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ABSTRACT

This study was undertaken to find out the attitudes of extension workers to
the training and visit (T&V) extension system as a complimentary step to
specify if this extension approach is on course in Nigeria. Results obtained
indicate that about 10.8, 65.8 and 23.3% of the extension personnel in Benue
and Plateau states hold poor, moderately favourable and high favourable
attitudes to T&V system respectively. Although the mean attitude scores for
the various levels of extension staff were not found to be significantly different
at 5 percent level of probability, the mean score for the project headquarters
staff (106.25) was highest while that of the zonal extension officers (79.0) was
lowest. In order to make the attitudes of extension workers more affirmative,
the paper recommended, infer afia, staff motivation, minimizing political and
administrative interference in staff work and a reasonable reduction in the
work load of extension staff.
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INTRODUCTION

Attitude, as a psychological construct, has acquired diverse meanings.
Traditional definition of attitude contains a slightly conception of its meaning.
Definitions such as Eagly and Himmelfard (1978) and Fishhein and Ajzen
(1975) view attitude as a mental and neutral state of readiness, organized
through the experience exerting a directive or dynamic influence upon the
individual's response to all objects and situations with which it is related.
According to Kerlinger (1973), attitude is an organized predisposition, to think,
feel, perceive and behave forward a referent and cognitive object.
Conceptualized as the degrees of positive and negative affect associated with



a particular psychological object (Triandis, 1971), attitude is viewed as
obstacle to change thereby becoming legitimate target of change efforts.

According to Uwakah (1981) the relationship between attitudes and
social action has been a major area of interest and the focus of a
considerable amount of research by scholars in various disciplines. It is
generally agreed that the direction and outcome of social action is determined
more than anything else by the actor’s set of beliefs and disbeliefs (Reeder,
1972) and Rogers, 1971). Based on this theory, an agency will succeed in
achieving its declared objectives only to the extent its personnel behave in
accordance with the norms, goals and set policies of the agency and when
the members have developed in themselves democratic philosophy (attitudes,
values and beliefs) which reflect a concern for the development of the people.
Specifically, it can be stated that the relative success of an extension service
can be determined by assessing, in part, the attitude, which the extension
personnel hold toward their work.

Agricultural extension in Nigeria received boost in 1986 when the
Training and Visit (T&V) system was introduced through the use of loans
secured from the World Bank. The purpose of the introduction of this
extension model was to remedy the weaknesses inherent in the previous
approaches by rendering research relevant to the small farmers and by
formulating the results so that they are perceived to be relevant and can
readily be put into practice.

Unfortunately, it would appear that the elegy on T&V system is being
song around the world. Both the fastidious and the compassionate evaluators
have been vehement in their denunciation of this extension approach
(Jaiswal, 1983; Moris 1983, Singh, 1983; Howell 1984; Moor, 1984; Gentil,
1989; Belloncle 1989; and Roberts, 1989). Oakley (1991) posited that with
the advent of T&V system, efforts at promoting participation in extension have
taken a major set backward and that T&V system is conspicuous for its lack
of meaningful farmer participation.

Several studies carried out in India reveal staff differential attitudinal
disposition to T&V system. Perumal and Menon (1986) reported that village



extension workers were satisfied with the introduction of T&V in Madurai
district as they hold favourable attitude to this extension approach. According
to Hardhan and Reddy (1986), agricultural extension workers hold medium or
less favourable attitude toward T&V system. Rao and Reddy (1986} reported
that maijority of extension personnel hold moderately favourable attitude
toward T&V system. Working in Sriramsagar Command Area Development
Project where the intensified agricultural extension project (T&V) has been in
operation since 1974, Rao and Reddy (986) found that majority (80%) of
village extension officers hold favourable to highly favourabie attitude to T&V
system with 18% and 21% holding unfavourable and neutral attitude,
respectively.

In Nigeria, Uwakah (1981) reported that extension staff had a
moderately favourable attitude toward their vocation with 90% of the
respondents indicating that extension was an interesting and challenging job,
which offered them the opportunity to use their knowledge and skills.
Asiabiaka (1991) studied women extension agents attitude towards their job
and found that they strongly disagreed with the statement that women
extension agents should be confined to home economics.

This investigation was specifically undertaken to assess the attitude of
extension personnel to the training and visit extension system. Workers
attitude to work is of great concemn to policy makers in Nigeria, as it may help
to point at problem areas that affect job performance.

METHODOLOGY
Forty attitudinal statements about T&V system were prepared and edited in
accordance with the informal criteria suggested by Edward (1957). Half of the
statements were stated positively and the other half, negatively. The
arrangement of the statements was done randomly in order to minimize
possible response set. '
Two methods were adopted in pretesting this instrument. Firstly, five
judges were requested to scrutinize each statement and indicate if agreement
implies a positive or negative attitude towards T&V. It was decided that any



statement with less than 80 percent concordance with regards to its direction
will be rejected. From this initial procedure, ten items were discarded.
Secondly, forty farmers were asked to respond to each statement on a five-
point Likert type scale of strongly agree (SA), agree (A), undecided (U),
disagree (D) and strongly disagree (SD). Scores of 5, 4, 3,2 and 1 were
assigned to the five positions for positive statements while the scores were
reversed for negative statements. The critical ratios of each of the thirty-two
statements were calculated. Ciritical ratio measures the extent to which a
given statement differentiates between high and low groups of the
respondents. Twenty-five percent of the respondents with the highest scores
and twenty-five percent of the respondents with the lowest scores comprised
the high and low groups. Applying this second procedure, five statements
whose t-values (ratios) were less than 1.75 were again rejected while twenty-
five statements were retained. This implies that respondents will have
attitude scores ranging from 25 (minimum score) to 125 maximum score for
the 25 items involved.

In the final administration of this instrument a total of 141 extension
personnel were selected using stratified sampling technique. The strata are
in conformity with the operational delineation of the project area into project
Headquarters, Zones, Areas, Blocks, and Circles. From each of these strata,
8 headquarter staff, 21 zonal officers (14 zonal extension officers and 7 zonal
subject matter specialists), 7 area extension officers, 21 block extension
officers and 84 village extension agents were randomly taken. After
scrutinizing the instruments returned only 120 were found to be useable
giving a response ratio of 85.11 percent.

The data were machine edited and analysed using SAS sofiware.
Both descriptive and inferential statistics were employed in the study.
Descriptive statistics were mainly frequency counts and percentages while
analysis of variance (ANOVA) was the inferential statistics adopted.



RESULTS AND DISCUSSION
Table 1 shows the responses of farmers to the specific items in the attitude
scale. Generally, extension personnel tend to agree with a number of both
the positive and the negative statements. With a mean score of 4.6 extension
staff strongly agree with the statement that it is absolutely desirable to visit
farmers on fortnightly schedule. They also agreed that it is appalling that
village extension agents do not have offices (mean =2.5). The extension
staff, however, disagreed with the statement that extension provides no future
for most of its staff (mean = 3.6) as well as the statement which specifies that
there isn’t much one can be proud of in extension (mean =3.5). Extension
- staff tended to have maintained a position of neutrality on the statements
which specified that supervisory staff expect too much from their subordinates
(mean =3.1) and visits by non-ADP agencies are helpful in resolving field
problems (mean =3.1).

It is interesting to note that there is agreement among extension
personnel that there is poor coordination between extension and input supply
agencies (mean =2.1). These findings may suggest, a priori, that extension
personnel have favourable attitude to extension T&V system. The findings
also point to the fact that certain aspects of the T&V system would have to be
seriously re-examined for greater impact. The issues of non-availability of
offices for frontline extension agents, poor coordination between extension
and input agencies, political-cum-administrative interference with selection of
contact farmers as well as cell and block headquarters which is probably why
there is neutrality with the statement that most contact farmers are easy to
work with (mean =3.4). Also to be critically re-examined is the workload of
extension staff as extension agreed with the statement that with T&V, their
workload has increased (mean =4.0). There is agreement among extension
workers that hard work by staff is not recognized as a parameter for
promotion and advancement. This position may serve as a discentive to
hardworking staff and is capable of weakening an extension service.
Hardworking staff should therefore be appropriately rewarded.
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The data presented in Table 2 indicate that taking the states together,
about 10.8, 65.8 and 23.3% of the respondents hold unfavourable/poor,
moderately favourable and high favourable attitudes to T&YV system.
Disaggregated majority (81.3%) of extension staff in Benue State hold
moderately favourable attitudes to T&V system while about 6.3 and 12.5%
have poor and high favourable attitude to this extension model, respectively.
In the case of Plateau State, about 13.9, 55.6 and 30.6% of extension
workers hold poor, moderately favourable and high favourable attitude,
respectively. On comparative basis, a much higher proportion of staff cluster
in the high favourable attitude in Plateau State (30.6%) than in Benue State
(12.5%). This differential attitudinal disposition could be explained by the fact
that T&V was first pilot tested in Plateau State before it spread to Benue State
in subsequent years.

Analysis of variance (ANOVA) carried out to compare a mean attitude
scores of the various categories of staff gave an F-ratio of 1.61 which was not
significant at 0.05 level of probability (Table 3). Nevertheless, the mean score
for the project headquarters staff (106.25) was highest while that of zonal
extension officers (79.00) was the lowest. The block extension supervisors,
village extension agents, area extension officers and subject matter
specialists had mean scores of 92.50, 85.88, 83.86 and 82.17, respectively.
While it is impressive that these mean scores are higher than the overall
mean (75.0), it is worrisome that zonal extension officers who have the overall
leadership and responsibility for the effective implementation and coordination
of extension at all levels in the zones should have the lowest attitude score.
The same is true for the subject matter specialists who are expected to play
crucial role in the T&V system by training field level staff on production
recommendations on fortnightly basis. If this unwholesome problem is not
quickly put under control, the situation could well mar and frustrate effective
implementation of the T&V system in these states.



CONCLUSION AND RECOMMENDATIONS

Majority of extension personnel hold moderately favourable attitude to T&V
system. On a comparative basis, high proportion of extension staff cluster in
the high favourable attitude in Plateau than in Benue state. Although, not
primarily an evaluative study, to the extent that exiension personnel agraed
with the statement that training of extension workers is now of better quality
than under the previous extension systems, local appropriateness of
production recommendations has greatly improved under T&V system, each
day of field work is full of excitement and new challenges but disagreed with
the statement that field supervision has not in any way improved, it can be
deduced with relative tentativeness that T&V is truly on course in Nigeria.
However, several aspects need explicit attention, not only to make the
attitudes of the extension personnel more affirmative to T&V system, but also
to improve effectiveness and impact of this extension approach. These
include:

(1) sufficient motivation of all cadres of extension staff, notably, the zonal
extension officers and the subject matter specialists;

(2) better and improved coordination between extension and input supply
agencies; i

(3) minimizing political and administrative interference in the selection of
contact farmers as well as the siting of circle and block headquarters;

(4) providing manageable office accommodation for the field level workers;

(5) effecting a reasonable reduction in the work load of staff to stem
frustration;

(6) recognition of and, appropriate reward for hard work; and

(7) encouragement and support by supervisory staff and agencies in
resolving field problems faced by staff in the lower rung of extension’s
organisational ladder.
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Table 1: Percentage response of Extension Personnel to Attitudinal

Statements Concerning T&V System
RESPONSES |

STATE Mean Score
It is absolutely necessary to visit farmers groups | Benue 46
on fortnightly schedule Plateau 46
It is appalling that VEAs have no offices Benue 2.5
Plateau 2.5
Training of extension workers is now of better | Benue 4.4
quality than under the previous extension | Plateau 4.3
system.
The frequency of the fortnightly training sessions | Benue 3.3
should be reduced Plateau 3.8
The local appropriateness of production | Benue 4.5
recommendations has greatly improved under | Plateau 4.2
the T&V system
Field supervision by extension workers has not in | Benue 4.3
any way improved Plateau 3.9
With T&V system my work load has increased. Benue 3.8
2 AORY o b S . ACAL 000 i 4R B e 4 T S i b Ay RS 2 AV S P'ateau 4'2
There is political interference with my job- | Benue 34
selection of contact farmers, choice of | Plateau 3.7
village/block HQ.
The best way to do extension is to provide | Benue 34
farmers with production recommendations. Plateau 3.8
There is poor coordination between extension | Benue 1.7
and input supply agencies Plateau 2.5
| consider my visit schedule too rigid and | Benue 3.8
therefore unachievable. Plateau 3.5
Each day of field work is full of excitement and | Benue 34




| new challenges Plateau 3.7
Compared with other jobs, extension gives no | Benue 2.7
prestige. Plateau | 3.0
If 1 had to do it again | would stilt choose | Benue 3.7
extension as a career. Plateau 4.0
There isn't much one can be proud of in | Benue 3.7
extension. Plateau 3.3
Extension gives one a chance to use his skills | Benue 4.4
and knowledge. Plateau 4.5
Extension provides no future for most of its staff. | Benue 3.5

Plateau 3.6
Extension component of the ADP is doing | Benue 29
everything it can to encourage its staff. Plateau 3.2
Hard work by field extension staff is of no help in | Benue 29
getting promotion in the ADP. Plateau 3.1
Most contact farmers are easy to work with. Benue 29

Plateau 3.8
Most supervisory staff are difficult to work with Benue 3.2

Plateau 3.3
Supervisory staff expect too much from their | Benue 31
subordinates. Plateau 3.1
Visits by non-ADP agencies are extremely | Benue 28
helpful resolving field problems. Plateau 3.5
| do not have enough time for my family because | Benue 2.8
of the pressure imposed by the T&V system. Plateau 2.6
There is no room for indolent workers in the T&V | Benue 4.5
system. Plateau 4.3

11



Table 2: Percentage Distribution of Extension Personnel
On the Attitudes Toward T&V System
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DIRECTION OF | STATES TOTAL

ATTITUDE BENUE PLATEAU

Poor Unfavourable (a) 6.3 139 10.8

Moderately favourable (b) | 81.3 55.6 65.8

High favourable © 12.5 30.6 23.3
Legend:

a=<359 attitude score; b=59-92 attitude score; c=>92

Table 3:
Categories of Extension Personnel in Benue and Plateau States

Analysis of Variance of Attitude Scores Among Different

| Source DF Sums of | Mean Square | F-value Prob >F
Square
Mode 5 4197.51 839.50 1.61 (NS} | 0.1642
Error 114 59612.08 522.91
Corrected Total | 119 | 63809.59

NS = Not significant at .5 percent.




