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The study examined the relationships between selected background characteristics of agricultural extension
field staff (the independent variables) and (a) satisfaction with selected job facets and (b) overall job
satisfaction (the dependent variables). Stepwise multiple regression analysis was used to test the
significance of these relationships, several of which were found to be statistically significant. However,
except for satisfaction with competency, the contributions of such variables to the variances in overall job
satisfaction and satisfaction with the various job facets, were generally low (less than 35%). In the case of
competency, background variables accounted for 84.7% of the variance in satisfaction with this facet. Most of
the variance was accounted for by years of extension experience (33.4%) and percentage time spent on
extension activities (26.2%). The former was positively related, and the latter, negatively related to

satisfaction with competency.

Keywords: Extension education; Job satisfaction

Agriculture and related activities are critical to the
welfare of many developing nations. National agri-
cultural extension systems have a key role to play in
any drive towards increased agricultural production
and productivity since these are the units which
have first line contact with the primary producers,
the farmers. The effectiveness of such systems,
however, depends to a large extent on the field staff
who are responsible for the actual delivery of a wide
range of agricultural and related services to farm
families.

The management of field staff has been identified
as a major problem affecting the performance of
extension organizations in developing countries by a
number of writers (e.g. Jiggins, 1977; Chambers,
1974; Lele, 1975). The areas of job satisfaction and
motivation have been specifically singled out as
causes for concern. For example, Montgomery
(1982) in looking at problems most commonly
encountered in the implementation of rural de-
velopment projects found that “two-thirds of the
generic problems reported by management pertain
to staff morale and management”.

The concept of job satisfaction

Vroom (1964) pointed out that the concepts of job
satisfaction, job attitudes and morale are essentially
similar to one another. He further defined these as
“affective orientations on the part of individuals
toward work roles which they are presently occupy-
ing”. Positive attitudes are equivalent to job satisfac-
tion and negative attitudes, job dissatisfaction.
March and Simon (1958) referred to job satisfaction
as the “motivation to participate”; others refer to it as
“the motivation to attend” (Lawler IlI, 1973) and
“attendance motivation” (Sutermeister, 1976). Thus,
the lower the level of job satisfaction, the less will be
the motivation to participate in the organization’s
activities and the greater the likelihood of job
absenteeism and turnover. In the extension setting,
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job satisfaction has also been linked to the motiva-
tion and performance of field staff.

Study objectives

Seashore and Tabler (1976) identified three groups
of determinants of job satisfaction: (a) the job and
job environment, (b) demographic or background
factors and (c) personal characteristics. This study
looked at the relationships between selected back-
ground factors (e.g. age, experience) — the indepen-
dent variables — and (a) satisfaction with the various
facets of the job and job environment (e.g. salary,
work itself) and (b) overall job satisfaction. The study
attempted to answer the following questions:

(1) Which persons tend to be more/less satisfied
with each of the various job facets selected for
study?

(2) Which persons tend to be more satisfied with
the job and job environment overall?

Dependent variables

The job/job environmental factors (dependent vari-
ables) were as follows: salary and fringe benefits,
promotion, security, image, work itself, accomplish-
ment, competency, supervision and co-workers. A
brief rationale for each of the variables selected for
study is presented below:

Salary and promotion. These two factors have
been cited by a number of writers (Chambers, op.
cit.; Jiggins, op. cit.; Leonard, 1977) as major
problems affecting extension field staff. Specific
concerns regarding salary are its absolute amount
(generally low), the structure of salary scales, and its
perceived inequity compared with what people with
similar training and experience receive in the
surrounding job market. With regard to promotions,
problems centre around the lack of opportunities for
advancement and promotion criteria, which are
often not related to performance.
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Other terms of service. As civil servants, extension
staff usually enjoy a considerable degree of job
security. Leonard (ibid.) pointed out that this may be
perceived as an advantage by some staff. However,
Chambers (op. cit) emphasized that, in terms of
postings, staff may not feel as secure since transfers
can be frequent and sudden. Chambers further
noted that other allowances and benefits such as
housing also constitute causes for concem.

Image. The overall problem here is that many
societies accord low status to agriculture and related
occupations. Problems specific to the image of
extension work and extension workers have also
been cited by some writers. For example, Chambers
(ibid.) pointed to the “widespread belief that field
staff are idle, venal and incompetent”.

Work itself. The work itself can either be a source
of satisfaction or frustration for extension workers.
Workers may enjoy their contacts with farmers and
the opportunity to work outdoors, among other
things. On the other hand, staff are often required to
perform many and varied tasks, resulting in conflict-
ing expectations and demands from the various
relevant groups in the extension system. This can
eventually lead to role conflict and job dissatisfac-
tion.

Accomplishment. Montgomery (op. cit.) pointed
out that staff derive considerable satisfaction when
they feel they are producing beneficial results for
their clientele. Conversely, programmes that are
perceived as not significantly impacting on the
welfare of the farming community are less likely to
give them feelings of accomplishment; consequent-
ly, job dissatisfaction can arise.

Competency. Benor and Harrison (1977) 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.
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
fegl they are not adequately trained to do a good
job.

Supervision. With regard to this job facet, Cham-
bers (op. cit.) noted that the tendency was towards
non-participative authoritarian styles of manage-
ment in many extension organisations in developing
countries. Jiggins (ibid.) emphasized the need for
supervisors to play a more supportive role with
adequate attention to each individual’s work prob-
lems.

Co-workers. Billings (1978) pointed out that in
many work situations the competence, friendliness
and helpfulness of co-workers are important to the
job satisfaction of employees.

Independent variables

The background factors examined were age, years
of extension experience, level of academic educa-
tion, level of formal training in agriculture, rank,
race, percentage time spent on extension education
activities, percentage time spent on non-extension
education activities, and percentage time spent on
activities related to the distribution of State Lands. A
brief rationale for each of the various background
factors selected for study is presented below:

150 Trop. Agric. (Trinidad) Vol 63 No. 2 April 1986

Age. Lawler Il (op. cit.) pointed out that age and
seniority are, generally, positively related to satisfac-
tion. 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 et al. (1957) have explained the
relationship by pointing out that among older
persons there is a concurrent upward trend in
adjustment and satisfaction with life.

Experience. In Trinidad, Thomas (1976) found
that both age and years of extension experience
were strongly correlated in the positive direction
with performance of extension staff. A similar
relationship could be expected to hold for job
satisfaction as well.

Level of academic education. Leonard (op. cit.) in
a study in Kenya found that extension workers with
secondary schooling had lower levels of job satisfac-
tion than those with primary schooling. He attri-
buted this to the limited number of opportunities
available for promotion so that those with higher
qualifications felt more disadvantaged in this situa-
tion.

Formal training in agriculture. The situation here
could be similar to that for level of academic
education — that is, those with higher levels of
training may feel more disadvantaged particularly in
terms of salary, promotions and the like. However,
those with a higher level of formal training are likely
to feel more competent and better able to deal with
their job responsibilities.

Rank. The interest here was in determining the
extent to which overall job satisfaction and satisfac-
tion with the various facets varied with rank.

Race. Rogers and Shoemaker (1971), among
others, have suggested that communication is facili-
tated when the source or sender of a message and
the receiver are homophilous — that is, they are alike
in certain essential characteristics. In terms of racial
composition, the farming community is dominated
by groups of East Indian descent (60%); the other
major racial groups are Africa (28%) and Mixed
(10%) (Thomas, op. cit.). The interest here was in
determining the extent to which racial background
of the extension staff was related to satisfaction with
the job and job facets, particularly to satisfaction
with the work itself.

Nature of job activities. The major responsibilities
of the extension field staff can be classified as
follows: (1) extension education activities such as
training courses, demonstrations, farm tours, etc., (2)
non-extension education activities such as subsidy
inspections, distribution of planting material etc. and
(3) matters related to the distribution of State Lands
for agricultural purposes. Some writers (Henderson,
1970; Chambers, 1976) have pointed out that
certain kinds of activity, such as regulatory activities,
require a style of operation, in this case a disciplin-
ary style, which may impair the extension worker’s
relationship with farmers and adversely affect job
satisfaction. The concern of the study here was,
therefore, to ascertain the extent to which the kinds
of activity carried out by extension staff was related
to their satisfaction with various facets of the job and
job environment.

Methodology

Study population. The study population consisted of



all agricultural extension field staff in the Extension,
Information, and Training Services of the Ministry of
Agriculture, Lands and Food Production in Trinidad.
The ranks of those included ranged from Agricultu-
ral Officer I (County Officer) to Agricultural Exten-
sion Aides.

Research instrument. A Likert-type rating scale was
developed and used for measuring overall job
satisfaction as well as satisfaction with the various
job facets. It consisted of 53 statements to which
respondents were required to indicate whether they
strongly agree, agree, are undecided, disagree, or
strongly disagree with each statement.

Sub-scales were formed by combining scores on
individual items related to a particular job facet. The
overall scale was formed by combining scores on
the various facets. A section with items relating to
the various background factors was also included.
The instrument was pilot tested with eight under-
graduate students in Agriculture at the University of
the West Indies; they all had previous field experi-
ence in agricultural extension. The instrument was
self-administered; anonymous responses were
sought. 141 completed questionnaires, representing
a response rate of 90.9%, were collected.

Data analysis. Stepwise multiple regression analysis
was used to test the significance of relationships
between the independent and dependent variables.
Independent variables that were neither dichoto-
mous nor interval-level, were dummy coded along
the lines suggested by Cohen (1968); the direction
of the relationships could not be ascertained for
these. Variables thus affected were as follows:

(1) Rank: The five ranks — Agricultural Extension
Aide (A.E.A.), Agricultural Assistant I (AA 1),
Agricultural Assistant Il (AA II), Agricultural
Assistant III (AA III), and Agricultural Officer |
(AO 1) were represented by four dummy
variables, D1 to D4.

(2) Race: The three categories of race (East
Indian, African, and other) were represented
by two dummy variables, D5 and D6.

(3) Formal training in agriculture: The three
categories (no ECIAF, ECIAF, and B.Sc.)
were represented by two dummy variables,
D7 and D8. The “no ECIAF” category in-
cludes persons without a Diploma from the
Eastern Caribbean Institute of Agriculture and
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Forestry (ECIAF) or its equivalent; “ECIAF”

includes those with Diploma. The “B.Sc.”

category includes all those with at least a

Bachelor’s degree in Agriculture.
Interval-level variables were: age, years of extension
experience, and percentage time spent on extension
education/non-extension education/lands activities.
Level of academic education was dichotomous —
less that five Ordinary Level GCE passes and five or
more.

Results

Accomplishment. This sub-scale included items
relating to the extent to which respondents obtained
feelings of accomplishment from their jobs. Table 1
reports on the results of the regression of Accom-
plishment on the independent variables. The total
variance accounted for by the independent variables
was low (23.9%). The individual contributions of
each of the significant variables also was quite low;
the highest was experience (3.7%).

Image. The items in this sub-scale related to the
extent to which respondents perceived their jobs as
having a positive or negative image. None of the
relationships was significant.

Work itself. The items in this sub-scale related to the
extent to which various aspects of the work itself
were perceived by respondents as interesting, chal-
lenging and satisfying. Table 2 reports on the results
of the regression of Work Itself with the independent
variables.

The total variance accounted for by the indepen-
dent variables was 33%. With regard to individual
contributions of the significant variables, rank contri-
buted the highest amount 10.2%; the contribution
of the others ranged from 5.3% to 1.1%.

Co-workers. The items in this sub-scale related to
thé extent to which respondents were satisfied with
relationships with their co-workers. None of the
relationships was significant.

Salary and Fringe Benefits. The items in this
sub-scale related to the extent to which respondents
were satisfied with various aspects relating to salary
and fringe benefits such as leave arrangements and

Table 1 Regression of accomplishment with all independent variables

Variable Mult-R R? Change A Overall F P
D1 (A.E.A) 0.111 0.012 0.012 0.111 1.358 0.254
D2 (AA 1) 0.169 0.028 0.016 0.112

D3 (AA II) 0.176 0.031 0.003 0.009

D4 (AA]) 0.222 0.049 0.018 -0.078

D5 (East Indian) 0.227 0.052 0.003 0.040 0.959 0.457
D6 (African) 0.230 0.053 0.001 —-0.036

D7 (no ECIAF) 0.234 0.055 0.002 0.114 0.889 0.529
D8 (ECIAF) 0.256 0.066" 0.011 0.001

Extension 0.367 0.135 0.069 0.203 1.727 0.092
Age 0.412 0.170 0.036 0.210 2.030 0.038*
Education 0.438 0.192 0.022 —-0.079 2.119 0.026*
Experience 0.478 0.229 0.037 0.153 2.400 0.009**
Lands 0.482 0.232 0.003 —-0.242 2.232 0.013*
Non-extension 0.489 0.239 0.007 0.070 2.133 0.016*

2 Values under this column represent bivariate correlation coefficients

*P < 0.05 **P<0.01
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Table 2 Regression of work itself with all independent variables

Variable Mult-R R? Change s Overall F P
D1 (AEA) 0.228 0.052 0.052 0.228 2951 0.023*
D4 (AA 11I) 0.240 0.058 0.006 0.045
D3 (AA 1I) 0.252 0.064 0.006 0.017

. D2 (AA]) 0.318 0.101 0.038 -0.118
D5 (East Indian) 0.326 0.106 0.005 -0.102 2.323 0.038*
D6 (African) 0.345 0.119 0.013 0.059
D7 (no ECIAF) 0.388 0.151 0.032 0.167 2,613 0.012*
D8 (ECIAF) 0.414 0.171 0.021 —0.031
Non-extension 0.472 0.223 0.051 -0.124 3.187 0.002**
Lands 0.501 0.251 0.028 0.020 3.313 0.001**
Extension 0.532 0.283 0.033 0.096 3.522 0.000**
Age ‘ 0.542 0.294 0.011 0.175 3.368 0.000**
Experience 0.564 0.318 0.024 0.083 3.446 0.000**
Education 0.576 0.331 0.013 -0.167 3.364 0.000**

@ Values under this column represent bivariate correlation coefficients

*P < 0.05 **P<0.01

allowances. None of the relationships was signifi-
cant.

Promotion. The items in this sub-scale related to the
extent to which respondents were satisfied with
promotional opportunities in the job as well as the
basis for promotions. Table 3 reports on the results
of the regression of Promotion with the independent
variables.

The total variance accounted for by the indepen-
dent variables was 24.2%. With regard to the
individual contributions of the significant variables,

three were generally quite low, except in the case of
rank (10.4%).

Security. The items in this sub-scale related to the
extent to which respondents were satisfied with job
security. None of the relationships was significant.

Competency. The items on the competency sub-
scale related to the extent to which respondents
perceived themselves as adequately trained and
competent to do a good job. Table 4 reports on the
results of the regression of Competency with the
independent variables.

The findings indicate that quite a high proportion
of the total variance (84.8%) could be accounted for
by the independent variables. In terms of individual
contributions, years of extension experience
(33.4%) and percentage time on extension activities

(26.2%) contributed heavily to the variance in
satisfaction with the competency job facet.

Supervision. The items in the supervision sub-scale
related to the extent to which respondents were
satisfied with various aspects related to supervision.
The regression of Supervision with the independent
variables revealed a significant positive relationship
(P < 0.05) between supervision and age. The
indix//idual contribution of the age variable was
9.5%.

Overall job satisfaction. Table 5 reports on the
regression of Overall job satisfaction with the
independent variables. Independent wvariables
accounted for 34.7% of the variance in overall job
satisfaction with rank (11%) contributing the highest
individual amount.

Summary of significant findings. Table 6 is a
summary of the significant relationships between the
various dependent and independent variables in the
study.

Discussion and implications

The study was expected to identify what patterns
exist among extension field staff regarding their
levels of satisfaction with the job overall and with

Table 3 Regression of promotion with all independent variables

Variable Mult-R R? Change r Overall F P
D1 (AEA) 0.283 0.080 0.080 0.283 3.048 0.020*
D4 (AA 1) 0.304 0.093 0.013 0.076

D3 (AA 1) 0.305 0.093 0.000 -0.080

D2 (AA]) 0.323 0.104 0.011 -0.149

D5 (East Indian) 0.349 0.122 0.018 -0.171 2.429 0.031*
D6 (African) 0.352 0.214 0.002 0.150

D7 (no ECIAF) 0.376 0.142 0.018 0.194 2.130 0.040*
D8 (ECIAF) 0.380 0.144 0.003 -0.136 ‘
Non-extension 0.425 0.181 . 0.037 -0.105 2.456 0.014
Experience 0.431 0.186 0.005 0.053 2.252 0.020*
Lands 0.433 0.187 0.002 0.142 2.055 0.031
Extension 0.448 0.201 0.014 -0.036 2.035 0.029
Education 0.458 0.210 0.009 -0.217 1.965 0.032*
Age 0.491 0.242 0.031 0.084 2.161 0.015*

?Values under this column represent bivariate correlation coefficients

*P < 0.05
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Overall F

Variable Mult-R R? Change r" P
D1 (AEA) 0.082 0.007 0.007 —0.082 1.506 0.206
D4 (AA TI)) 0.091 0.008 0.002 0.050
D3 (AA ) 0.141 0.020 0.011 0.116
D2 (AA]) 0.233 0.054 0.034 0.048
D5 (East Indian) 0.235 0.055 0.001 0.042 1.008 0.424
D6 (African) 0.236 0.055 0.000 —0.044
D7 (no ECIAF) 0.240 0.058 0.002 —0.025 0.929 0.496
D8 (ECIAF) 0.262 0.069 0.011 0.171
Age 0.403 0.162 0.094 0.252 2.153 0.032*
Education 0.447 0.200 0.037 0.028 2.469 0.011*
Lands 0.478 0.229 0.029 0.150 2.641 0.005**
Non-extension 0.502 0.252 0.024 0.017 2.725 0.003**
Extension 0.717 0.514 0.262 —0.159 7.807 0.000**
Experience 0.921 0.848 0.334 0.217 37.884 0.000**
2 Yalues under this column represent bivariate correlation coefficients
* P < 0.05; * P< 0.01
Table 5 Regression of overall job satisfaction with all independent variables
Variable Mult-R R? Change I Overall F P
D1 (AEA) 0.298 0.089 0.089 0.298 3.243 0.015*%
D4 (AA 1T)) 0.303 0.092 0.003 0.021
D3 (AA 1I) 0.307 0.094 0.002 —0.026
D2 (AA]) 0.332 0.110 0.016 -0.163
D5 (East Indian) 0.352 0.124 0.014 -0.159 2.656 0.020*
D6 (African) 0.366 0.134 0.010 0.117
D7 (no ECIAF) 0.385 0.148 0.014 0.230 2.453 0.018*
D8 (ECIAF) 0.403 0.163 0.015 -0.131
Non-extension 0.444 0.197 0.034 -0.094 2.726 0.007**
Age 0.460 0.212 0.015 0.204 2.662 0.006**
Experience 0.499 0.249 0.037 0.061 2.959 0.002**
Education 0.547 0.300 0.050 —0.229 3.459 0.000**
Extension 0.548 0.300 0.000 —0.009 3.165 0.001**
Lands 0.589 0.347 0.047 0.093 3.609 0.000**
2 Values under this column represent bivariate correlation coefficients
*P <005 *P<0.01
Table 6 Summary of significant relationships between dependent and independent variables
Independent Variables
Dependent Agricultural Non-
Variables Age Experience Education training Rank Race Lands Extension extension
Accomplishment  + + = - +
Image
Work itself + + = Sig. Sig. Sig. + + -
Co-workers
Salary and
fringe benefits
Promotion + = Sig. Sig. Sig.
Security
Competency + + + + - -
Supervision
Overall
satisfaction + + - Sig. Sig. Sig. “+ — —

Note: + indicates a significant positive relationship was found
— indicates a significant negative relationship was found
Sig. indicates a significant relationship. The independent variable in this case was dummy coded and thus the
direction of the relationship could not be determined .

various aspects of their jobs. Such information
would assist extension management to pinpoint
which specific groups of persons (e.g. younger, less
experienced) should be targeted in any effort to
increase job satisfaction and motivation of the staff.

Although several relationships among the inde-
pendent and dependent variables were found to be
statistically significant, the individual as well as total
contributions of the former to the variances in

overall job satisfaction and satisfaction with the
various facets were low, except in the case of
competency. This suggests that in improving job
satisfaction, it will not be worthwhile to focus a great
deal of attention on the background characteristics
of the field staff. As a matter of interest, though, it
should be noted that the study findings are generally
consistent with previous research already discussed,
particularly for age and experience.
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With regard to competency, background variables
accounted for quite a high proportion of the
variance (84.7%) in satisfaction with this job facet.
Those accounting for most of the variance were
experience (33.4%) and percentage time spent on
extension activities (26.2%).

In the case of experience, the relationship is what
would normally be expected — the more the
experience the greater the perceived competency.
However, the fact that the relationship was highly
significant (P < 0.01) and that it explained quite a
large proportion of the variance suggests, perhaps,
that experience plays too large a role in satisfaction
with this job facet. Thus, a greater role for pre-
service and other types of training is indicated;
experience will then become a less important factor
related to satisfaction with competency.

The relationship between satisfaction with com-
petency and percentage time spent on extension
education activities was negative, indicating that the
greater the time spent on such activities the less did
staff feel adequately prepared and sufficiently com-
petent to do a good job. On the other hand, the
greater the time spent on non-educational activities,
which are generally more routine and structured, the
more competent they felt to deal with such responsi-
bilities.

Extension staff are regarded as “generalists” and
are thus expected to be knowledgeable in a broad
range of subject matter. This, however, is a difficult
expectation to fulfill in any circumstance. Pre-
service training at both the para-professional (sub-
university) and professional (university) levels are
general in nature. It seems, therefore, that the best
way to handle the situation at this time is to provide
appropriate in-service training and adequate back-
up support such as opportunities to consult with
resource personnel, adequate reference and instruc-
tional material and so forth. Of course, good
extension programming will also help since the
competence of staff can then be upgraded in line
with priorities established by the programmes.
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