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Profile Characteristics of Agricultural Extension Officers of in Nalgonda district of Telangana State
ABSTRACT
The present study was undertaken to assess the profile characteristics of agricultural Extension officers working in Nalgonda district of Telangana state’ with sample sizes of 120 Agricultural Extension Officers from the various Mandal of Nalgonda district. The data was collected with the help of an interview schedule prepared for the study. The results indicate that majority of Agricultural Extension Officers were belongs to young age (80.84%), educational qualification is diploma (43.34%), job experience (73.34%) between 1.8 to 6.6 years, training received (61.67%) between 4 to 10 weeks, health (48.34%) had good health, medium level of job stress (58.34%), medium level of aspiration (62.50%), medium level of Achievement Motivation (66.64%) medium level of job commitment (62.50%), medium level of Mass media exposure (55.84%). 
Key words: Profile, Agricultural Extension Officers, Department of  Agriculture, Farmers
Introduction
Agricultural extension is widely recognized as a critical instrument for promoting agricultural growth, improving farm productivity, and enhancing the livelihoods of farming communities. In developing agrarian economies, extension services serve as an essential link between agricultural research systems and farmers by facilitating the dissemination of scientific knowledge, improved technologies, and recommended practices. The success of agricultural development programmes therefore depends largely on the competence and effectiveness of agricultural extension personnel who operate at the grassroots level.
Agricultural Extension Officers function as frontline professionals responsible for guiding farmers in adopting improved crop production technologies, resource-conserving practices, and climate-resilient farming systems. Their role extends beyond technology transfer to include advisory support on soil and water management, plant protection, input use, post-harvest practices, and market-oriented agriculture. They also play a significant role in implementing government-sponsored agricultural schemes, organizing trainings and demonstrations, and strengthening farmer participation in developmental programmes. Effective extension personnel are central to improving farmers’ decision-making capacity and accelerating technology adoption (Swanson & Rajalahti, 2010).
The performance of Agricultural Extension Officers is not solely determined by their technical knowledge but is also shaped by their personal, psychological, and organizational characteristics. Human behaviour, encompassing knowledge, skills, attitudes, motivation, and role perception, influences an individual’s ability to perform assigned duties effectively and manage professional challenges (Shermon, 2004). Studies have reported that extension officers with higher levels of achievement motivation, job commitment, and positive attitude towards extension work exhibit better job performance and service delivery (Mishra et al., 2011). Furthermore, a supportive organizational climate marked by job involvement and satisfaction enhances the efficiency and effectiveness of extension personnel (Sarnaik et al., 2020).
Conversely, inadequate promotional opportunities, unsatisfactory remuneration, and unfavourable working conditions have been found to negatively affect job satisfaction and morale among extension personnel, ultimately reducing the quality of extension services delivered to farmers (Olatunji et al., 2015). In the context of increasing challenges such as climate change, resource constraints, and market uncertainties, the role of Agricultural Extension Officers has become more demanding, necessitating a deeper understanding of their profile characteristics. Hence, the present study focuses on analyzing the profile characteristics of Agricultural Extension Officers to strengthen extension service delivery and enhance agricultural development outcomes. The findings of this manuscript will provide empirical insights to policymakers and extension administrators for strengthening institutional support and optimizing the performance of extension personnel at the grassroots level. Ultimately, the study contributes to improving the quality of extension service delivery, thereby supporting sustainable agricultural development and farmers’ livelihoods
Methodology 
The present study adopted an ex-post facto research design, as the variables under investigation had already occurred and were beyond the direct control of the investigator. The study was conducted in the Nalgonda district of Telangana state and Nalgonda district was chosen purposively for the study as the investigator hails from Nalgonda district of Telangana state. A total 120 Agricultural Extension Officers working in various Mandal Agricultural Offices of Nalgonda district constituted the sample for the study. The respondents were selected using a simple random sampling technique, ensuring equal opportunity for all eligible Agricultural Extension Officers to be included in the study and minimizing sampling bias. Primary data were collected from the selected respondents using a well-structured and pre-tested interview schedule. The collected data were carefully scrutinized, coded, and tabulated for systematic analysis. Appropriate statistical tools and techniques, such as frequency, percentage, mean, and standard deviation, were employed to analyze the data and to draw meaningful inferences. These statistical measures helped in understanding the distribution, central tendency, and variability of the data. The analyzed results were interpreted and presented in a clear and concise manner through tables and descriptive explanations, enabling effective understanding of the findings and facilitating valid conclusions
Results and Discussion
The profile characteristics of Agricultural Extension Officers examined in the present study included age, educational qualification, job experience, training received, health status, job stress, level of aspiration, achievement motivation, job commitment, mass media exposure, job competence, and job satisfaction. Data pertaining to these variables were systematically collected, analysed, and interpreted. The results of the analysis are presented in Table 1.
Table 1: The Profile of Agricultural Extension Officers working in Nalgonda district
	S.No
	Characteristics
	Category
	(f)
	(%)

	1
	Age
	Young (Up to 35)
	97
	80.84

	
	
	Middle (36 to 50)
	23
	19.16

	
	
	Old (51 and above)
	0
	0.00

	2
	Educational qualification
	Diploma (Agricultural Polytechnic)
	52
	43.34

	
	
	Degree (B.Sc. (Agri).)
	45
	37.50

	
	
	Postgraduation (M.Sc. (Agri).)
	23
	19.16

	
	
	Doctorate (Ph.D. (Agri))
	0
	0.00

	3
	Job experience
	(Up to 1.7 Years)
	15
	12.50

	
	
	(1.8 to 6.6 years)
	88
	73.34

	
	
	(above 6.7 years)
	17
	14.16

	4
	Training 
	Low (Up to 3 weeks)
	22
	18.33

	
	
	Medium (4 to 10 weeks)
	74
	61.67

	
	
	High (11 weeks and above)
	24
	20.00

	5
	Health
	Moderate health (Up to 5.34)
	22
	18.33

	
	
	Good health (5.35 to 8.87)
	58
	48.34

	
	
	Very good health (8.88 and above)
	40
	33.33

	6
	Stress 
	Low stress (Up to 30.70)
	19
	15.83

	
	
	Medium stress (30.71 to 42.47)
	70
	58.34

	
	
	High stress (42.48 and above)
	31
	25.83

	7
	Level of aspiration
	Low (Up to15.58)
	20
	16.66

	
	
	Medium (15.59to 23.91)
	75
	62.50

	
	
	High (above 23.92)
	25
	20.84

	8
	Achievement motivation
	Low (Up to 15.18)
	22
	18.33

	
	
	Medium (15.19to 24.17)
	80
	66.67

	
	
	High (24.18 and above)
	18
	15.00

	9
	Job commitment 
	Low (Up to 32.49)
	22
	18.33

	
	
	Medium (32.50 to 44.32)
	75
	62.50

	
	
	High (44.33 and above)
	23
	19.17

	10
	Mass media exposure
	Low (Up to 9.17)
	28
	23.33

	
	
	Medium (9.18 to 13.92)
	67
	55.84

	
	
	High (13.93 and above)
	25
	20.83

	11

	Job Competence
	Low (Up to 177.48)
	24
	20.00

	
	
	Medium (177.49 to 202.53)
	78
	65.00

	
	
	High (202.54 And above)
	18
	15.00

	12
	Job satisfaction 
	Highly satisfied (Up to142.34)
	21
	17.50

	
	
	 Moderately satisfied (142.35 to 174.07)
	79
	65.84

	
	
	Un satisfied (174.08 and above)
	17
	14.16



Age. Indicates that a large percentage of Agricultural Extension Officers (80.84%) belongs to the young age group followed by the middle age group (19.16%) and none of the Agricultural Extension Officers belonged to the old age group respectively.
       The majority of Agricultural Extension Officers were found to have age less than 35 years. This could be due to the recent recruitment of Agricultural Extension Officers in a large number by the government of Telangana State. The finding of the current investigation were supported by study conducted by Raksha (2014).
Educational qualification. shows that a large percentage of Agricultural Extension officers (43.34%) pursued agriculture diploma while 37.50 per cent of respondents have pursued up to B.Sc (Agri) and remaining 19.16 per cent had pursued education up to M.Sc (Agri).
         Thus, it can be concluded that the majority of respondents were educated up to diploma in agriculture, which is basic requirement of the job. This might be due to diploma students were more interested to join as Agricultural Extension Officers compared to others students who had degree, postgraduation degree and doctorate degree in agriculture, whereas individuals with higher educational qualifications often look for better opportunities in the agriculture professional, research, academic, and administrative jobs. The similar findings of the study were reported by Patel (2012).
Job experience. It was evident that nearly three fourth of Agricultural Extension Officers (73.34 %) had 1.8 to 6.6 years of experience while 14.16 per cent had job experience of more than and equal to 6.7 years and the remaining 12.50 per cent of Agricultural Extension officers had less than 1.7 years of job experience.
         Thus it can be concluded that the majority of Agricultural Extension Officers had less than and equal to 6.6 years of job experience. The reason could be due to the recent recruitment of Agricultural Extension Officers in a large number by the government of Telangana state due to which Agricultural Extension Officers had less experiences. The Similar results were recorded by Khadayata (2018).

Training received. It is evident that a greater percentage of Agricultural Extension officers (61.67%) had undergone the training period in between 4 to 10 weeks whereas 18.33 per cent had undergone the training period less than and equal to 3 weeks per cent and 20.00 per cent had undergone a training period of more than and equal to 11 weeks respectively.
        It was concluded from the Table 1 that majority of Agricultural Extension Officers had undergone a medium level of training period. Based on the findings, it is suggested that regular and need-based training programmes should be provided to Agricultural Extension Officers to improve their knowledge and skills. Officers who received shorter training duration should be given additional refresher trainings. The training programmes should focus more on practical field exposure along with relevant technical aspects. Continuous training will help the officers perform their duties more effectively and confidently at the field level.
Health. It is evident from the Table 1 that 48.34 percent of Agricultural Extension officers had good health conditions whereas 33.33 per cent and 18.33 per cent of Agricultural Extension officers had very good health conditions and moderate health conditions respectively.
The majority of the Agricultural Extension Officers were found to have good to very good health conditions, which may be attributed to the fact that most of the respondents belonged to the young age category and were physically strong with better immunity levels. Regular field activities, frequent movement and active engagement with farmers may have contributed to maintaining their physical fitness. In addition, awareness about health, access to basic medical facilities and comparatively fewer chronic health problems at a younger age could also be responsible for their good health status. These findings were in conformity with the studies conducted by Jayasingh (2019) and Kusumalatha et al. (2021).
Job stress. It is evident that greater percentage of Agricultural Extensions officers (58.34%) had faced the medium level of job stress in the organisation whereas 25.83 per cent and 15.83 per cent had faced the high level and low level of job stress in the organisation respectively.
        Most of the Agricultural Extension officers had a medium level of job stress. This might be due to the low experience, inadequate infrastructure, and unfavourable working conditions. Heavy workload, multiple responsibilities, tight deadlines, and limited time and resources further add to stress. Frequent field visits, pressure to meet targets, documentation work, and coordination with farmers and officials also contribute significantly. Therefore, it is suggested that the department and government should take measures to reduce job stress by improving working conditions, providing adequate infrastructure, rationalizing workload, offering time management and stress-relief training, and ensuring supportive supervision. Regular counselling sessions, flexible work schedules and incentives for good performance may also help in lowering stress and enhancing the overall efficiency and well-being of Agricultural Extension Officers.
 Level of aspiration. It is clear that more than three-fifth of Agricultural Extension Officers (62.50%) had a medium level of aspiration followed by 20.84 per cent and 16.66 per cent had a high and low level of aspiration, respectively. 
         It could be concluded that majority of Agricultural Extension Officers had shown a medium level of aspiration.  This might be because, most of them were diploma holders as they cannot get promotions due to the lack of agricultural B.Sc. (Agri) degree. Therefore, it is suggested that promotion policies may consider work experience and performance, or provide opportunities for in-service education to pursue B.Sc. The similar results were recorded by Prodhan and Afrad (2014).
Achievement motivation.  It is evident that the majority of Agricultural Extension Officers (66.67%) had a medium level of achievement motivation followed by 18.33 per cent had a low level of achievement motivation respectively. Whereas 15.00 per cent had a high level of achievement motivation.
       It clearly states that the majority of Agricultural Extension Officers had a medium level and very few had a high level of achievement motivation. This might be due to the lack of opportunities for Agricultural Extension Officers to set their goals, less promotional opportunities, more over goals/tasks were set by the Agricultural Department, not by the individual Agricultural Extension Officers. Hence, it is suggested that suitable reward and incentive systems, including recognition for good performance, may be introduced to motivate officers and enhance their achievement motivation.

Job commitment, It was observed from above data that majority of Agricultural Extension Officers (62.50%) had a medium level of job commitment whereas 19.17 per cent had a high level of job commitment while 18.33 per cent had a low level of job commitment.
      It could be concluded that majority of Agricultural Extension Officers had a medium level and very few had a high level of job commitment this might be due to the Agricultural Extension Officers who had B.Sc (Agri) and M.Sc (Agri) were moderately committed to their AEO jobs because as they were eligible for the higher post in Agricultural Department due to their higher educational qualification. Additionally, expectations for career advancement, aspirations for better positions, and perceived stagnation in the current role may also influence their level of commitment. This observation of the study were supported by the study made by Swati (2019) and Shashidhara (2020).
Mass media exposure.  It is depicted from the above data that above 50 per cent of Agricultural Extension Officers (55.84%) were exposed to medium level of mass media whereas 23.33 per cent and 20.83 per cent of Agricultural Extension Officers had exposed to the low and high level of mass media respectively.
         The majority of the Agricultural Extension Officers had medium-level of mass media exposure this might be due to lack of time, increase in the documentary work and workload. Therefore, it is suggested that the department may facilitate easier access to agricultural mass media sources and allocate dedicated time for information updating. Providing digital tools, mobile-based advisories, and periodic media-oriented training programmes could further enhance their mass media exposure. 
     Job Competence. It indicates from the above that two-third of Agricultural Extension Officers (65.00%) had a medium level of job competence whereas 20.00 per cent of Agricultural Extension Officers had a low level of job competence and the remaining 15.00 per cent had a high level of job competence. 
         It was concluded that the majority of Agricultural Extension Officers had a medium level of job competence due to the moderate training undergone by Agricultural Extension Officers and lack of more experience. In addition, inadequate exposure to advanced agricultural technologies, insufficient hands-on practical training, frequent administrative duties, limited guidance from senior officials, and lack of regular refresher programmes may have constrained the enhancement of their job competence. Furthermore, time constraints and heavy workload often restrict opportunities for skill upgradation and effective field implementation.
Job satisfaction.  It was noticed from the Table 1 that a greater percentage of Agricultural Extension Officers (65.84 %) were moderately satisfied with their job while 17.50 per cent were highly satisfied with their jobs and the remaining 14.16 per cent were unsatisfied with their jobs. 
     It was observed that the majority of Agricultural Extension Officers had a medium level of satisfaction it may be due to due to inadequate working conditions, heavy workload, and excessive documentation responsibilities. Limited opportunities for personal and professional growth, fewer promotional avenues, and insufficient training opportunities further affect their satisfaction levels. In addition, low salary increments, delayed financial benefits, lack of recognition, and poor work–life balance also contribute to moderate job satisfaction. Therefore, it is suggested that the department should improve working conditions, rationalize workload, provide regular training and career advancement opportunities, revise salary and incentive structures, and recognize good performance to enhance overall job satisfaction among Agricultural Extension Officers.
Conclusions
The present study revealed that a majority of the Agricultural Extension Officers belonged to the medium category with respect to their overall profile characteristics. This indicates that while the officers possess an adequate level of personal, professional, and psychological attributes required for effective extension service delivery, there remains considerable scope for further enhancement. The findings suggest that targeted interventions such as regular capacity-building programmes, need-based trainings, motivational strategies, and improved organizational support can significantly improve the profile characteristics of extension officers. Strengthening aspects such as job commitment, achievement motivation, job satisfaction, and professional competence would enable extension officers to perform more effectively and respond efficiently to emerging challenges in agriculture. Therefore, focused policy measures and institutional support aimed at improving the profile characteristics of Agricultural Extension Officers are essential for enhancing the overall effectiveness of the agricultural extension system and for achieving sustainable agricultural development.
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