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ABSTRACT 

The purpose of this study was to appraise the attitudes of 

agricultural instructors providing village extension services in the 

northern province of Sri Lanka toward their job in the agriculture 

extension service. 

Major findings indicate in the aggregate, agricultural instruc

tors like their job and have a good attitude toward their job. The job 

factors offering the agricultural instructors the positive attitudes are 

the communication established between agricultural instructors and 

various layers of administration, the intrinsic reward of the job 

itself, and the relationship with co-workers and the working conditions. 

The job factors offering the negative attitudes was the pay and it's 

adequacy for a comfortable living. Attitudes of agricultural instruc

tors toward the job and it's relationship with service were not sig

nificantly varied with service. 
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CHAPTER 1 

INTRODUCTION 

Agriculture began in Sri Lanka in the time of the ancient 

kings with major crop plantations. Agriculture was further developed 

during the British period when the first appointment of an agriculture 

instructor was made with the assignment to manage the plantation sector. 

It was only in 1904, with the establishment of Ceylon Agriculture 

Society (C.A.S.) that the peasant agriculture was revived. The C.A.S. 

was later designated as the Department of Agriculture. 

Agricultural development increased following the severe food 

shortage which prevailed following World War II. Consequently, the 

Department of Agriculture focused attention on research, extension, and 

training programs directed toward peasant agriculture. As such, the 

Department of Agriculture manpower was increased with the appointment of 

agricultural officers in charge of districts and more agricultural 

instructors in charge of divisions under the administration of agricul

tural officers. The agricultural instructors had the responsibility to 

manage agricultural problems within their area of duty. After inde

pendence of the country in 1947, greater attention to agricultural 

production was paid by the state with the promotion of rice cultivation 

in the country. In 1963, attention was diverted to promotion of 

subsidiary food crops and vegetables. Consequently, the Department of 

Agriculture (D.O.A.) was reorganized and formed a separate division for 

agricultural extension to manage the extension services and to create 
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necessary impetus for agricultural production. A new approach to 

extension evolved where an extension worker was considered to be an 

"encouraging companion who helped farmers obtain inputs," and thus 

agriculture extension service centers were established in every division 

and staffed by agricultural instructors as a village extension person

nel. Even though an agricultural instructor was appointed to administer 

village extension work, the effective mechanism for research-farmer 

feedback was not properly implemented. Further, the small scale farming 

situation with a variety of crops being cultivated in the village was a 

major problem for extension to effectively help with a small number of 

extension workers. Realization of this deficiency led to the reor

ganization of the extension system. Thus, the training and visit system 

of agricultural extension was introduced in 1980 with financial support 

provided by the World Bank. Hence, a professional unified extension 

service with a single line of command was established. Consequently, 

more village level extension officers (Krushikarma Viyaplhi Sevekes 

[KVS]) were recruited to manage extension services in small villages 

consisting of 750-1,000 farm families. The K.V.S. were under the 

supervision of agricultural instructors to have close contact with 

farmers. Thus, the workload of agricultural instructors was reduced so 

they were able to assist and train Village Extension Workers (VEW) 

according to the regular work schedule developed by the extension 

division of the Department of Agriculture for effective extension 

service in villages. 
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Due to the recent changes in the government policy, village 

extension workers have been absorbed into D.O.A. as village administra

tive officers. As a result, work of VEWs has been imposed on agricul

tural instructors, forcing them to perform more tasks in large com

munities as they did before the Training & Visit system began. 

In small scale farming situations the extension personnel's 

task becomes more critical because his attitude or intrinsic motivation 

must convey to the farmers his interest and skill in helping the farmer 

achieve his goal of producing crops on very small parcels (sometimes as 

small as 2 acres). Katz (1966) defines a successful officer, as one, 

who has a composite of technical, human and conceptual skill--technical 

skill is the ability to effectively use practical knowledge, that is 

based on scientific principles, the human skill is the ability to 

interact effectively, as part of a group, or its leader to initiate 

cooperative efforts with the group, and finally conceptual skill whether 

intuitive or learned, allows personnel to orchestrate human and tech

nical skill to the eventual benefit of the individual and the community. 

Selected extension personnel receive adequate training in 

technical skills. Such training usually addresses external rather than 

internal objectives. Hatin (1985) has stated the attitudes learned in 

school and the opinion developed in the field often do not coincide. 

Agricultural science training produces a variety of techni

cally skilled persons who are employed in the Department of Agriculture 

as extension personnel, but a proportion of the farmers receive greater 
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benefits than others. Thus the question arises: Why and how are some 

extension personnel different in their work performance. Hence, 

extension personnel should explore possible ways to educate and motivate 

the farmers to adopt technology, thereby increasing agricultural 

production to meet the country's demand to become self sufficient in 

food production. There have been studies conducted to evaluate the 

adoption rate of new technologies by farmers and to evaluate the reasons 

for non-adoption of technology. But no studies were found which 

assessed the attitudes of extension personnel. 

While there may be reasons for discrepancies in the job 

performance and task accomplishment, attitudes of staff toward the job 

is considered relatively important to effective extension services. 

This study was undertaken to help the officers who are in an executive 

position in the agriculture extension service to identify the inherent 

nature of agricultural instructors and to make appropriate administra

tive decisions regarding their employment. 

Need for the Study 

The author is an employee of the Department of Agriculture, 

Extension Division, in the Ministry of Agriculture of the Sri Lanka 

Government and will return to the country and assume duty in an execu

tive position in the field of agricultural extension, upon completion of 

the graduate program. 

It is believed that the study, which involved identifying 

attitudes of agricultural instructors toward their job, will enable the 
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author to gain the intuitive knowledge of understanding the working 

nature of extension personnel. 

All technological innovations and other relevant activities 

being implemented by the Department of Agriculture for peasant benefits 

will eventually reach the hands of the agricultural instructors for 

dissemination to farmers. In the case when a farmer fails to adopt the 

new technologies, it may be attributed partially to the effectiveness of 

extension workers. According to David (1963, p. 135): 

"A major concern of administration is to determine what 
professional competencies and attitudes are most needed in 
their staff . . . one of the biggest challenges facing 
extension is the development and maintenance of attitudes and 
competencies that will make the greatest contribution." 

This statement emphasizes the need for positive attitudes 

toward extension work and that a good attitude must be maintained by the 

extension staff to motivate the farmer to adopt extension ideas in crop 

production to increase yields on their parcels of land. 

Competency depends upon the attitudes of employees. Bishop, 

Amberson and Richardson (1973) found that employees have different 

attitudes and have relative value of the competencies on the job. The 

study indicates that the employees held a divergence of opinions as to 

the relative value of a large number of competencies identified with job 

performance. Further, Bishop, Amberson and Richardson have shown that 

there is a tendency for persons in jobs below management level to rate 

their duties as higher than broad, general principle would indicate 

their jobs to be. 
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Extension work has changed due to the change in agricultural 

extension service goals to involve people of different socio-economic 

and educational backgrounds. Further, the change of government policy 

and subsequent absorption of village level extension workers into 

village administrative officers has imposed greater responsibility on 

agricultural instructors. These changes may affect attitudes of an 

instructor. All agricultural instructors do not have the same interest 

in extension work as others and those situations emphasize the need of 

this study. 

It is believed that attitudes of extension workers toward the 

job depends on their needs satisfaction. Maslow's Hierarchy of Needs 

theory states that basic physiological needs must be met before satis

faction can be achieved; Cognitive Dissonance theory states that 

satisfaction is a dynamic and changing process. This means that a 

worker usually will do what is necessary to achieve a balance between 

these elements. This may be accomplished by the working adjusting his 

attitude toward the job. 

Researchers generally believe that extension organizations 

function best with quality staff who possess positive attitude, permit

ting them to effectively pursue both personal and organizational goals. 

Further negative attitude can diminish a person's desire to pursue one's 

career in an effective way in that particular field. 

The author found no similar study conducted during the past 

ten years in Sri Lanka. This study is appropriate to the Department's 
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present situation so that the program is applicable to the present 

situation as well as in the future. As such, the author focused the 

research on attitudes of agriculture instructors toward the job. 

Therefore, this study will help executives in the extension division of 

the Department of Agriculture in making decisions and in changing 

administrative strategy. 

Statement of the Problem 

The purpose of this study was to determine the attitudes of 

agricultural instructors who were providing village extension service in 

Sri Lanka Northern Province during 1990. 

Research Questions 

The following set of questions were used as a guide in 

conducting the study: 

1. What is the attitude of agricultural instructors toward their 

job in agricultural extension service in the Northern Prov

ince of Sir Lanka? 

2. Is there a significant difference in attitudes among the 

agricultural instructors based on the differences in length 

of service? 

3. What is the attitude of agricultural instructors regarding 

working conditions, pay, co-workers, work itself and com

munications . 
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Basic Assumptions 

This study was based on the following assumptions: 

1. Agricultural instructors had two years vocational agricul

tural training as a basic qualification for their job. 

2. Agricultural instructors were considered to have close 

contact with the farmers in the village. 

3. All agricultural instructors are expected to have periodical 

training as part of their job. 

4. Respondents had a full understanding of the questions asked 

and responded honestly and sincerely. 

Limitations 

The findings of this study are subject to the following 

limitations: 

1. Instructors who are directly involved in extension service at 

the village level are the only respondents selected. This 

may affect the external validity in generalizing conclusions 

to the entire country. 
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2. Only instructors who were employed in the northern province 

were selected for this study, and may not necessarily be 

representative of agricultural instructors in the whole 

country. 

3. A mail questionnaire was used to collect data. No personal 

interviews were conducted to double check the data. Non-

respondents were not contactable and data were not available. 

4. Respondents' answers were restricted to the questions asked. 

There were no open-ended questions. 

5. Since all the respondents do not interpret questions the same 

way, misinterpretation of questions may have influenced the 

ultimate results. 

6. Age and the family background are the possible intervening 

variables not considered in this study. 

Procedures 

The procedure used to conduct this study was a descriptive 

survey study using mail questionnaires for collection of data. To aid 

the presentation of material, the following sections were identified:-

(1) population and sample, (2) design, (3) instrumentation and collec

tion of data, and (4) data analysis. 
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Population and Sample 

The target population of this study included agricultural 

instructors involved with the extension service attached to the Northern 

Province Agriculture Extension Service in Sri Lanka. 

The accessible population included all agricultural instruc

tors working in the Northern Province or 75 agricultural instructors. 

The sampling unit was the individual instructor. No sampling technique 

was used since a census was conducted of all sampling units. 

Design 

This study is best described as a descriptive survey study, 

using mail questionnaires for data collection. Questionnaires were sent 

to a representative in Sri Lanka, who, in turn, distributed them to the 

agricultural instructors. Completed questionnaires were sent back to 

the representative by the respondents. The representative collected all 

questionnaires and sent them back to the researcher. 

Instrumentation and Data Collection 

The initial step in the collection of data was the formation 

of a questionnaire on job attitudes. The author reviewed various 

research instruments used by others. This included the Science Research 

Association Attitude (S.R.A.) Survey (1970), Julie P. Camp's (1978) 

Assessment of Job Satisfaction, and Gareth M. Cobb's (1977) Attitudes 

and Perception Toward Selected Agricultural Mechanics Job. The author 

compiled and edited available instruments on identifying attitudinal 
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factors for extension personnel to develop the questionnaire used in 

this study. The questionnaire was developed according to past research 

and theories and conditions prevailing in the country. Further, the 

developed questionnaire was reviewed for face and construct validity by 

the staff at the Department of Agricultural Education, University of 

Arizona, and suggested changes were made. The revised questionnaire was 

sent by mail to a representative in Sri Lanka, who, in turn, forwarded 

them to the agricultural instructors. Questionnaires were collected by 

the same person and dispatched to the author. 

Data Analysis 

Data collected for this study were coded and scored for 

computer analysis. These data were then reported in terms of frequency, 

distribution percentage and mean scores. The statements of job at

titudes were separated into five attitude factors: (1) working condi

tion, (2) communication, (3) pay, (4) relationships with co-workers, and 

(5) the work itself. 

Respondent frequency for each job attitude factor was calcu

lated and respondent percentages in relation to positive and negative 

responses to the statements were reported. A T-test was used to 

determine the significance between the mean frequency of the five ranked 

categories. 
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Definition of Terms 

Agricultural Instructor -- Extension personnel involved in extension 

service at the village level. 

Agricultural Officer -- Executive level of administration who super

vises, monitors and evaluates the work of agricultural 

instructors and who is directly in charge of technical 

programs in his/her segment. 

Attitude -- Attitude in this study means the feeling or emotion toward 

job duties or responsibilities. 

District - - A portion of the country governed by the government agent 

(similar to county). 

Segment -- A division of district. 

Village - - Small portion of the district where people live as a com

munity. 

Village Extension Worker (or K.V.S.) -- Extension worker in the village 

under the supervision and guidance of agricultural instruc

tors . 
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' CHAPTER 2 

LITERATURE REVIEW 

This chapter presents the theories and findings of selected 

studies which provided background information and insight for the design 

and completion of this study. The literature indicates that attitudes of 

extension personnel are vital to the success of organizations, institu

tions, and agricultural developments. It is generally believed by most 

authorities that attitudes are not inherent and that they can be 

developed. 

Thorndike (1934) stated that "attitude is a feeling of excitement 

and expression which are observable as components of certain emotions." 

Actions occur largely in the service of attitudes and stimulated and 

guided by them and that further, certain attitudes tend to evoke responses 

which, in due time, directly or indirectly attain a certain result. 

Thorndike also believed that attitudes not only influences behavior, but 

can modify the behavior of individuals. An attitude may be considered as 

quiescent, latent or potential and as active or kinetic. There is wide 

agreement among researchers that attitudes are complex because they are , 

composed of a number of components, characteristics or dimensions. 

Psychologists generally agree that changes in attitude may come through 

the operation of different processes. 

In Thorndike's view an attitude is said to be functional behavior 

of an individual toward an act and that people's attitudes change with 
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time. Another important factor is that proven expertise in a given 

technical field does not guarantee success in an extension role. 

Researchers generally believe that attitudes depend upon the 

satisfaction of needs. Bonnie Carroll (1973) who outlined four basic 

ideas about job satisfaction: 

1. Traditional approach: The presence of a condition leads to 

satisfaction; its absence leads to dissatisfaction. This theory 

has been largely ignored in recent years, because of finding that 

after a certain point, factors such as pay, no longer increase 

job satisfaction. 

2. Two factor theory: First theorized by Herzberg, Mausner and 

Snyderman (1959), this theory proposes two sets of factors: 

motivators or satisfiers (work itself, advancement, respon

sibility) and dissatisfiers (working condition, salary, status, 

policies). Herzberg et al, postulated that the absence of 

dissatisfiers could not make a worker happier or increase job 

attitude beyond a certain point. On the other hand, motivators 

could make personnel happier but could not compensate for lack 

of hygienic factors. 

3. The theory of Maslow's Hierarchy of Needs (Blackburn 1984) is 

somewhat similar to the two factor theory. It says that the basic 

physiological needs must be met before satisfaction can be 

reached in upper levels of the hierarchy (i.e. social, ego, 

satisfaction) of needs. 
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4. The Cognitive Dissonance theory states that job attitude is a 

dynamic and changing process, rather than a static state that a 

worker will do whatever he or she feels is necessary to achieve 

consistency between elements. 

Jack Barbash (1976) compiled job attitude surveys conducted 

throughout the world and reported that job attitudes surveys are the good 

parameter of the feelings of employees. If administered frequently, they 

can measure trends in feelings. 

A 1973 United States' Quality of Employment Survey reported that 

job factors affecting job attitudes are: financial reward; relationships 

with co-workers; comfort and resource adequacy and the challenge of the 

job (Barbash 1976). A 1971 Japanese survey of workers defined these same 

job factors as important to developing positive attitudes toward the job. 

Salary affects the job attitude in a relative manner. The employee seems 

to measure his/her salary against the salaries others receive. In fact, 

research tends to indicate that personnel policies and practices have more 

influence on job attitude than salary (Carroll 1973). Organizational 

structure is another component of job attitude. It appears that increased 

goal sharing of an organization is positively related to job attitude. 

The structure is also affected by the supervision-subordinate relation

ship . The more employees and supervisors agree on how the work should be 

performed, the better the job attitude. Scientific Research Associates 

(1970) developed a survey instrument used with employees in both the 

private and public sector. Employee responses were classified in these 
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job factors: job demand, working conditions, pay, benefits, friendliness 

and cooperation of fellow employees, supervisory relationships, confidence 

in management, effectiveness of administration, communications, job 

advancement, status and recognition in an effort to define the components 

of worker attitudes. 

Carter (1983) discussed the inadequacies present in the 

performance of those engaged in agricultural extension development work. 

He defined a rural development worker as "professionals who function with 

the intent of enabling those with whom they work to achieve their own 

goals or aspiration more adequately" (p. 1). 

The purpose of his paper is to discuss the nature of a rural 

development worker's job, the functions required on the job, the 

educational preparation of the rural development workers, how the 

competencies required might be conceptualized, and the most pressing needs 

to be met to improve the competency of rural development workers. 

Carter feels that rural development workers need to function more 

as educators and problem solvers than as technicians. Responding to 

technical requests is relatively easy compared to developing and 

maintaining public relationships. Yet, little attempt is being made to 

characterize such functions. There is no guidance to prepare for this 

role other than possibly through on-the-job training or mentor guidance. 

He also points out that the functions envisioned by the organization are 

not always synonymous with those performed by rural development workers, 

indicating a dichotomy between perceived and actual training needs. 
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Carter sees the challenge, beyond identifying the competency 

requirement as the need "to organize and arrange concepts into the kinds 

of activities that will enable the extension workers to develop them and 

at the same time, perceive their possible connection to functioning as an 

extension educator" (Carter, 1983, p. 19). He identified five competency 

areas, two of which are closely related: coping with work environment and 

human behavior. The understanding of these areas may help an extension 

worker maintain a good attitude toward the job. 

According to Carter, good attitudes toward the job must be 

possessed to meet competency requirements and to perform effective 

extension service for the community one serves. Good attitudes toward 

the job can be developed through intrinsic and extrinsic motivation. 

Related Research on Attitude in Extension 

There are very few surveys directly involved with measuring the 

attitudes of extension personnel toward their job. The following studies 

are related to the present study and other studies of attitudes in 

different aspects of extension service are reviewed and summarized. 

A study by List (1987) on "Attitudes of Ohio Co-Operative 

Extension Service County Agents toward Their Evaluation Tasks" shows that 

county agents hold a more positive than negative attitude toward 

evaluation tasks. The study further says that the quality scores obtained 

by this study indicate that agents are performing formal evaluations that 

are of medium quality. The conclusion by the researcher was that no 

significant relationships were found to exist among any of the study 
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variables such as quality, quantity and attitude. A study by Black (1987) 

on "Job Satisfaction of County Cooperative Extension 4-H Agents" found 

that while 4-H agents were generally satisfied in their present position, 

the author concluded there were three areas of dissatisfaction: 1. the 

salary, 2. assignments which were not related to their job, and 3. 

dissatisfaction with cooperative extension administration. Black states 

that generally extension workers were not satisfied with their salary. 

Paul Johnson and J.C. Bledsoe (1974) reported on their survey of 

Georgia Extension Agents which measured individual morale and the 

individual assessment of the competency of the county director. Agents 

with 0-5 years of tenure tended to have the lowest morale while those with 

15 or more years had the highest morale. They also found that individual 

morale and the behavior of supervisors were positively and significantly 

correlated. They did not find gender or race as significantly related to 

the overall morale of the agent. 

William C. Giegold and William E. Skelton (1976) conducted a 

survey on Virginia Extension agents. They measured the agents' reactions 

to fourteen job factors which affected job attitudes. Giegold and Skelton 

asked the agents to rank certain factors. They found the agents felt 

pleasant co-workers, sound management, good supervision, opportunities for 

growth as well as intrinsic work factors such as interesting work and 

opportunity to see results, ranked as most important to job satisfaction. 

However, three of the most important factors also were reported as the 

most deficient: pleasant co-workers, sound management, and good super
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vision. Respondents felt opportunities for promotion, pleasant working 

conditions and credit for good work also ranked as deficient. 

Phillis Worden (1983) conducted a longitudinal study on the 

variables of professional commitment and job satisfaction of extension 

home economists in Kansas. Worden measured the home economists' 

subjective feelings of overall job satisfaction and found that job 

satisfaction and professional commitment were significantly related. 

Worden found a satisfied worker to be a more flexible, better adjusted 

person. The findings seem most significant when viewed in the light that 

extension personnel are expected to work as extensions of the professional 

home economist. 

In a doctoral dissertation, Murphy (1987) assessed the attitude 

changes of participants in the Michigan Expanded Food and Nutrition 

Education Program. SHe used the pre-test, post-test method to verify 

changes. Her findings indicate that the attitude of the Expanded Food 

and Nutrition Education Program participants toward dietary changes 

improved significantly from pre to post-testing and that post-test 

attitude scores were significantly higher than those of a comparison group 

which did not attend the program. 

Gareth M. Cobb (1977) studied the attitude and perception of 

students toward the selected agricultural mechanic jobs using a semantic 

differential technique. Respondents were asked their opinion concerning 

working conditions, prestige of occupation, financial rewards, and 

training opportunity about six selected agricultural and nonagricultural 
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jobs. He found that students evaluated the non-agricultural jobs of lawyer 

and teacher significantly higher in working conditions than agricultural 

jobs. It was also determined that students and parents perceived 

agricultural mechanics-oriented job titles significantly different in mean 

value response for the perception areas of prestige and financial reward 

and working conditions. In the light of this study, it could be concluded 

that working conditions are considered to be a deciding factor for career 

selection. 

Attitudes toward the job may be developed through motivation and 

satisfaction on the job. Extension personnel are motivated either 

intrinsically or extrinsically or both. A study, documented at Louisiana 

State University by Marshall (1987) identified intrinsic and extrinsic job 

satisfactions of cooperative extension 4-H agents. The findings revealed 

that job satisfaction scores of 4-H agents were low in general satisfac

tion and extrinsic satisfaction and respondent's intrinsic satisfaction 

was in the moderate level. In addition, it was found that Associate County 

Agents having more administrative responsibility had significantly lower 

scores in general intrinsic and extrinsic job satisfaction than Assistant 

County Agents with less administrative responsibility. 

In another study on reward contingencies and level of performance 

of Cooperative Extension County Agents in Ohio, Van Tilburg, (1988) 

concluded that the high satisfaction with intrinsic components of the job 

(co-workers and work itself) and lower satisfaction with extrinsic 

components (pay, promotion). Such low scores on extrinsic reward 
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contingency and high scores on intrinsic reward contingency indicate that 

agents tend to reward themselves for higher performance. Van Tilburg found 

that Ohio Co-operative Extension County Agents had low intentions of 

leaving the job. 

Julie P. Camp (1978) studied job satisfaction of selected charac

teristics of paraprofessionals from the Expanded Food and Nutrition 

Education Programs and found that most of the paraprofessionals indicated 

dissatisfaction with their pay in general, although a majority of the 

paraprofessionals had positive feelings about co-workers. Further, 

community size, mental status and age tended to affect job satisfaction 

also. 

Researchers generally believe that extension organizations 

function best with quality staff who possess good attitudes permitting 

staff to effectively pursue both personal and organizational goals. 

According to Davis (1963) a major concern of administrators is to 

determine professional competencies and attitudes most needed in their 

staff; the challenge is to develop and maintain positive attitudes and 

interests in extension services. 

Summary 

Information gathered from the literature indicates there are many 

factors which influence job attitudes. According to Maslow's theory, 

basic physiological needs should be satisfied first in order to achieve 

desirable attitudes toward the job. Much of the research shows that the 

pay, financial rewards, communications, relationships with co-workers, 
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work itself and working conditions are the main factors affecting 

extension agents' attitudes toward their job. While some studies indicate 

a general satisfaction on the job by extension agents (Worden 1973, Black 

1987, List 1987), they also identified dissatisfactions. Among the 

dissatisfactions were pay, communications, co-workers, working conditions, 

and work itself which tend to be the most influencing factors on attitudes 

toward the job. In contrast, Marshall (1987) revealed that cooperative 

extension 4-H agents in Louisiana did not have good attitudes toward their 

job and Johnson and Bledsoe (1974) study of agents with 5 year tenure had 

lower attitudes than agents with 15 years or more tenure. 

Attitudes are a dynamic and changing process. Good attitudes must 

be developed toward the job to achieve effective service to meet organiza

tional goals. Extension agents need to function as educators and problem 

solvers rather than as technicians (Carter 1983). There tends to be no 

guidance to develop attitudes other than possibly through on-the-job 

training or mentor guidance. Behavioral components must be comprised of 

positive attitudes toward the job in order to serve the community 

effectively. 

There is little research available specifically related to the 

attitudes of extension personnel toward their job. What little research 

there is tends to indicate that positive job attitudes held by agricul

tural instructors are an indication of the satisfaction with the job. 
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CHAPTER 3 

PROCEDURE 

This chapter addresses the procedure and methods used to 

accomplish the objectives identified for the study. A survey research 

method using mail questionnaires was employed for determining the 

attitudes of agricultural instructors toward their job. The procedures 

used are presented in four sub-sections: (1) Population and sample; (2) 

Design; (3) Data collection and instrumentation; (4) Analysis of data. 

Population and Sample 

The study examines the attitude of agricultural instructors 

toward their job. The target population of this study included agricul

tural instructors involved with the extension service attached to the 

Northern Province Agricultural Extension Service in Sri Lanka. The 

accessible population included all agricultural instructors who were 

deployed in five districts in the Northern Province, and who were 

responsible to the agricultural extension service in their respective duty 

areas. Each district consists of 15-17 agricultural instructors, for a 

total of 74 agricultural instructors in Northern Province. 

The sampling unit was individual agricultural instructors. No 

sampling technique was used, as the study was conducted of all sampling 

units. 
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Design 

The study is described as a descriptive survey and the instrument 

used to collect data was a mailed questionnaire. The questionnaire was 

mailed to a representative in Sri Lanka who received the questionnaire and 

mailed it to each agricultural instructor with a cover letter and self-

addressed stamped-envelope. The questionnaires were then returned by mail 

to the representative who collected the questionnaires and mailed them 

back to the researcher. Some of the questionnaires were not received by 

the agricultural instructor due to problems in interdistrict transfer. 

The mailed survey instrument helped to avoid the threat of 

reactive arrangement whereby some respondents, if personally interviewed, 

could have responded in a manner intended to please the interviewer. It 

further helped to reduce interviewer bias. 

Attached to the survey instrument mailed to each participant was 

a cover letter (Appendix A) stating that the respondent's name was not 

necessary. This provided the respondent with an opportunity to react to 

the survey instrument without fear of being identified and it also assured 

the respondent that no personal name would be made public. A code number 

was assigned to trace the instruments which were not returned. 

Data Collection and Instrumentation 

The survey incorporated questions which were applicable to 

evaluating job attitudes of Agricultural Extension Service instructors 

providing extension service in the village. Questions covered five 

attitude factors: (1) Working conditions; including type of duty and 
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geographic location; (2) Pay including the perceived adequacy and fairness 

or equality of compensation; (3) Co-workers, including perceived 

competency and interpersonal relationships; (4) Communications, including 

employee input into the decision-making processes and instructions and 

contacts with clients; (5) Work itself, including such items as a well-

defined work program, personal contact with clientele, opportunity for 

creativity, freedom from tension and pressure, self-respect and respon

sibility. 

The questionnaire was developed based on the studies of Camp 

(1978) and Cobb (1977) which revealed ideas for preparing the question

naire. The decision was to compile and edit the available instruments on 

attitude factors, according to the conditions prevailing in the country 

of survey. The initial step in the collection of data was the formulation 

of the questionnaire. The developed questionnaire was reviewed by the 

staff of the Department of Agricultural Education at the University of 

Arizona and suggested changes were made. The questionnaire was rewritten 

to reduce confusion and to enhance face and construct validity. At the 

suggestion of the Graduate Committee the questionnaire was translated into 

the respondent's language making it easier for the respondent to 

understand. A copy of the instructions and the questionnaire are included 

in Appendix B. 

The questionnaire was composed of forty-one items. The respon

dents were asked to rank their choice of response from 1 to 4 according 

to how the statement agreed with their feelings about the job. A fifth 
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choice, "Not Applicable" was available. The choices given were: (1) 

Strongly agree; (2) Agree; (3) Disagree; (4) Strongly disagree; (5) Not 

applicable. Respondents were asked to circle the number that best suits 

their feelings about the statement. Questions were asked in both positive 

and negative directions. An extension personnel characteristic considered 

in this study was the length of service; respondents were asked to 

indicate their service year as five years or less or more than five years. 

The author's intention in this study was to assess the degree of 

attitude of agricultural instructors toward their job and its relationship 

with length of service. 

Data Analysis 

The data collected for this study were recorded on Code Sheets. 

Data were manipulated according to the score given by the choice of 

responses. A score of 5 was given to strongly agree response, and 4 for 

agree response, 3 for disagree response, 2 for strongly disagree response, 

0 for not applicable response. 

Data were reported in terms of frequency and percentage. Results 

of the tabulation are shown in Appendix C. 

To study the research question Number 2, questionnaires were 

separated into two sets which included the responses by those with 5 years 

or less service and by those with more than 5 years of service; frequency 

and percentages were reported. 

For the purpose of assessing research question Number 3, attitude 

factors identified were separated according to the factors, and frequen
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cies, and percentages were calculated and reported for each factor. 

Frequency and percentages were calculated relative to positive and 

negative feelings about the statement. 
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CHAPTER 4 

PRESENTATION AND INTERPRETATION OF DATA 

The data for this study were obtained by use of a job attitude 

survey administered in five districts in Northern Province of Sri Lanka. 

Agricultural instructors providing village level extension services in 

Northern Province were the respondent group of this study. The presen

tation of data collected in this study was based upon the questions 

asked in the questionnaire shown in Appendix B in order to determine 

attitudes of agricultural instructors toward their jobs. In the light 

of the objective identified in Chapter 1, data and findings are pre

sented. The author's purpose was to study the overall attitudes of 

agricultural instructors toward their job. Therefore, the response 

interpretation was based upon the presentation of mean frequency and 

percentage of respondents. Only the length of service of respondents as 

extension personnel was considered as personal characteristics in this 

s tudy. 

District Assignment of Agricultural Instructors 
in Northern Province 

Agricultural instructors are subject to periodic inter- and 

intra-district transfer so that they will have a chance to serve the 

entire community in the Northern Province. The present deployment of 

agricultural instructors in the district of Northern Province as of 

February 1990 is displayed in Table I. 
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Thirty-three or 45 percent of the 74 agricultural instructors 

were assigned to the districts of Jaffna and Mannar which have the 

largest population. 

Table 1. Frequency and percentage of district assignment of agricultural 
instructors. 

District Frequency Percentage 

Jaffna 17 23 

Kilinochchi 12 16 

Mullaitivu 15 20 

Vavuniya 14 19.4 

Mannar 16 21.6 

Total 74 100 

Table 2 shows the frequency and the percentage of those who 

responded from each district. Sixteen or 100 percent response rate was 

received from Mannar district. Overall, 60 of the 74 agricultural 

instructors responded to the questionnaire. The response rate was 81 

percent. 
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Table 2. Frequency and percentage of respondents by district. 

District Frequency Percentage 

Jaffna 12 70.6 

Kilinochchi 9 75.0 

Mullaitivu 14 93.3 

Vavuniya 9 64.3 

Mannar 16 100.0 

Total 60 81.0 

General Attitude 

The first question of this study dealt with the overall at

titude of agricultural instructors toward their job as agricultural 

extension agents in the village. Agricultural instructors were asked to 

disclose their feelings about the job by ranking acceptance of the 

statement given in the questionnaire covering the most common factors 

influencing the attitude of an individual toward his/her job. Factors 

included pay matters, working conditions, co-worker relationships, 

communications, and the work itself. 

For the purpose of this study, during the data manipulation, 

some statements which were negatively stated were assigned a response in 

the positive direction, i.e., "strongly disagree" response for negative

ly worded statements were adjusted to the "strongly agree" response 

column and so "disagree" responses were adjusted to the "agree" response 
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column. The reasons for reversing the scoring of negative items was to 

provide a total score that reflected positiveness toward the object in 

the questions. 

Overall frequency and percentage of responses by choice are 

shown in Table 3. For easy interpretation, the responses were clas

sified into "very high," "high," "low," and "very low" attitude accord

ing to the degree of acceptance of each statement. For example, if a 

subject responded to the "strongly agree" response, it would represent a 

very high degree of attitude toward the job. 

Table 3. Overall frequencies and percentage of responses by choice. 

Choice Frequency Percentage 

Strongly Agree 481 19.5 

Agree 1,338 54.4 

Disagree 466 19 

Strongly Disagree 136 5.5 

Not Applicable 39 1.6 

Total 2,460 100 

Responses for "agree" were the highest among all others. This 

indicates more respondents "agree" with the statement than "strongly 

agree." Thus, more respondents showed a high attitude toward their job. 



41 

Relationship with Length of Service 

The second research question of this study was intended to 

answer the question about whether there is a difference in attitude 

among the agricultural instructors based upon the length of service. For 

this purpose, two groups of respondents were identified: those who had 

five years or less service and those with more than five years. 

Respondents were asked to indicate their service experience by circling 

the appropriate answer corresponding to them. 

Sri Lanka Department of Agriculture believes that experienced 

personnel have more interest in the job and a better understanding of 

their work tasks, organizational goal, and duty performance than 

inexperienced personnel. 

The number of agricultural instructors with different lengths 

of service are displayed in Table 4. Forty-seven or 78 percent of the 

total had more than five years of service. 

Table 4. Frequency and percentage of agricultural instructors with 
different length of service. 

Length of Service Frequency Percentage 

5 Years or Less 13 21.6 

More than 5 years 47 78.4 

Total 60 100 
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Data presented in Table 5 indicate the percentage of each 

response based upon length of service of subjects. Of the thirteen 

respondents with five or less years of service, approximately 49 percent 

responded to the "agree" response. Of the 47 respondents with more than 

five years of service, approximately 49 percent responded to the "agree" 

response. In both cases, the percentage for the "agree" response was 

approximately equal. 

Table 5. Frequency and percentage of over-all response by length of 
service. 

Strongly Strongly 
Length of Apree Apree Disagree Agree NA 
Service f % f % f % f % f % 

5 years 
or less 
n-13 

90 17. ,4 286 54, ,5 102 19. .8 32 6. .0 12 2, ,3 

More than 
5 years 
n=47 

391 20, ,1 1058 54, ,4 364 18, .7 104 5, .4 27 1, ,4 

When comparing the percentage of respondents from each group 

for each response, both groups reported nearly comparable percentages. 

No conclusive difference in percentage was observed. Nearly 50 percent 

of respondents in both categories showed a high level of attitude toward 

the job and at least 15 percent in both categories showed very high 

attitudes. 
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Percentage of subjects with more than five years of service who 

responded to "strongly agree" was slightly higher than the percentage of 

respondents with five years or less service, but the difference was 

inconclusive. 

Attitude Factors 

The third research question in this study dealt with attitudes 

of agricultural instructors toward working conditions, work itself, 

communication, pay and the co-workers. 

For the purpose of this study, each of the job attitude factors 

was examined separately. Responses to each statement were classified 

into 3 categories as "positive," "negative" or "neutral" toward state

ments and interpreted accordingly. Positive responses to statements 

were combined. Both "strongly agree" and "agree" responses and the 

summated value of both was used for the positive response. A negative 

response was considered to be both "disagree" and "strongly disagree"; 

the not applicable response was taken as a neutral response for the 

statement. Respondents unwilling to give their opinion could have 

responded to this choice. 

The frequency of positive responses was calculated by adding 

the frequencies for both "strongly agree" and "agree" responses. 

Likewise, the frequency for negative responses was determined by adding 

both frequencies for "strongly disagree" and "disagree" responses. The 

frequency for neutral response was the frequency for the not applicable 
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response. The following tables which show data dealing with the 

attitude factors give the frequency and percentage of responses for each 

factor calculated in relation to positive or negative categories. 

Working Conditions 

Nine statements were included on the instrument for this 

factor. These statements covered adequacy of training for the job, 

traveling, the work load, preference to serve in the community, liking 

for field work and nature of duty. 

Table 6 reveals the responses of agricultural instructors to 

statements about working conditions. Thirty-seven or 61 percent of the 

agricultural instructors agreed that working conditions were acceptable. 

Fifty-seven or 95 percent of the total respondents agree or 

strongly agreed that they have been adequately trained for the work. 

Six of the agricultural instructors would rather work in the office. 

Twenty-six or 43 percent agreed to the statement about feeling worn-out 

and tired on the job. Sixty-two percent felt that poor working condi-



Table 6. Frequency and peroentage of responses of agricultural instructors to statement about 
working conditions. 

Strongly Strongly 
toree fc^ee Disagree Dj^gree N/A 

Statement f % f % f % f % f % 

3. I feel I have been 
adequately trained for 
ny job 24 40.0 33 55.0 3 5.0 -

4. I often feel worn out 
and tired on ny job 4 6.7 22 36.7 25 41.7 8 13.3 1 1.7 

7. Poor working conditions 
keeps me from doing a 
good job 4 6.7 33 55 18 30.0 3 5.0 2 3.3 

11. For my kind of job 
working conditions 
are satisfactory 1 1.6 37 61.7 18 30 2 3.3 2 3.3 

14. I know how ny job fits 
in the overall goal of 
ny organization 12 20 45 75 2 3.3 1 1.7 

20. My job provides excel
lent opportunity to 
serve the ocnunity 25 41.7 35 58.3 - - -

21. I would rather work in 
office than in field - 6 10.0 37 61.7 15 25.0 2 3.3 

22. My supervisor expects 
wore work frcm me 14 23.3 44 73.3 2 3.3 - -

41. Too much of travelling 
often makes me tired _6 lo.o 40 66.7 a 13.3 5 8.3 1 1.7 

Total 90 17.0 285 53.8 113 21.3 33 6.2 9 1.7 
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tions kept them from doing their best. Seventy-six percent felt the 

travelling often makes them tired. 

Table 7 shows the frequency and percentage response in relation 

to positive or negative feelings to each statement regarding working 

conditions. One hundred percent of the respondents reported they like 

to be of service to the community as can be seen in statement number 20. 

Overall, the total respondents showed positive attitudes toward working 

conditions. 

Work Itself 

Van Tilburg's (1988) study showed that the intrinsic reward of 

work itself ranked high on job satisfaction level of extension person

nel. The reaction of the agricultural instructors to work itself is 

displayed in Table 8 which shows the frequency and percentage responses 

to statements on the questionnaire. 

Two statements in the entire questionnaire regarding work 

itself which received 100 percent positive response were statements 

number 16 and 24; "I am proud of working in extension" and "I feel I am 

really doing something worthwhile." 

Eleven, or 18 percent of respondents, agreed that their job is 

often dull and monotonous. Four other statements, numbers 1, 2, 31 and 

37 received at least a 91 percent positive response (96.7, 91.7, 93.0, 

and 98.4 percent, respectively). Four of these statements are as

sociated with the contact with clients. The statements which received 
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Table 7. Frequency and percentage of agricultural instructors responding 
in relation to positive and negative statements about 
working conditions. 

Statement Positive Negative Neutral 
Number f % f % f % 

3 57 95 3 5 - -

4 33 55 26 43, .3 1 1.7 

7 21 35 37 61. .7 2 3.3 

11 38 63.3 20 33, .3 2 3.3 

14 57 95 2 3, .3 1 1.7 

20 60 100 - - - -

21 52 86.7 6 10 2 3.3 

22 2 3.3 58 96, ,7 - -

41 13 21,6 46 76, .7 1 1.7 

Total 333 61.7 198 36, .7 9 1.6 



Table 8. Frequency and percentage of responses of agricultural instructors to statements about 
work itself. 

Strongly Strongly 
Agree Agree Disagree Disagree N/A 

Statement f% f % f % f % f% 

1. I have a most interest
ing and rewarding job 25 41.7 33 55 2 3.3 

2. My job has high 
prestige in society 25 41.7 30 50 5 8.3 -

6. My job is often dull 
and monotonous - u 18.3 26 43.3 18 30 5 8.3 

9. I have a dead end jab - 7 11.7 38 63.3 10 16.7 5 8.3 

10. I don't like a person 
to person individual 
contact basis 4 6.6 23 38.3 26 43.3 6 10 1 1.7 

16. I feel I am really 
doing something 
worthwhile 26 43.3 34 56.7 - - - -

18. I plan on staying in 
this job until I 
retire 21 35 30 50 7 11.7 2 3.3 -

24. I am proud of working 
in extension 27 45 33 55 - - -

25. I have freedom on the 
job to use my own 
judgment 15 25 35 58.3 10 16.7 -



Table 8. (continued) 

Strongly Strongly 
Agree Agree Disagree Disagree N/A 

Statement f % £ % f % f % f 

28. There are too many 
unnecessary reports 
to be prepared 2 3.3 28 46.7 23 38.3 3 5 4 6.7 

29. I have little opportunity 
to use my maximum ability 
in the program 3 5 30 50 24 40 3 5 

31. The longer you work for 
extension the more you 
feel you belong 11 18.3 45 75 2 3.3 2 3.3 

37. The reports I fill 
out are needed 5 8.3 54 90 1 1.7 - z -

Total 164 21.0 393 50.3 162 20.7 46 5.9 17 2.1 
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100 percent positive response were the two that dealt with pride in 

working in extension and with service to clientele. Twenty-seven 

instructors revealed they dislike person-to-person contact as shown in 

statement number 10. 

Many complaints have been made about reports required by 

Department of Agriculture regarding extension programs. Table 9 shows 

the frequency and percentage in relation to positive and negative 

responses to statement about the work itself. Fifty-nine or 98 percent 

of those who responded felt a report was needed (number 37). 

Statement number 29 revealed that thirty-three felt that they 

had little opportunity to use their abilities. At least 55 respondents 

agreed their job was most interesting, rewarding and has high prestige. 

Fifty-five respondents would like to stay in the job until they retire. 

Fifty-six respondents felt the longer they work for extension, the more 

they feel they belong. 

Communication 

Research has shown the importance of communication in job 

situations, such as knowing what is expected, being able to make sugges

tions , voice complaints, knowing what the goals of organization are and 

being involved in the decision-making process. There were eight 

statements included.in the questionnaire regarding communication. The 

frequency of responses of the agricultural instructors to the communica

tion factors are shown in Table 10. 
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Table 9. Frequency and percentage of agricultural instructors respond
ing in relation to positive and negative statements about 
work itself. 

Itatement 
Number 

Positive 
f % 

Negative 
f % 

Neutral 
f % 

1 58 V
O
 

.7 2 3. .3 -

2 55 91. .7 5 8. ,3 -

6 44 73. .3 11 00
 

,3 5 8, .3 

9 48 80 7 11. ,7 5 8. .3 

10 32 53. .3 27 45 1 1. .7 

16 60 100 - - -

18 51 85 9 15 -

24 60 100 - - -

25 50 83. .3 10 16. .7 -

28 26 43. ,3 30 50 4 6, .7 

29 27 45 33 55 -

31 56 93 2 3, .3 2 3, .3 

37 59 98. ,4 1 1. ,7 -I- — 

Total 626 

o
 

00 

,3 137 17. ,5 17 2. .2 



Table 10. Frequency and percentage of responses of agricultural instructors to statements about 
communication. 

Statement 

Strongly Strongly 
Agree Agree Disagree Disagree N/A 

5. I am given credit 
and praise for a job 
well done 10 16.6 30 50 18 30 1 1.7 1 1.7 

26. My boss listens to 
my suggestion 13 21.7 40 66.6 7 11.7 - -

27. I always know hew I 
am doing in my job 15 25 45 75 - - - - -

32. I wish my boss would 
give me more direction 8 13.3 44 73.3 8 13.3 - -

34. I know what is 
expected of me 10 17 50 83.3 - - - - -

35. I understand the goal 
of extension 19 31.7 40 66.6 1 1.7 - - -

36. Extension ignores our 
suggestions and com
plaints 1 1.7 12 20 43 71.7 4 6.6 

38. I really like the 
contact I have with 
clientele 12 20 45 75 _2 3.3 - - 1 1.7 

Total 88 18.3 306 63.7 79 16.4 5 2.0 2 0.4 
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Forty respondents agreed that they are given credit and praise 

for a job well done. Thirteen respondents agreed that extension ignores 

their suggestions and complaints. 

Table 11 shows the frequency and percentage of respondents who 

responded in relation to positive and negative feelings to the state

ments about communication. 

At least forty of the agricultural instructors indicated 

positive responses to each of the eight statements composing the 

communication factors as related to job attitudes. 

The statements regarding communications which received a 100 

percent positive response were statements number 27 and number 34. 

Those statements were regarding how they were doing in the job and 

expectations of job. Almost all respondents knew the goal of extension 

and what was expected from them. Fifty-nine percent of the subjects 

reported they like to have contact with clients. 

Pay 

In most of the research conducted on attitudes and job satis

faction, researchers found dissatisfaction with the pay. Agricultural 

instructors in Northern Province of Sri Lanka were asked to respond to 

statements regarding adequacy of pay, their pay compared to others in 

similar agencies and other employee benefits. The responses to state

ments with respect to pay issues are shown in Table 12. 



54 

Table 11. Frequency and percentage of agricultural instructors re
sponding in relation to positive and negative statements 
about communication. 

Statement 
Number 

Positive 
f % 

Negative 
f % 

Neutral 
f % 

5 40 66. .7 19 31. .6 1 1.7 

26 53 88. ,3 7 11, .7 -

27 60 100 - - -

32 52 86. .7 8 13, .3 -

34 60 100 - - -

35 59 98. ,3 1 1, ,7 -

36 47 78. ,3 13 21, .7 -

38 57 95 _2 3, ,3 1 u 

Total 428 89. 2 50 10.4 2 0.4 



Table 12. Frequency and percentage of responses of agricultural instructors to statements about 
Pay-

Statement 

Strongly Strongly 
Agree Agree Disagree Disagree N/A 

8. My pay is adequate to 
live comfortably 1 1.7 4 6.6 19 31.7 35 58.3 1 1.7 

12. I am underpaid for 
the work I do 21 35 23 38.3 12 20 2 3.3 2 3.3 

23. I am satisfied with 
our leave and 
employee benefits 1 1.7 29 48.3 21 35 8 13.3 1 1.7 

30. In my opinion the pay in 
extension is lcwer than 
that of other similar 
jobs 19 31.6 33 55 _7 11.7 _1 1.7 - -

Total 42 17.5 89 37.0 59 24.6 46 19.1 4 1.6 

ln In 
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Fifty-two of the sixty respondents felt their pay was low 

compared to other employees in similar jobs. Twenty-one percent of the 

agricultural instructors strongly agreed that they are underpaid for the 

work and a total of 73 percent of those who responded felt that they 

were underpaid for the work they do. Two respondents were neutral in 

this regard. Only five of agricultural instructors agreed that their 

pay was adequate enough to live comfortably. 

Agricultural Instructor's response frequency in relation to 

positive and negative feelings of statements in percentages are shown in 

Table 13. 

A very high percentage of those who responded showed their 

negative feelings for the pay matters, while 50 percent showed positive 

responses to statements about leave and other benefits. The other 50% 

reported negative or neutral responses. 

Table 13. Frequency and percentage of agricultural instructors respond
ing in relation to positive and negative statements about 
pay. 

Statement 
Number 

Positive 
f % 

Negative 
f % 

Neutral 
f % 

8 5 8. .3 54 90 1 1. J 

12 14 23. ,3 44 73. ,3 2 3. 3 

23 30 50 29 48. ,3 1 1. ,7 

30 _8 13. ,3 52 86. .7 
— 

Total 57 23, .7 179 74. .6 4 1. 6 
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Co-workers 

Agricultural instructors indicated the quality of the relation

ship between them and their co-workers when they responded to the 

statements included about co-workers in the questionnaire. Table 14 

reveals their responses about co-workers. 

Approximately forty percent of the total respondents disagreed 

with the promotion awarded to the people who were deserving of it. Ten 

percent or 7 respondents strongly disagreed with the statement regarding 

promotion. Sixteen respondents disagreed with statement number 40. 

Table 15 shows the frequency and percentage of respondents in 

relation to positive and negative feelings to statements regarding co

workers. All respondents show positive feelings for personnel evalua

tion. 

Seventy percent of total respondents indicated that the people 

they work with think they run the program. About 90 percent indicated 

the people they work with help each other whereas 7 percent responded 

negatively to this statement. 

Table 16 shows overall frequency and percentage of responses to 

the attitude factor in relation to positive and negative feeling to 

statements. About 66 percent of the total respondents revealed positive 

reactions to relationships with co-workers. But the response to state

ments about promotion elicited the most non-conclusive response. 

However, thirty-two instructors showed negative attitudes to statements 

about promotion. 



Table 14. Frequency and percentage of response of agricultural instructors to statements about 
co-workers. 

Strongly Strongly 
Agree Agree Disagree Disagree N/A 

Statement f% f % f % f % f% 

13. Hie people who get pro
motion usually deserve 
the promotion 8 13.3 20 33.3 25 41.7 7 11.7 

17. Personnel evaluation 
helps to improve ny 
job 25 41.7 35 58.3 - - -

39. The people I work 
with help each other 12 20 43 71.7 4 6.6 1 1.7 

40. The people I work v 
with think they run 
the program _6 10 36 60 16 26.7 - - 2 3.3 

Total 51 21.2 134 55.8 45 18.7 7 2.9 3 1.2 

Ln 
00 
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Table 15. Frequency and percentage of agricultural instructors respond
ing in relation to positive and negative statements about co
workers . 

Statement 
Number 

Positive 
f % 

Negative 
f % 

Neutral 
f % 

13 28 46. .7 32 53, ,3 -

17 60 100 - - -

39 55 91. .7 4 6. .6 1 1. 7 

40 16 26, ,7 42 70 2 3_. _3 

Total 159 66. ,2 78 32, ,5 3 1. 3 

Table 16. Frequency and percentage of total responses for overall 
factors in relation to positive and negative attitude. 

Positive Negative Neutral 
Factor f % f % f % 

Communication 428 89.2 50 10, ,4 2 .4 

Work Itself 626 80.3 137 17, ,5 17 2.2 

Co-Workers 159 66.2 78 32. .5 3 1.3 

Working 
Conditions 333 61.7 198 36, ,7 9 1.6 

Pay 57 23,7 179 74. ,_6 _4 1.6 

Total 1603 70.3 642 28, ,2 35 1.5 

As can be seen in Table 16, in general, 89 percent of the total 

respondents showed positive attitudes toward connnunication factors; 80 

percent showed positive attitudes toward intrinsic reward of work 

itself; 66 percent showed positive attitudes toward the relationship 

with co-workers; 61 percent showed positive attitudes toward their 

working conditions; and about 75 percent showed negative attitudes 

toward pay factors. 
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CHAPTER 5 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

The purpose of this chapter is to summarize the research 

findings with respect to the problem statement and research questions in 

order to draw conclusions from the findings and to present recommenda

tions based upon the findings and conclusions. 

Statement of the Problem 

The purpose of this study was to determine the attitudes of 

agricultural instructors providing village extension service in Sri 

Lanka Northern Province toward their job in the agricultural extension 

services during 1990. 

Research Questions 

The answers to the following research questions provided the 

information necessary to resolve the problem stated above: 

1. What is the attitude of agricultural instructors toward their 

job in agricultural extension services in Northern Province of 

Sri Lanka? 

2. Is there a significant difference in attitude among the agric

ultural instructors based on the difference in length of 

service? 

3. What is the attitude of agricultural instructors toward working 

conditions, pay, co-workers, work itself and communications? 
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Summary of Findings 

The summary of findings from this study is reported in terms of 

research questions of the study and is organized under the same major 

headings as in the presentation and interpretation of data. 

Response Rate 

The number of agricultural instructors assigned to districts 

vary and the rate of respondents also varied. All agriculture instruc

tors from Mannar district responded to the questionnaire. Sixty 

subjects out of a total of 74 responded to the questionnaire, which was 

an eighty-one percent response rate. 

General Attitude 

The agreed response to statements of general attitude received 

the highest percentage indicating that most agricultural instructors 

agreed with the statement rather than strongly agreed. However, a total 

of 70 percent showed their positive attitude to statements and 29 

percent showed negative responses or disagreement about the statements. 

Relationship with Length of Service 

Two groups were identified for this study, those with 5 years 

or less service and those with more than 5 years of service. Of the 60 

respondents, 47 respondents had more than five years of service. 

Thirteen respondents had five or less than five years of service. 

Percentage of "strongly agree" responses by those with more 

than 5 years of service was slightly higher than those with 5 years or 
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less. Both categories received nearly equal percentage to the "agree" 

response. 

Attitude Factors 

Five attitude factors were considered in this study. These 

were working conditions, work itself, communications, pay and co-worker 

relationships. 

Working Conditions 

1. Sixty-three percent agreed the working conditions were satis

factory. 

2. Sixty-one percent felt poor working conditions kept them from 

doing their best. 

3. Seventy-six percent felt travelling often made them tired. 

4. Sixty-one percent responded positively to the statements about 

working conditions and 26 percent responded negatively. 

Work Itself 

1. Agricultural instructors are proud of their job and felt they 

do something worthwhile, whereas 18 percent felt their job is 

dull and monotonous. 

2. The statement associated with contact with clients received 100 

percent positive response. But 27 respondents revealed they 

dislike person-to-person contact. This means 27 respondents do 

not like interpersonal communication. 
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3. Almost all respondents agreed that the reports they fill out 

are needed. 

4. At least ninety-one percent felt their jobs are rewarding and 

have high prestige in society. 

5. Eighty percent of those who responded indicated positive 

responses to statements about work itself. Only 18 percent 

responded negatively to the statements regarding the work 

itself. 

Communications 

1. At least 40 of the agricultural instructors who responded 

revealed positive response to each of the eight statements. 

2. All respondents knew the goal of the organization and its 

expectations from them. 

3. Forty of the agricultural instructors agreed that they are 

given credit and praise for a job well done. 

4. Eighty-nine percent of total respondents indicated a positive 

response to statements about communications. 

Pay 

1. Agricultural instructors felt their pay was low compared to 

other employees in similar jobs and that they were underpaid 

for the work they do. 

2. About 75 percent of those who responded revealed negative 

feelings to statements about pay. 
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3. Responses to the statements about leave and other benefits were 

non-conclusive. 

Co-Workers 

1. Agricultural instructors revealed the quality of relationships 

between themselves and their co-workers. About 62 percent 

revealed positive responses to statements about co-worker 

relationships. 

2. Statements about the promotion given to others were not satis

factorily accepted by the respondents. They indicated that 

those who were given promotions did not always deserve them. 

In summary, the highest percentage of positive response was at

tributed to statements about communication. The one job factor that 

received the lowest percentage to positive response was pay. At least 

61 percent of the total respondents revealed positive responses to all 

factors except pay. 

Conclusions 

Based upon the finding as presented in this chapter, the 

following conclusions are drawn: 

1. In general, the attitude of agricultural instructors providing 

village level extension services was positive. 

2. Only twenty-eight percent of the agricultural instructors had 

negative attitudes toward their job. 
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3. When comparing the number of respondents by length of service, 

about 78 percent of the respondents were in the group of more 

than five years of service. No differences between the groups 

were isolated. 

4. Agricultural instructors had positive attitudes toward the 

communications factor associated with their job. 

5. Agricultural instructors receive positive intrinsic rewards in 

the work itself. In general, the respondents felt the work 

they did was important. 

6. Agricultural instructors had a positive quality of relationship 

between themselves and their co-workers but as for the state

ment regarding promotion of co-workers, their responses were 

non-conclusive. 

7. Agricultural instructors had positive attitudes toward their 

working conditions. 

8. Agricultural instructors had negative attitudes about their 

pay. 

Recommendations 

Based upon the findings and conclusions of this study the 

author recommends to the Department of Agriculture that: 

1. The administration of the Department of Agriculture should 

reconsider and upgrade the agricultural extension workers pay 

status. 

2. A similar study be conducted in each province. 
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3. A case study of job attitudes in relation to personal charac

teristics of extension personnel should be conducted in each 

province. The purpose of this study would be to further analyze 

interrelationships among personal characteristics and their 

effect on job attitudes. 

4. The administration should use promotional criteria in providing 

promotions. 
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The University of Arizona 
College of Agriculture 

Department of Agricultural Education 

Tucson, Arizona 85721 68 

January 9, 1990 

Dear Agriculture Instructor: 

I am Kandassamy Subramaniam, currently a graduate student in the 
Department of Agricultural Education, The University of Arizona, Tucson. 
I am conducting a study to determine the attitudes of agriculture 
instructors in the northern province of Sri Lanka towards the job in the 
Agricultural Extension Service. 

As an agriculture instructor in the Extension Division of the 
Department of Agriculture, I am soliciting your kind cooperation in 
completing and returning the attached questionnaire to Mrs. G. Sub
ramaniam, Office of the Assistant Director of Agriculture, Kilinochchi. 
She will in turn collect all questionnaires and forward them to me. 

The self-addressed envelope enclosed should be used for your 
convenience to return the completed questionnaire. I do not require 
your name or signature on the returned questionnaire. The number on 
your questionnaire has been assigned only in order to monitor the 
return. 

I assure you of complete confidentiality of the information you 
give. I thank you for your cooperation in advance. I would appreciate 
a reply as soon as possible, but no later than 15th of February 1990. 

Sincerely yours, 

T.K. Subramaniam 
Graduate Student 
Department of Agricultural Education 

David E. Cox 
Associate Professor 
Department of Agricultural Education 
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JOB ATTITUDES SURVEY QUESTIONNAIRE 
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INSTRUCTIONS 

This questionnaire will help us to identify your ideas and opinions about your 

attitudes toward the job an Agricultural Instructor in Sri Lanka. To answer the 

questions, read the question or statement carefully and then mark the choice that 

best suits your actual feeling by circling the correct number. The choices are given 

in numbers 1 - 5 , which are denoted as follows. 

(v) g\efc>tt £. fo lawa .. ' , ft) gt\ srs gj&srt .j9 £&4r-r 

SbcnA<5>rr \_r.p } 2— ̂ g, gt-t C h SM rt> r*u ®> <an<3j ̂fc>,5y 

u isqvk ua jli >351 jfcj  ̂ta-\ »j5~1 n—̂  © ss 3a t-» w — »_ 

f3""J<Srcrr Qb.JrT^JN ^ tjvj 3b —1— . ai jfoi-srT T^viv^ Obrri—fJi*>-

1. Strongly agree-SA ^ vr\ £ .pa 

2. Agree-A ra 73 <-m 

3. Disagree-DA e>vsV--<-p 

4. Strongly disagree-SD p • ^9*"* Ik •-£» ---"v 

5. Not applicable-NA i~ --j 

Example: If you strongly agree with the statement, given> circle the number 

1, if you disagree, circle the number 3 and so on. If a question does not apply to 

your job, circle 5. Please complete all questions. Your answer will be held extremly 

confidential. Place in the self-addressed envelope and return 

2  • ^ f c p ' t x o :  _  ^ * 3  w i  q i  ei~\ ifc <j=> v* 1— »sr\pi 

(gKro/vjOj 'p. Q ̂ Q. &bO firri I HiTV } iM ab >5^V-i- l 5® 

rti rs cj-, 3 ̂  © tso (t»j 

<5-- V-» 5" VIU—V_^L_- ,  y - i .  
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Questions S A A  D S D N A  

1. I have a most interesting and rewarding job. 

2. My job has high prestige in society. 

3. I feel I have been adequately trained for my job. 

4. I often feel worn out and tired on my job. 

5. I am given credit and praise for job well done. 

6. My job is often dull and monotonous. 

7. Poor working conditions keeps me from doing a 

good job (area, illiterate community). 

8. My pay is adequate to live comfortably. 

9. I have a dead end job. 

10. I do not like a person to person 

individual contact basis. 

11. For my kind of job the working conditions are satisfactory. 

12. I am underpaid for the work I do. 

13. The people who get promotion usually deserve 

the promotion. 

14. I know how my job fits in the overall goal of 

my organization. 

15. I can be sure of my job security as long as 

I do a good job. 

16. I feel I am really doing something worthwhile. 

17. Personnel evaluation helps to improve my job. 

18. I plan on staying in this job until I retire. 

19. I wish I could do more for my client families. 

20. My job provides excellent opportunity to 

serve the community. 

21. I would rather work in the office than in the field. 

22. My supervisor expects more work from me. 

23. I am satisfied with our leave and employee benefits. 
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4 
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4 
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4 

4 
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4 

4 

5 

5 

5 
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5 

5 

5 

5 

5 

5 

5 

5 

2 3 4 5 

2 3 4 5 

5 

5 

5 

5 

5 

5 

5 

5 

5 



24. I am proud of working in extension . 

25. I have freedom on the job to use my 

own judgement. 

26. My boss listens to my suggestions. 

27. I always know how I am doing in my job. 

28. There are too many unnecessary reports to 

be prepared. 

29. I have little opportunity to use my maximum 

ability in the program. 

30. In my opinion the pay in extension is lower 

than that of other similar jobs. 

31. The longer you work for extension the more you 

feel you belong. 

32. I wish my boss would give me more direction. 

33. I feel that I can cope with problems quite easily. 

34. I know what is expected of me. 

35. I understand the goal of extension. 

36. Extension ignores my suggestions and complaints 

37. The reports I fill out are needed. 

38. I really like the contact I have with my clientele. 

39. The people I work with help each other. 

40. The people I work with think they run the 

program. 

41. Too much of traveling often makes me tired. 
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General information. 

Circle the one response to each question,which most clearly describes your work

ing situation. 

1. How long have you been in extension work. 

1. Less than 5years/5 years. 

2. More than 5years. 

2. Your working district. -

1. Vavuniya. 

2. Mannar. 

3. Mullaitivu. 

4. Kilinochch. 

5. Jaffna. 
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RESULT OF TABULATION 

1. I have a most interesting and 
rewarding job. 

2. My job has high prestige in society. 

3. I feel I have been adequately 
trained for my job. 

4. I often feel worvi out and tired on 
my job. 

5. I am given credit and praise for 
job well done. 

6. My job is often dull and monotonous. 

7. Poor working conditions keeps me 
from doing a good job (area 
illiterate community). 

8. My pay is adequate to live 
comfortably. 

9. I have a dead end job. 

10. I do not like a person to person 
individual contact basis. 

11. For my kind of job the working 
conditions are satisfactory. 

12. I am underpaid for the work I do. 

13. The people who get promotion 
usually deserve the promotion. 

14. I know how my job fits in the 
overall goal of my organization. 

15. I can be sure of my job security 
as long as I do a good job. 

SA A D SD NA 

25 33 2 _ 

25 30 5 

24 33 3 

4 22 25 8 1 

10 30 18 1 1 

11 26 18 5 

4 33 18 3 2 

1 4 19 35 1 

7 38 10 5 

4 23 26 6 1 

1 37 18 2 2 

21 23 12 2 2 

8 20 25 7 

12 45 2 1 

21 31 3 1 4 
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16. I feel I am really doing something 
worthwhile. 

17. Personnel evaluation helps to 
improve my job. 

18. I plan on staying in this job 
until I retire. 

19. I wish I could do more for my 
client families. 

20. My job provides excellent 
opportunity to serve the 
community. 

21. I would rather work in the office 
than in the field. 

22. My supervisor expects more work 
from ne. 

23. I am satisfied with our leave 
and employee benefits. 

24. I proud of working in extension. 

25. I have freedom on the job to 
use my own judgment. 

26. My boss listens to my suggestions. 

27. I always know how I am doing 
in my job. 

28. There are too many unnecessary 
reports to be prepared. 

29. I have little opportunity to 
use my maximum ability in the 
program. 

30. In my opinion the pay in 
extension is lower than that 
of other similar jobs. 

31. The longer you work for extension 
the more you feel you belong. 

26 34 — — -

25 35 

21 30 7 2 

14 45 1 

25 35 

14 6 37 15 2 

14 44 2 

1 29 21 8 

27 33 

15 35 10 

13 40 7 

15 45 

2 28 23 3 4 

3 30 24 3 

19 33 7 1 

11 45 2 2 
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32. I wish my boss would be me 
more direction. 

33. I feel that I can cope with 
problems quite easily. 

34. I know what is expected of me. 

35. I understand the goal of extension. 

36. Extension ignores my suggestions 
and complaints. 

37. The reports I fell out are needed. 

38. I really like the contact I have 
with my clientele. 

39. The people I work with help each 
other. 

40. The people I work with think 
they run the program. 

41. Too much of traveling often 
makes me tired. 

Total 

General Information 

Circle the one response to each question which most clearly 
describe your working situation. 

1. How long have you been in extension? 

1. Less than 5 years/5 years. 13 

2. More than 5 years. 47 

2. Your working district: 

1. Vavuniya 9 

2. Mannar 16 

3. Mullaitivu 14 

4. Kilinochchi 9 

5. Jaffna 12 

8 44 8 

11 45 4 

10 50 

19 40 1 

1 12 43 4 

5 54 1 

12 45 2 1 

12 43 4 1 

6 36 16 2 

6 40 8 5 1 

481 1338 466 136 39 
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