows that AEAs need to increase their competency level through training.

There was low positive association between total competency of AEAs in evaluating

communication methods and total training needed in planning (.230*), very strong

association with total training needed in implementing (.767**) and low association

with total training needed in evaluating communication methods (.192*)
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Potter (1972) from his studies stated that where an evaluation has been made of a

situation before an extension program, it is possible to assess the effects of planning

and implementing the programme. The studies reveal that AEAs need to increase

their competency level by increasing their training levels.

The alternate hypothesis therefore was accepted because it stated that there is

significant association between AEAs total competency level and the level of training

needed in the use of Extension teaching aids in terms of planning, implementing and

evaluation.

100

........
----lIIMIY

""',vnSI1'Y Of CA'I CO.19



±.:

Table 15 Peanoo correlation matrix between AEAs total competency level and

the level of training needed In extension teaching aids.

VI V2 V3 V4 V5 V6

VI 1.000

V2 .725" 1.000

V3 .164 .169 1.000

V4 .664" .767-- .230- 1.000

V5 .725" .665·· .767" .169" 1.000

V6 .614" .107- .192- .760" .107 1.000

Source: Field Survey Data. 1003.

·P< .OS, "P< .01

Vl- total competency in planning extension-teaching aids

V2- total competency in implementing extension-teaching aids

V3· total competency in evaluating extension-teaching aids

V4· total training needed in planning extension-teaching aids

vs- totaJ training needed in implementing extension-teaching aids

V6- total training needed in evaluating extension-teaching aids
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4.10. DIFFERENCES BETWEEN AEAs IN THE FOUR DISTRICTS IN

TERMS OF AEAS DEMOGRAPHIC CHARACTERISTICS.

Objective ten sought to find the differences between the four (4) districts on their

demographic characteristics.

4.10.1. SEX DISTRIBUTION OF AEAs IN THE VARIOUS DISTRICTS.

There were more males than females (I :3) in all the districts except AMA (1:1). This

result confirms findings of Swanson, (1990) which the ratio of female to male agents

in agriculture is low in Africa and Asia, varying from 1:11 to 1:14. The low number

of female extensionist is seen as a tremendous problem in the Region. Saito and

Widmann (1990). stated that in most countries in Africa cultural norms circumscribes

male-female interaction.

4.10.2. AGE DISTRIBUTION OF AEAs IN THE VARIOUS DISTRICTS

The mean age of the respondents in Dangme West (39.6 years) was slightly lower

than their counterparts in the other districts as shown in Table 26. In Ga. AMA and

Terna districts, the mean ages were 40.3, 41.7 and 41.8 respectively. The results

indicate that most of the AEAs in Dangme West were younger than those in the other

three districts. The SD of 8.21 is an indication of vast variations in individual AEAs

age. considering the mean ages in all the districts. Table 26 reveals that the majority

of the AEAs are below 43 years. This implies that there are more young AEAs in the

Grealer Accra Region.
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4.10.3. YEARS AT POSITION OF AEAs IN THE VARIOUS DISTRICTS

AEAs in Tema district had spent on the average much more time working at their

present position than their counterparts in the other districts as shown in Table 26.

The mean years an AEA had spent at present position in the Terna district was 14.7

years with a standard deviation of 7.39 indicating a vast variation in individual agents

years at position. In the other districts their standard deviations of 4.21,4.31,5.18

(Ga. AMA. Dangbe West respectively) indicates variations in individuals years at

position. This may be attributed to further studies in the university and individual

pursues or promoted to a higher position.

,
"

" 4.10.4. EDUCATIONAL LEVELS OF AEAs IN THE VARIOUS DISTRICTS

A gneater proportion of the AEAs in the various districts had agricultural college

certificate. The Ghana statistical service (1993) estimated that only 11 % of rural

households live in communities that have a secondary or technical school. This

could, perhaps, explain why the bulk of AEAs had agricultural college certificate as

their highest level of education. Adhikorya (J 989) found out that extension

organizations do not function to full expectation in many developing countries

because of their very low level of education, mostly on the point of its front line staff

(AEAsj, The low level of educational level of AEAs in the various districts call for

more frequent and relevant in-service training for the AEAs.

4.10.5. YEARS OF EXPERIENCE IN COMMUNICATION SKILLS

As indicated from Table 26, AEAs in AMA had the highest number of years

~ in communication skills as shown from the mean of 12.3, with Tema

diIIrict baving the least mean value of 10.00. The standard deviations of 6.58, 6.54
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and 6.68 (Ga, AMA. Tema and Dangbc West respectively) is an indication of vast

variations in individual AEAs years of experience in communication skltls This could

perhaps be linked to the fact that some had experience in communication skilis out of

their present job or within their organisation.

4.10.6. NUMBER OF TRAINING COURSES ATTENDED

With a mean value of 5.78. AEAs in Dangbe West had the highest number of training

courses attended as indicated in Table 26. Their standard deviation shows a vast

variation in individual AEAs number of training courses attended. Results depicted

from the other districts are that they have attended at least two training courses; Ga -

2.66. AMA - 1.37 and Tema 1.40. These shows close response to their mean. Given

the general low level of educational qualification of AEAs one will not be wrong to

state that in-service training in MOFA is inadequate. Seesang (1983) observed that

appropriate in-service training is needed to maximize the effectiveness of AEAs.

Various studies have also cited the lack of inadequate in-service training as one

reason why both development workers and projects have failed to achieve their

potential. (Alia and Sehwass, 1982; Seesang, 1983. Corns and Ahmed. 1974).
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Table 26. Demognpbic Distrlbaliou of AEAo ia 'be st8dy ara
--,~--,

Ik..ognpbic DISTRICTS ---1
CUnderilttcs GA AMA i TEMA I=ME :

MEAN SD MEAN SD MEAN SD ' MEAN SD 1

Age 40.29 6.34 41.71 5.90 4182 6.37 , 3'1.60 8.21
I

. ~ 18 iYean at 9.20 4.21
1

7 93 4.31 1473 7.39 78'1 I- ,
I position i :

Yean of 1103 6.58 13'16 6.42 10.00 ! 6.54 11.14 6.68 I
experience in
communication
methods
Training 2.97 2.66 218 1.37 2.35 1.40 5.78 5.58
courses

Iattended
TOTAL 63.49 19.79 65.78 180 68'1 21.7 6441 25.65
Sou"",: Field Survey Dlta. 2003.

F-test for significant variance was computed to compare the means to find whether

the mean difference was statistically significant. The results from Table 27 revealed

that, there were significant differences in sex of AEAs, years at position and training

courses attended in the four selected districts. For sex of AEAs. the computed alpha

was .001, for years at position of AEAs the computed alpha level was .000 and for

training courses attended by AEAs the computed alpha level was also .000 whilst the

selected alpha was .05. According 10 Sarantakos (1993). since the selected alpha (.05)

was greater than the computed alpha (.001 ..000 and .000) the mean difference for sex

of AEAs, years at position of AEAs and number of training courses attended by

AEAs in the four districts were significant.

The F-value at the significant level (.001) was 5.103. This implies thai the between-

group variance is 5.103 times greater than the within-group variance. Also the F-value

at the significant level (.000) was 7.641, which implies that the between-group
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variance is 7.641 times greater than the within-group variance. Finally the F-value at

the significant level (.000) was 6.212 also implies that the between-group variance is

6.212 times greater than the within-group variance.

11 could be explained that the significant differences that occurred in sex of AEAs in

the four districts might be due to the low number of female officers in the districts.

However, the significant differences in number of years at position of AEAs might

also be due to AEAs not pursuing further academic qualification in the University.

Finally, significant differences that occurred in the number of training courses

attended might be due to inadequate training or workshops organised for the AEAs in

the four districts.

Table 27: ANOV A to compare the mean levels of AEAs demographic
characteristics

,,

Variables to be compared Sum of df Mean F Sig
squares square

Sex Between groups 3.737 4 .934 5.103 .001
Within groups 21.055 115 .183
Totals 24.792 119

Age Between groups 166.057 4 41.514 .915 .458
Within groups 5125.510 113 45.358
Totals 5291.568 117

Years at Between groups 836.470 4 209.117 7.641 .000
position Within groups 3092.547 113 27.368

Totals 3929.017 117

Educational Between groups 1.473 4 .368 1.747 .144
level Within groups 24.023 114 .211

Totals 25.496 118

Years of Between groups 282.753 4 70.688 1.644 .168
Experience in Within groups 4815.367 112 42.994
Communication Totals 5098.120 116
Skills
Trainingcourses Between groups 258.977 4 64.744 6.212 .000

Anended Within groups 1177.777 113 10.423
Totals 1432.754 117

Souree: Survey Data, 2003.
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4.11. DIFFERENCES BETWEEN THE FOUR DISTRICTS IN TERMS OF
THEIR TOTAL COMPETENCY LEVEL AND THEIR LEVEL OF TRAINING
NEEDED

Objective eleven was to find the differences between AEAs total competency levels

and their level of training needed in the various districts in terms of planning,

implementing and evaluating communication methods and extension teaching aids.

F-test for significant variances was computed to compare the means to find whether

the mean differences were statistically significant. The results from Table 28 revealed

that, there were significant differences in competency level in teaching aids and level

of training needed in teaching aids in terms of planning. implementing and evaluation

in the four selected districts. For AEAs competency level in extension teaching aids.

the computed alpha level was .000 whilst the selected alpha was .05. According to

Sarantakos (1993), since the selected alpha (.05) was greater than the computed alpha

(.000) the mean difference for competency leveIs of AEAs in extension teaching aids

variable factors in the four districts were significant. The F-value at the significant

level (.000) was 7.302. This implies that the between-group variance is 7.302 times

greater than the within-group variance. Similarly, there was a significant difference

between the means of training needed in teaching aids variable factors in the four

districts. The specific alpha level was .05 and was greater than the computed alpha

level that was .020. Again. the F-value, being 3.031 shows that the variance between

groups as far as training needed in teaching aids was concerned was 3.031 times

greater than the variance within groups.

It could be explained that the significant differences that occurred in competency level

in leaching aids and training needed in teaching aids in terms of planning,

implementing and evaluation in the four selected districts might be due to the
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differences in the availability of extension teaching aids. This might likely result in

the differences in their competency levels and their level of training needed in the

selected districts. Although the results revealed significant differences in mean levels

of AEAs competency level in extension teaching aids and training level needed in

extension teaching aids in the four selected districts, it did not indicate the specific

affected districts. In order to find out which two districts differed significantly in their

competency levels in extension teaching aids and in their level of training needed in

extension teaching aids. Scheffe Post Hoc analysis (multiple comparisons) was

computed.

Table 28: ANOVA to compare tbe mean levels of the identified competency levels

and training needs of AEAs.

Variables to he compared Sum of df Mean F Sig

squares square

COMMETHOD.Between groups 1\.534 4 2.883 2.175 .076
Within groups 153.755 116 1.325
Totals

165.289 120
TRAMETHOD. Betweengroups 2.772 4 .693 .403 .806

Within groups 199.460 116 1.719
Totals 202.231 120

COMTAlDS. Between groups 51.444 4 12.861 7.302 .000
Within groups 202.547 115 \.761
Totals 253.992 119

TRAAlDS. Between groups 17.390 4 4.348 3.031 .020
Within groups 163.534 114 \.435
Totals 180.924 118

Source: Survey Data, 2003.

COMMETHOD- Competency level in communication methods.

TRAME11l- Training level needed in communication methods.

COMTAIDS- Competency level in teaching aids.

TRAAlDS- Training level needed in teaching aids.

108



'!"I'" ",!,,",.

t
1
I,
i
I,

,

I,

'I'.
"
.j

a
H

4.11.1. Multiple comparisoo competeocy level of AEAs in extension teacbing aids

in tbe four selected districts

Table 29 shows the results from Scheffe Post Hoc test which was on competency

level in extension teaching aids of AEAs in the four selected districts, it revealed that

significant differences existed between Ga and AMA with a mean difference of

1.0000· and also between AMA and Tema with a mean difference of .3500·.

Considering the mean differences of competency levels of AEAs in extension

teaching aids between Ga district and AMA, it could be said that in terms of AEAs

competency levels in extension teaching aids in the Ga district could be better than

that of AMA (as shown in Table 28). However, comparing the mean differences of

AEAs competency levels in extension teaching aids in AMA and Terna, table 28

revealed that AEAs competency levels in extension teaching aids might be better in

Tema than in AMA. (mean difference of -.3500·). Generally the Scheffe Post Hoc

lest on AEAs competency levels in extension teaching aids indicated that AEAs in

AMA needs attention. The results migbt be due to lack of extension teaching aids at

AMA where AEAs do not have access to these teaching aids.
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Table 29. Multiple comparisous of tbe mean levels of competency in estension

teaching aids in the four selected districts. (Scbeffe Post Hoc Analysis).

Dependent (I)Political (J) Political Mean Standard Sig

Variable District District Difference Error

(I-J)

Competency level Ga AMA 1.0000' .1252 .041

in extension Tema 5.000E-02 .1252 .74\

teaching aids. Dangbe(W) .6000 .1252 .313

(COMTAIDS) AMA Ga -1.0000' .1252 .041

Tema .3500' .1252 .028

Dangbe (W) .4000 .1252 .356

Tema Ga -5.000E-02 .1252 .741

AMA -.3500' .1252 .028

Dangbe (W) .9500 .1252 .645

Dangme Ga -.6000 .1252 .313

West AMA -.4000 .1252 .356

Tema -.9500 .1252 .645

• The mean difference IS significant at 0.05 level
Source: field survey data, 2003

SchetTe Post Hoc analysis of Table 30 shows that there were differences in the level

of training needed by AEAs between Ga and AMA at a mean difference of .035 in

favour ofGa, indicating that AEAs level of training needed in extension teaching aids

in Ga district may be higher than that of AEAs at AMA. However, the result shows

thai, level of training in AMA needed more attention. Generally, the results from

Table 30 can be concluded that AEAs in the other districts need some level of training

In _sion teaching aids despite the fact thatthey have some level ofcompetency.
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Table 30. Multiple comparisons of tbe meau levels of competency iu exteusion

teacblng aids iu tbe four selected districts. (Scbeffe Post Hoc Analysis).

Dependent (I)Politica' (J) Political Mean Standard Sig

Variable District District DifTerence Error

(I-J)

Training needed Ga AMA .3000' .3201 .035

in extension Tema -.2500 .3201 .763

teaching aids. Dangbe (W) 5.000E-02 .3201 .628

(TRAAIDS) AMA Ga -.3000' .3201 .035

Tema -.1500 3201 .683

Dangbe (W) .1500 .3201 .342

Tema Ga I.OOOE-Ol .3201 .763

AMA .1500 .3201 .683

Dangbe (W) -.1000E-01 .3201 .297

Dangme Ga -5.000E-02 .3201 .628

West AMA -.1500 .3201 .342

Tema .IOOOE-Ol .3201 .297

• The mean difference IS significant at 0.05 level
Source: field survey data, 2003
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I 4.12. IMPORTANT SUGGESTIONS TO IMPROVE ON AEAs

COMPETENCY LEVEL IN THE USE OF COMMUNICATION METHODS

AND EXTENSION TEACHING AIDS

Objective 10 was to find out from AEAs some of the important suggestions to

improve their competency level in the use of some communication methods and

extension teaching aids.

Table 31 shows important suggestions that AEAs listed which they think can help

improve on their competency level in the use of communication methods and

extension teaching aids. The items are ranked in descending order based on their

frequency ofoccurrence.

Each of the first six suggestions was listed by more than half of the number of AEAs

studied (60). These are, more training for staff, motivation, training materials should

be supplied, ensuring timely promotion and enough funds to organise demonstrations.

(74.4%,71.1%,69.4%,66.9%,61.2% and 57.0% respectively).

The suggestions listed by less than half of the AEAs include; there should be limited

size of operational area, supervisors should visit AEAs regularly, staff should be

upgraded and T&T should be increased.

It is worthy of note that most of the statements listed concern the working conditions

oflhe AEAs and will strengthen the level of training needed by AEAs. This indicates

that AEAs lack frequent training on the use of communication methods and extension

teaching aids that has reduced their abilities to transfer technologies to farmers.
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..._ .. tAl improve AEAJ competency level

ITEM RANK FREQUENCY PERCENTAGE

TheJe should be more I 90 74.4

lJ8lning for staff,

AEAs shnuld be 2 86 7L1

motiYllled

Enough training 3 84 69.4

malerials should be

supplied

Ensuring timely 4 8\ 66,9

promotion

There should be enough 5 74 61.2

funds to organise

demonstrations

More field days should 6 69 57,0

be organise for staff and

fanners

There should be limited 7 55 455

size ofoperationalarea

Supervisors should visit 8 53 43.8

AEAs regularly

Staff should be upgraded 9 23 19,0

T&T should be increased 10 13 10,7

There should be I I 8 M

improvement in mobility
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDAnONS

5.1. Summary of Study

The study was carried out to examine AEAs perceived competency levels in some

communication methods and extension teaching aidsand to correlate such perceptions

to their level of training needed. A descriptive-correlational research design was used

for the study, which was conducted in four districts in the Greater Accra Region

namely Ga, AMA, Tema and Dangme West. In all, one hundred and twenty-one

ABAs were involved in the study.

Validated questionnaires were used for data collection. This was preceded by a pilot

study. Data analysis was statistically done using statistical analysis employed

include, descriptive, and Pearson correlational techniques. Analysis of variance

(ANOVA) was also used to test the difference of means between the various districts.

The following summary is done in relation to the objectives and where applicable

hypothesis stated for the study.

5.1.1. The Demographic Characteristics of ABAs

(a) Age: The study revealed vast variation in age of respondents (SD= 6.73). AEAs

age ranged from a minimum of twenty-six (26) years and a maximum of fifty-nine

(59) years, with a mean age of forty (40) years.The results shows that sixty-two AEAs

IIIC below the mean age of 40.9 whilst fifty-six ABAs are ahove the mean age. This is

an indication ofageing AEAs in the region.
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(b) Sex: The study revealed that there were eighty-five males representing 70.2% and

thirty-five females representing 28,9% in the study area. AMA district had the highest

number of females; nineteen representing 55.9%. The district with the highest number

of males was Dangme West (twenty-five, representing 89.2%) considering the

number of AEAs in the district

(c) Years at position: The maximum years AEAs have stayed at their position were

thirty years with a minimum of one year. The results show a variation in years at

position of respondents. AEAs number of years at position had a mean of

approximately ten years. These were thirty-five AEAs between eleven years and

fifteen years representing 29,7%. Within the four districts, Ga district had fourteen

AEAs (41.2%) between eleven and fifteen years had stayed at their position and Terna

district with eight AEAs representing 34,8% between twenty-one and thirty years.

(d) Educational level: The highest certificate AEAs had achieved in the Region was

agricultural college. About 68% of AEAs studied possess the General Certificate in

Agriculture and about 31% possess a University Certificate. Considering the

numerical strength of AEAs in the various districts Tema district showed the highest

percentage of AEAs who possess General Certificate in Agriculture (78.3%) and

AMA had the least percentage of AEAs with General Certificate in Agriculture

(51.5%). With the highest level of education in the various districts, AMA had a

percentage value of 48.9, and Tema district having the least number of AEAs with a

University certificate (21.7%).
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(e) Training courses attended: Forty-one (33.9%) AEAs had attended only two

training courses indicating the highest number of training courses AEAs in the region

had attended. Ten (8.3%)of the respondents have had no training while one (0.8%)

respondent had attended twenty-four training courses.

In the various districts. five AEAs in the Ga district have not attended any training

course, with Dangme West district showing the least value of one AEA not attending

anytraining course. These results reveal inadequacy of training courses in MOFA.

(f) Years of experience in communication skills: According to the study the overall

mean of years of experience was 11.7 with a maximum of thirty and a minimum of

zero years. The results show vast variation in years of experience of respondents

(50=6.62). Thirty-nine AEAs representing 32.2% had between ten and fourteen years

of experience. Three AEAs representing 2.5% had thirty years of experience in

communication skills with seventeen (14.0%) AEAs having experience in

communication skills are between zero and four.

Comparing the various districts, AMA does not have any AEA whose years of

experience in communication skills are between zero to four years. One AEA in Ga,

AMA and Dangme West responded having thirty years of experience in

communication skills. The study revealed that AEAs year of experience in

communication skills in the region was good.
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5.1.2AEAs Perceived Competency Level in Communication Methuds

The results show that the overall mean in planning communication methods was 3.23,

with a standard deviation of 0.93. This means AEAs are good in planning

communication methods. AEAs level of implementing communication methods had a

mean of 3.17 with a standard deviation of 0.82. This means they (AEAs) are also

good in implementing communication methods. The same response was for

evaluation of communication methods that gave a mean of 3.09 and a standard

deviation of 0.93.

5.1.3. AEAs Perceived level of Training in Communication Methods

The results revealed a mean of 3.66 and a standard deviation of 0.97 for the level of

training needed in planning, a mean of 3.59 and a standard deviation of 0.92 for their

level of training needed in implementing. For their level of training needed in

evaluating communication methods, there was a mean of 3.55 and a standard

deviation of 1.02.

The results suggest an approximate mean of four for planning, implementing and

evaluating communication methods that indicates that AEAs need much training in

communication methods to increase their competency level.

5.1.4.AEAs Perceived Competency Level in Extension Teaching Aids

The mean values for planning, implementing and evaluating of extension teaching

aids were 3.02, 2.92 and 2.91 respectively whilst their respective standard deviations

were 0.98,0.93 and 0.99. The results suggest an approximate mean of three indicating

that AEAs competency level in planning, implementing and evaluating were good .

117



5.1.5. AEAs Perceived Level of Training Needed in Extension Teacbing Aids

The results show that the overall mean and standard deviation were 3.37 (80=1.07).

3.32 (80=1.09) and 3.32 (80=1.1 I) for planning, implementing and evaluating

respectively. This means that they need some level of training in planning,

implementing and evaluating extension teaching aids.

With an approximate mean of four the results suggest that AEAs' competency level

was very good but they needed some level of training to improve their competency

level in the use of extension teaching aids. This could be achieved by making

available extension teaching aids at the district levels.

5.1,6. Relationships Between AEAs Socio Demographic Cbaracteristics and their

Total Perceived Competency levels

At the 0.05 probability level there was a negative and low association between AEAs

years at position and their total competency in evaluating extension-teaching aids

(-.23*). The results could be due to the fact that AEAs studied do not have access in

using extension teaching aids no matter the number of years they have stayed at their

position. It could also mean that the long serving AEAs have had less experience in

teaching aids because of the non -availability of such aids.

There was a positive but low association between AEAs training courses attended and

total competency in planning communication methods (.19*) as well with the total

competency level in implementing communication methods (.19*). The results

indicated that the competency level of AEAs increases in planning and implementing

communication methods as they attend more training courses.
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The null hypothesis was accepted because there was no relationship between AEAs

socio demographic characteristics and their total competency in planning

communication methods.

5.1,7. Relationship Between AEAs Socio Demographic Characteristics and their

Total level ofTraining Needed

Sex of AEAs and their total training needed in planning extension teaching aids had a

positive direction with low association (19·). There was a negative direction with a

low association between AEAs years at position and their total training needed in

implementing extension teaching aids (-.19'). This may be due to the fact that AEAs

studied were not interested in further training in implementing extension-teaching

aids.

The null hypothesis was accepted because there was no relationship between AEAs

selected demographic characteristics and their total training level needed in planning

communication methods and extension teaching aids.

5.1.8. Relationships Between AEAs Total Competency and the Level of Training

Needed in Communication Methods

The results indicated highly significant, positive and strong relationship between their

competency level in planning communication methods and implementing them

(.7740 0 ) . There was also a high significant, positive and strong relationship between

implementing of communication methods and evaluating the selected communication

methods (.784 0 0 ) .
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The results further revealed a very strong. positive and high significant relationship

between the level of training needed in planning and in both implementing (.789")

and evaluating (.733") of the selected communication methods. There was a strong

relationship, positive and high significant relationship between AEAs perceived level

oftraining needed in implementing and evaluating communication methods (.750).

The results show that as training of AEAs increases their competency level also

increases or as training of AEAs decreases their competency level in the use of

communication methods also decreases. The alternate hypothesis was therefore

aceepted because it stated that there is significant relationship between AEAs

perceived competency level and the level of training needed in communication

methods.

5.1.9. Relationship Between AEAs Total Competency Level and the Level of

Training Needed in Extension Teaching Aids

The results under this objective show that there was very strong, positive and high

significant relationship between AEAs total competency in planning and

implementing extension teaching aids. This means as training in planning extension

teaching aids increases AEAs competency level in evaluating them increases.

Positive, strong and high significant relationship also existed between AEAs

competency level in planning and implementing extension teaching aids (.725"). It

further revealed a substantial relationship between their competency level in planning

ami evaluating extension teaching aids (.664"). Between their competency level in
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planning and the level of training needed in implementing extension-teaching aids,

there was a positive, very strong and high significant relationship (.72S··).

The results showed a positive, very strong and high significant relationship between

the total competency in planning and total competency in evaluating extension

teaching aids (.767··) as well as the competency level in planning and the level of

training needed in implementing extension teaching aids (1.000··). There were few

low significant relationships between their total competency level and their level of

training needed was positively correlated.

The picture is not different from objective seven, because as training of AEAs

increases their competencies also increases in the use of extension teaching aids. The

alternate hypothesis which states that there is significant relationship between and

among AEAs total perceived competency level and the level of training needed in

extension teaching aids was accepted.

5.1.10. Suggestions to Improve Upon AEAs Competency Level in the Use of

Communication Methods And Extension Teaching Aids

The important suggestions that AEAs listed which they think can help improve on

their competency level in the use of communication methods and extension teaching

aids were ranked in descending order based on their frequency of occurrence.

Each of the first six suggestions was listed by more than half of the number of AEAs

studied (60). These are, more training for staff, motivation, training materials should
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be supplied, ensuring timely promotion and enough funds to organise demonstrations.

(74.4%,71.1%,69.4%,66.9%,61.2% and 57.0% respectively).

The suggestions listed by less than half of the AEAs include; there should be limited

size of operational area (8.7%), supervisors should visit AEAs regularly (8.3%), staff

should be upgraded (3.6%) and T&T should be increased (2.0%).

It was noted that most of the statements listed concern the working conditions of the

AEAs and goes to strengthen the level of training needed by them. This indicates that

AEAs lack frequent training on the use of communication methods and extension

teaching aids that has reduced their abilities to transfer technologies to farmers.
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5.1. CODclosioDS

Based on the findings of this study the following conclusions can be drawn.

The mean age of AEAs studied was 40 years. About 47% of the AEAs were above

this mean and 8.5% over 50 years. The results reveal that the AEAs in the four

districts were ageing.

The study revealed that 31 % of the AEAs studied have stayed in their position for less

than six years. It could be possible that probably those who had stayed at the same

position for over twenty years are on further studies.

Despite their low educational level, the AEAs studied had rich experience in

communication skills. Though the AEAs have vast experience in communication

skills ranging from 0-30 years with a mean of 11.7, there was great variations in

individual years ofexperience as indicated by the standard deviation of 6.6.

Eight percent of the AEAs had never attended any training course, with 33.9%

attending two training courses. This reveals that inadequate training course abounds

in the four districts.

'The study indicated that the AEAs' perceived competency level in planning,

implementing and evaluating was good as indicated by the mean values of 3.23, 3.17

and 3,09 respectively. The study further revealed that the AEAs perceived that they

needed much training by the corresponding mean values of3,66, 3,59 and 3.55.
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AEAs SlUdied Jl<"ttived thai their com~ levels in planning, implementing and

ewIaMing the use of extension 1eaCbing aids was good (3.02. 2.92 and 2.91) !bey

fiIIlIICf pen:eived thai ~. need some level of training in planning exlalSion~

aids (337). some level of training in implementing extension teaehing aids(32) and

some level of training in evaluating extension t<:aclIing aids (3.32)

AEAs' total competency levels were found 10 have highly significant relationship

with their Ie>'el of training needed in communieation methods in terms of planning.

impIcmenting and evaluating. (From .789"10 .733").

AEAs' perceived competency level and the level of training needed in extension

""""'ing aids were also found 10 have high significant association with their

""4_ cn L"1' level in terms of planning. implementing and evaluating (from 0.664·· to

1.0000°). It was observed that AEAs in A.\{A needed more training in extension

hlng aids. This might be due 10 the inadequate extension teaching aids in the

AMA office. The findings revealed that AEAs in the Greater Accra region needed

training in the use of extension teaching aids that ..ill eventually lead to increase their

...... ,oW")' k:'\'els..
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5.3. Recommendations

On the basis of the findings of this study, the following recommendations are made:

I. The competency of the agents should be frequently assessed so that the

discrepancy between what he/she possesses and what he/she should possess

can be easily corrected. This will enable training to be tailored to agents'

specific needs.

2. Regular in-service training be organised for extension agents in the various

districts. Although training programmes may differ from district to district. In

the Dangrne West and Tema districts, more emphasis should be placed on

competency areas such as planning, implementing and evaluating

communication methods and extension teaching aids

3. The curricula of agricultural colleges are reviewed periodically to reflect the

changing needs of extension agents. This will enable graduates from the

colleges to perform acceptably in their chosen occupation.

4. Adequate formal training opportunities should be made available to extension

agents to upgrade their skills in the use of communication methods and

extension teaching aids.

S.

I

t
1
I,
,s
f 6..~•

Further research should be carried out to cover the whole country. In this

respect, attention should be paid to the various units of the districts so that the

findings will serve as a basis for drawing up a comprehensive programme for

training extension agents.

To improve upon the sex ratio, more females should be recruited to join the

extension services in the Greater Accra Region.
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7. The aging AEAs in the region need replacement. This can be ""hieved by

recruiting more young agricultural graduates from the Universities and

Agricultural Colleges to join the Extension Services.
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For effectiveness of the extension services. there is the urgent need to improve

upon AEAs low level of Education. This can be achieved by encouraging

more AEAs to take advantage of the Diploma training and the Bsc. Degree for

mid-carrier extension staff currently going on at Kwadaso Agricultural

College and the University of Cape Coast respectively.
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APPENDIX

PERCEIVED COMPETENCY LEVELS AND TRAINING NEEDS OF
AGRICULTURAL EXTENSION AGENTS IN THE USE OF

COMMUNICATION METHODS AND EXTENSION TEACHING AIDS IN
THE GREATER ACCRA REGION

AGRICULTURAL EXTENSION AGENTS QUESTIONNAIRE
The aim of the study is to find out the perceived competency levels and training needs
of Agricultural Extension Agents in Communicating with farmers for technology
transfer. The findings will provide specific recommendations and strategies to
strengthen the communication process in the transfer of Agricultural technology.

I shall therefore be very grateful if you could respond to this questionnaire in your
quickest possible manner. All information you provide will be handled confidentially
and all responses bulked together for analysis.

PART ONE

COMPETENCY IN COMMUNICATION METHODS
Use the ratings to indicate your competency level of some types of

communication methods you know. Please tick (~) the one that is appropriate.

5 ~ Excellent
4 ~ Very good
3 <Good
2 ~ Fair
1 = Poor

Area of Extension Communication Methods Perceived Cornpetencv
5 4 3 2 1

What is your competency level in planning
1 demonstrations

What is your competency level in planning
2 lecture

What is your competency level in planning
3 discussions

What is your competency level in planning
4 meetinzs

What is your competency level in planning
5 field trips

What is your competency level in planning
6 agricultural shows
7 What is your competency level in

implementing demonstrations
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8 What is your competency level in
implementing lectures

9 What is your competency level in
implementing discussions

10 What is your competency level in
implementing meetings i

I I What is your competency level in
Iimplementing field trips

12 What is your competency level in
implementing agricultural shows

13 What is your competency level in
evaluating demonstrations

14 What is your competency level in
evaluating lecture

15 What is your competency level in
evaluating discussions

16 What is your competency level in
evaluating meetings

17 What is your competency level in
evaluating field trips

18 What is your competency level in
evaluating agricultural shows

LEVELS OF TRAINING NEEDED IN COMMUNICAnON METHODS
Use the ratings to indicate your level of training needed in communication

methods. Please tick (\1) the one that is appropriate.

5 ~ Very Much
4 ~ Much
3 ~ Some
2 = Little
I V L"= cry Itt e
Area of Extension Communication Methods Level of Training Needed

5 4 3 2 I
19 What is your level of training needed in

planning demonstrations
20 What is your level of training needed in

planning lectures
21 What is your level of training needed in

planning discussions
22 What is your level of training needed in

planning meetings
23 What is your level of training needed in

planning field trips
24 What is your level of training needed in

I planning asricultural shows
26 What is your level of training needed in

implementing demonstrations
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27 What is your level of training needed in
imolementine lectures

28 What is your level of training needed in
imelementina discussions

29 What is your level of training needed in
Implementing meetings

30 What is your level oftraining needed in
imolementine field trios

31 What is your level oftraining needed in
implementina agricultural shows

32 What is your level of training needed in
evaluatinz demonstrations

33 What is your level of training needed in
evahiatinz lectures

34 What is your level of training needed in
discussions

35 What is your level of training needed in
evaluating meetinas

36 What is your level of training needed in
evaluatine field trios

37 What is your level of training needed in
evaluatine agricultural shows

144



,
i

I

COMPETENCY IN THE USE OF EXTENSION TEACIDNG AIDS

Use the ratings to indicate your level of competency associated with the following

extension teaching aids. Please tick ('\) the one that is appropriate.

(5) Excellent
(4) Very good
(3) Good
(2) Fair
(I) Poor

Areas of Extension teaching aids Perceived Competency

5 4 I 3 2 I
38 What is your competency level in I

II planning the use of flip charts') I

39 What is your competency level in
i

I

, planning the use of video:
40 What is your competency level in , I

nlannina the usc of booklets? I
41 What is your competency level in

planning the use of overhead projector? I

42 What is your competency level in
iplanning the use of posters?

43 What is your competency' level in ,

planning the use of folders:
44 What is your competency level in

planning the use of pamphlets:
45 What is your competency level in

Inlannina the use of radios?
46 What is your competency level in i

planninz the use of newspapers') I

47 What is your competency level in
!

implementing the use of flip charts'?
48 What is your competency level in

implementing the use of video?
49 What is your competency level in

implementing the usc of booklets?
50 What is your competency level in

implementing the use of overhead
nroiector?

51 What is your competency level in
implementing the use of posters?

52 What is your competency level in
implementing the use of folders?

53 What is your competency level in
implementing the use of pamphlets?

54 What is your competency level in
implementing the use of radios?
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55 What is your competency level in
imDIementin2 the use of newspapers?
What is your competency level in

56 evaluating the use of flip charts?
57 What is your competency level in

evaluatins the use of video?
58 What is your competency level in

evaluating the use of booklets?
59 What is your competency level in

evaluating the use of overhead
I proiector?

60 What is your competency level in
evaluating the use of posters?

61 What is your competency level in
evaluating the use offolders?

62 What is your competency level in
evaluating the use of pamphlets?

63 What is your competency level in
evaluating the use of radios?

64 What is your competency level in
evaluating the use of newspapers?
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LEVELS OF TRAINING NEEDED IN THE USE OF EXTENSION

TEACHING AIDS.

Use the ratings to indicate your levels of training needed in the following extension

teaching aids. Please tick (~) the one that is appropriate.

(5) Very Much
(4) Much
(3) Some
(2) Little
(I) Very Little

Areas of Extension Teaching aids Levels of Training needed

5 4 3 2 \
65 What is your level of training needed in

I planning the use of flip charts?
66 What is your level oftraining needed in

I planning the use of video?
67 What is your level of training needed in

I planning the use of booklets?
68 What is your level of training needed in

, planning the use of overhead projector?
69 What is your level of training needed in

I planning the use of posters?
70 What is your level of training needed in

planning the use of folders?
7\ What is your level of training needed in

I planning the use of pamphlets?
72 What is your level of training needed in

I planning the use of radios?
73 What is your level of training needed in

planning the use of newspapers?
74 What is your level of training needed in

implementing the use of flip chart?
75 What is your level of training needed in

implementing the use of video?
76 What is your level of training needed in

implementing the use of booklet?
77 What is your leveIof training needed in

implementing the use of overhead
I proiector?

78 What is your level oftraining needed in
implementing the use of posters?

79 What is your level of training needed in
implementing the use offolders?

80 What is your level of training needed in
implementing the use of pamphlets?

8\ What is your level of training needed in
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irnelementinz the use of radios?
82 What is your level of training needed in

implementing the use of newsnaners?
83 What is your level of training needed in

evaluating the use of'flio chart? --
84 What is your level of training needed in

evaluating the use of video?
85 What is your level of training needed in

evaluating the use of booklet?
86 What is your level of training needed in

evaluating the use of overhead proiector?
87 What is your level of training needed in

evaluatinz the use of nosters?
88 What is your level of training needed in

evaluating the use of folders?
89 What is your level of training needed in

evaluating the use of pamphlets ?
90 What is your level of training needed in

evaluating the use of radios?
91 What is your level of training needed in

evaluatina the use of newsoaners?

PART TWO

BACKGROUND INFORMAnON
(I) Please indicate your District

(1)GA (2) AMA (3) TEMA (4) DANGBE EAST

(2) Please indicate your Sex. (I) MALE (2) FEMALE

(3) What is your job title .

(4) Age as at last birthday .

(5) How long have you been in this particular position in your
District? .

(6) Highest educational level
(1) AGRIC COLLEGE (2) UNIVERSITY
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implementing the use of radios?
What is your level of training needed in
implementing the use of newseaeers?
What is your level of training needed in
evaluating the use of flip chart?
What is your level of training needed in
evaluating the use of video?
What is your level of training needed in
evaluating the use of booklet?
What is your level oftraining needed in
evaluating the use of overhead oroiector?
What is your level of training needed in
evaluating the use of posters?
What is your level of training needed in
evaluating the use of folders?
What is your level oftraining needed in
evaluating the use of pamphlets .,
What is your level of training needed in
evaluating the use of radios '7
What is your level of training needed in
evaluating the use of newspapers:
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PART TWO

BACKGROUND INFORMATION:
(I) Please indicate your District

(1) GA (3) TEMA (4) DANG BE EAST

(2) Please indicate your Sex. (I) MALE (2) FEMALE

(3) What is your job title .

(4) Age as at last birthday .

(5) How long have you been in this particular position in your
District? .

(6) Highest educational level
(1) AGRIC COLLEGE (2) UNIVERSITY
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