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ABSTRACT 
 

TheresearchwasconductedintheNalgondadistrictofTelanganastate.120AgriculturalExtensi

on Officerswere selected for the study from the different Mandals of Nalgonda district. 

Thedata wascollectedregarding the profile and jobcompetence levels of agricultural extension 

officers.The research used two types of rating techniques in rating the job competence level of 

agricultureextensionofficerswereSelf-ratingandSuperiorrating.Theresultsofthestudyrevealed 

thattheagriculturalextension officersthemselvesrated 55.84 per centof agricultural extension 

officershadamediumlevelofjobcompetenceandsuperiorsrated57.50percentagriculturalextension

officershadmediumleveljobcompetence.Thefindingofoveralljobcompetenceofagriculturalextens

ionofficersindicatedthat65percentofagriculturalextensionofficershadamediumlevelofjobcompet

ence.AccordingtotheSelf-ratingagriculturewerehadmorecompetentin Communicative ability, 

Initiative, Empathy and Technical knowledge dimensions withthe mean 

indexofandincaseofsuperiorratingagricultureextensionofficersaremorecompetentinInitiative,Co

mmunicative ability, Empathy, Judgement dimension with the mean index. The study focus on 

thejobcompetencelevelsandvariousCompetencedimensionsandtherelationshipofindependentvar

iableswithjobcompetence. 
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INTRODUCTION: 
Human resource management plays an important role in preparing Agricultural Extension 

Officers 

tomeettherapidchangesinruralsituationsanddevelopingtheperformanceoftheAgriculturalExtensi

onOfficersworking.TheAgriculturalDepartmentneedsaskilledAgriculturalExtensionPersonnel 

who is capable of handling all the activities of agriculture in rural areas. The 

AgriculturalUniversities are the one which is responsible for preparing the skilled human 

resources viz SubjectMatterSpecialists,Scientists,andExtensionOfficers. 

 

The major role of the AEOs is the dissemination of new technology or recommended practices 

to thefarmers. teaching and demonstrating skills and practices to the farmers, motivating the 

farmers to adoptrecommended practices, to bring the farmer's production problems to the 

attention of the 



 

 

agriculturalresearchstation.Ahighlevelofcompetenceisanimportantskillandqualityrequiredbygo

odExtensionPersonnel toperform theirjobmoreefficiently. 

 

Job competence is defined as the ability of the person to complete the given task or 

assigned duties of job  and it is 

anintegralpartofhumanresourcemanagement.ToimproveAgriculturalExtensionOfficers'jobcomp

etence, it is necessary to understand their levels of job competence to identify the factors 

thatcontributetoenhancingtheirjobcompetence for their effective performance of their assigned 

duties . 

Competencies are one of the most effective tools and approaches that organisations can 

use to place employees in the appropriate position within the organisation. The competencies 

are more concerned with the performance of employees and organisations. Once the workers 

are in the proper position, the organisation has the opportunity to plan for future career 

development. When competencies are clearly defined, workers become more effective and job 

timeliness is reduced. Agricultural extension workers are individuals who are in charge of 

achieving the goals of the extension system.the main goal of identifying competencies is to 

clarify the essential behavioural standards and specific tasks required by employees, as well as 

to determine the extent to which these standards are met by the employees. 

In the agricultural department, the job competence of agricultural extension officers is 

evaluated to primarily to meet organizational goals such as promotions, transfers, and 

determining training needs. It is extremely difficult for employees to improve their level of 

competence unless they are well informed about their competence levels and their strong and 

weak points(Mishra,2005). 

           The agricultural extension officers aregrass root level workers in the agriculture 

department who directly works with farmers. The primary role of agricultural extension officers 

is to make the farmers in taking better decisions infarming and transfer the technologies so that 

agricultural extension officers should have more competent skills in making the farmer's life 

better. 

 

METHODOLOGY 
 

The study was conducted in the Nalgonda district of Telangana state. the Nalgonda district is 

dividedinto three revenue divisions namely Nalgonda, Miryalguda, Devarkonda which consists 



 

 

of 31 

Mandal.The120agriculturalextensionofficerswereselectedfromalltheMandalofNalgondadistrict

whowereworkingintheagriculturedepartment 

randomly.Thedatawascollectedregardingjobcompetenceofagricultural extension officers with 

the help of scale developed by Reddy (1990) with the slight modification which contains 10 

dimensions were taken in 5-point continuum scale as a great deal, fairly much, to some degree 

comparatively little and not at all with scores of 4,3,2,1,and 0 respectively according to study 

his used in evaluating the jobcompetenceofagriculturalextensionofficers.To analysethe overall 

job competence levels of the agricultural extension officers two types 

ofratingtechniqueswereusedoneisself-ratingtechniques which means rating provided by 

agricultural extension officers themselves and superiorrating Techniques which means rating 

taken by superiors of agricultural extension officers. The 

overalljobcompetencelevelofagricultureextensionofficerswasfoundoutbasedonthefollowingfor

mula:- 

OverallJobCompetence 

 

 𝐎𝐉𝐂 = (Self-ratingscoreofrespondent+ Superiorratingscoreofrespondent)/2 

 

The overall job competence was taken to know the exact competence levels of the respondents 

and to remove the biases from the respondent's side. 

TheAgriculturalExtensionOfficerswerecategorizedseparately 

basedonthemeanandstandarddeviationofthescoresofSelf-

rating,Superiorratingandoveralljobcompetenceintolow,medium,High. 

The statistical tools used in the study were mean and standard deviation were used in the 

categorisationof the respondents, Mean index is used in the ranking of job competence 

dimensions. Co-efficient of correlation was adopted to find out the relationshipof selected 

independentvariableswith the job competence levels of  agricultural extension office 

ResultsAndDiscussion 

 

Figure 1 indicates that Agriculture Extension Officers are categorized into low, medium, high 

competencelevels.It was observed that 16.66 per cent, 20 per cent and 27.50 were categorized 

into lowlevelofjobcompetenceaccordingtotheSelf-



 

 

rating,Superiorratingandoveralljobcompetencerespectively 

  The medium level of job competence was observed with percentage of respondents are 55.84 

per cent, 65 per cent, 57.50 per cent were categorizedaccording to the Self-rating, Superior 

rating and overall job competence respectively. 

 The high levelof competence of respondents are 27.5 per cent, 15 per cent, 15 per cent were 

categorized according to the Self rating,Superiorratingandoveralljobcompetencerespectively. 

The results were supported by Kusumalatha, D. V.and Gowda, N. S. S. (2020). 

It was  concluded that the majority of the agricultural extension officers had a medium level of 

job competence  this might be due to the lack more experience as agricultural extension 

officers as they were recently recruited and lack of time to improve their skills due to the busy 

with the other department works. 

 

Dimensionwiseanalysis 

 

The data is shown in Table.1. indicates the mean index of self-rating and superior rating 

obtained 

byAgriculturalExtensionOfficerswithrespecttothedifferentdimensionsofjobcompetence. 

The communicative ability and initiative were determined highest mean score index in case 

of self-rating and reverse in case of superior rating which was followed by empathy, technical 

knowledge,guidance, adaptability, judgement, mental ability, creativity, self -development 
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Fig.1 DistributionofAgriculturalExtensionofficersaccordingto 

theself-rating,Superiorratingandoveralljobcompetence 
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respectively in the case ofself-

rating.whileempathy,judgement,guidance,technicalknowledge,creativity,mentalability,adaptabi

lity,andself-developmentrespectivelyincaseofsuperiorrating. 

It was concluded that communicative ability and initiative were found to be dominant in case 

of self-rating and superiors rating this might be due to the posting of Agricultural Extension 

Officers in nativeplace as they were familiar with the local language andtake theinitiative in 

coordinating thefarmersin organizingthemeetingsandimplementationofschemeseasily.The  

trend was observed by Debnath et al. (2014). 

The self-development and creativity have the least mean score index in the case of self-rating 

thismight be due to the Agricultural Extension Officers are not getting sufficient time to 

increase theircapabilities in doing their duties efficiently and effectively due to the increasing 

work pressure anddocumentary workand lackof propertrainingprogrammes. 

The self-development and adaptability had a least mean score index in case of superior 

rating thismight be due to work pressure on Agricultural Extension Officers which hinder them 

to less time fortheir self-development. and due to lack of high experience in the job. The 

Agricultural ExtensionOfficers were not fully adapted to the field situation in giving 

information to the field problems. Fromthe results, we can conclude that still there is a need to 

improve the Agricultural Extension Officers toadapttothe fieldsituationsandself-development. 

Table1.Dimensions-wiseanalysisofjobcompetence 
 

 

 

 

Sl. 

 

No. 

 

 

 

Dimensionofjobcompe

tence 

Self-rating(AEO) Superior-rating(MAO) 

Mean

index 

Rank Meanind

ex 

Rank 

1 Technicalknowledge 82.53 4 76.49 6 

2 Guidance 81.18 5 76.66 5 

3 CommunicativeAbilit

y 

87.56 1 79.89 2 

4 Adaptability 80.59 6 73.40 9 

5 Self-Development 76.28 10 68.09 10 



 

 

6 Creativity 78.75 9 76.25 7 

7 Empathy 83.57 3 78.75 3 

8 MentalAbility 78.75 8 75.83 8 

9 Initiative 86.73 2 83.22 1 

10 Judgement 80.76 7 77.25 4 

Relationanalysis 

 

Table2indicatesthatTheAge,Education,Jobexperience,Trainingreceived,Achievementmotivatio

n,JobcommitmentandMassmediaexposureofAgriculturalExtensionOfficershadapositive and 

highly significant relationship with their job competence and health and level of aspiration had 

a positive andnon-significantrelationship. Job stress had negative and significant relation. 

 

RelationshipbetweenSocio-personalvariableswithjobcompetence 

 

The positive andsignificantrelationship of TheAge, Education, Job experience, 

Trainingreceived with the job competence may be due following probable reasons due to 

increase in the age 

oftheAgriculturalExtensionOfficersprovidesmanyopportunitiestodeveloptheirknowledgeandpra

ctical skills by learning by doing to deliver their duties efficiently and effectively. The 

AgriculturalExtensionOfficerswhohadmoreeducationalqualificationshadthebettertechnicalkno

wledge,conceptualknowledge,practicalknowledge,andunderstandingofvariousdifficultsituations

inperformingtheduties.HavingmorejobexperienceforAgriculturalExtensionOfficershelpsthemto

be more familiar with the duties andresponsibilities assigned by the department ofagriculture 

andrelate their experience in handling present difficult situations which in turn helps in 

delivering their dutiesefficiently. The Agricultural Extension Officers who had undergone 

more training had sharpened 

theirskills,gainedmorepracticalknowledge,andfilledtheAgriculturalExtensionOfficerswiththeex

pertisethatareneededtofulfilltherolesofagriculturalextensionofficerjobs.the relationship of age 

and experience with the job competence the similar results  were observed by the Nwaogu and 

Abiodum(2018). 

 

ThehealthofAgriculturalExtension Officershada positive andnon-



 

 

significantrelationshipwiththeir job competence this might be due to the there are other various 

factors of organisation apart fromthehealthwhichaffectsthejobcompetenceskilloftheindividual. 

the trend was observed by the Jayasingh, D. K. (2019). 

 

Relationshipbetweenpsychologicalvariableswithjobcompetence 

 

Thetable2 shows 

thatTheachievementmotivationandjobcommitmentofAgriculturalExtensionOfficershadapo

sitiveandhighlysignificantrelationshipwiththejobcompetencemightbeduetotheAgriculturalE

xtensionOfficerswhohadhighlevelsofAchievementMotivationtryinghardtofind out howand 

howthe 

desiredthingscanbeachievedandtherespondentswhohadcommittedtohisjobwhichkeepshime

nergeticindeliveringhisdutiesandingainingthecompetentskilltodischargehisdutiesefficiently

andeffectivelyThispromoteshighjobcompetenceskills. These trends were observed by the 

Vijay babu(2005), Raut(2006) and Begate(2009). 

 

ThejobstressofAgriculturalExtensionOfficeshadanegativeandsignificantrelationship

withtheirjob competence. This indicates that when Agricultural extension officers have 

high work pressure it gives them less time to 

improvetheirknowledgeandskillwhichinturnwillshowtheeffect ontheirjobcompetency. The 

similar observation were founded by the Ferguson et al.(2012). 

ThelevelofaspirationofAgriculturalExtensionOfficershadapositiveandnon-

significantrelationship with the job competence may be due high level of aspiration of 

Agricultural Extension Officerswerenotmatchedwithcompetencelevelsofthem. 

 

4.4.1.3Relationshipbetweencommunicationvariableswithjobcompetence 

 

The table 2 indicates that mass media exposure of Agricultural Extension Officers 

had a positive andsignificant relationship with job competence It can be concluded that mass 

media exposure exists a positive 

andsignificantrelationshipwithjobcompetence.ThismaybeduetotheAgriculturalExtensionOf

ficerswhohavehigh mass media exposure obtaining more information and developing 

particular problem-solving skills, whichleadstoincreasedcompetency levelsto delivery their 



 

 

services to farmers. 

 

Table2.Relationshipbetweenindependentvariableswithjobcompetence 

 

*Correlationissignificantatthe0.05level 

 

**Correlationissignificantatthe0.01level 

 

CONCLUSION 

 

The study revealed that the Agricultural Extension Officers had a medium level of overall job 

competence may be due to the lack of high experience and training. Based on the above results 

increasing training periods will enable the extension personnel to make aware and trained in 

modern agricultural information.Dimension of job competence 

indicatesthatagriculturalextensionofficershadgoodcompetentskillsincommunicationskillsandini

tiativeskills due to this posting the agricultural extension officers in the country should be 

posted  their native place will increase the rapport with the farmers and for effective 

communication in their native language to make farmers more benefited and transfer 

technologies.Theagriculturalextensionofficerswereleastcompetentintheirself-developmentso 

agricultural department should provide sufficient time and restrict them to their assigned duties 

of agricultureto perform their duties effectively. 

 

Sr. 

No 

 

Characteristics 
Coefficients ofcorrelation‘r’ 

A Socio-personalvariables  

1. Age 0.317** 

2. Education 0.286** 

3. Jobexperience 0.261** 

4. Trainingreceived 0.465** 

5. Health 0.082 

B Psychologicalvariables  

6. Jobstress -0.229* 

7. Levelofaspiration 0.123 

8. Achievementmotivation 0.423** 

9. Jobcommitment 0.281** 

C Communicationvariables  

10. Massmediaexposure 0.263** 
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