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ABSTRACT
The study investigates the constraints and suggestions affecting the job competence and satisfaction of Agricultural Extension Officers (AEOs) in Nalgonda District, Telangana, employing an ex-post facto research design. Data were gathered from 120 AEOs across 31 mandals using a structured interview schedule. Major constraints identified include excessive workloads (90.83%), inadequate salaries (80.00%), farmers’ preference for subsidies over technology (77.50%), political interference (71.61%), insufficient training opportunities (67.50%), and inadequate infrastructure facilities (60.83%). Respondents suggested addressing these challenges by increasing salaries (80.00%), reducing workloads (70.00%), providing seasonal training programs (63.33%), enhancing infrastructure like transport and office facilities (46.66%), and minimizing political interference (51.66%). The study underscores the urgent need for policy interventions to improve job satisfaction, professional development, and operational efficiency of AEOs, ultimately strengthening agricultural extension services and their impact on farming communities.
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1. INTRODUCTION

Agricultural Extension Officers (AEOs) are key actors in the agricultural development process, serving as the link between research institutions, policymakers, and the farming community. Their role involves transferring scientific knowledge, introducing improved agricultural technologies, and guiding farmers on recommended practices. In this way, extension officers contribute significantly to enhancing farm productivity, supporting farmers’ decision-making, and promoting sustainable agricultural development (Sandhu & Singh, 2024). The efficiency of extension systems largely depends on the competence and job satisfaction of these officers, as these factors directly affect the quality and impact of services provided to farmers.
Job competence is the combination of knowledge, skills, abilities, and professional attitudes that enable extension officers to perform their responsibilities effectively. It includes technical expertise in crop production, soil and water management, pest and disease control, climate-smart agriculture, and market-oriented advisory services. In addition, it encompasses communication skills, problem-solving ability, and the capacity to provide location-specific recommendations to farmers. Recent studies highlight that professional competence is closely linked to access to regular training, exposure to modern agricultural technologies, and opportunities for capacity building (Gajendra et al., 2025). When extension officers possess high competence, they can respond efficiently to farmers’ challenges, foster faster adoption of improved practices, and ensure successful implementation of extension programmes.
Job satisfaction is equally important for the performance of extension personnel. It reflects the extent to which officers feel motivated, fulfilled, and committed to their work. Factors such as workload, working conditions, remuneration, promotional opportunities, recognition, and organizational support influence their satisfaction. Studies indicate that many extension officers experience moderate to low levels of job satisfaction due to high workload, limited incentives, lack of recognition, and unclear career pathways (Hingonekar et al., 2025). Low job satisfaction can reduce motivation, increase stress, and negatively affect the delivery of extension services.
In recent years, the role of extension officers has expanded beyond traditional technology transfer. They are increasingly expected to provide advice on market linkages, digital tools, climate-resilient practices, and participatory farmer training programmes. These added responsibilities make competence and satisfaction even more critical. When extension officers lack adequate training, resources, and institutional support, their ability to fulfill these expanded roles is limited, which can reduce the effectiveness of extension programmes and slow the adoption of new technologies among farmers.
The coordination between research institutions and extension agencies also plays a key role in enhancing the performance of extension personnel. Weak linkages often result in delayed or incomplete transfer of location-specific technologies, leaving field-level officers without the latest knowledge and tools to guide farmers effectively (Swanson & Rajalahti, 2010). Strengthening these linkages ensures that extension officers receive timely and relevant updates, enabling them to deliver high-quality advisory services.
Understanding the constraints affecting job competence and job satisfaction is essential for improving the efficiency of agricultural extension systems. Targeted training, capacity-building initiatives, adequate resources, institutional support, and recognition of performance can enhance both competence and satisfaction. Competent and motivated extension officers are more likely to engage proactively with farmers, promote technology adoption, and contribute to sustainable agricultural development. Conversely, unaddressed constraints can weaken extension delivery, slow innovation adoption, and reduce the overall impact of agricultural programmes (Sandhu & Singh, 2024; Gajendra et al., 2025; Hingonekar et al., 2025).
2. METHODOLOGY 
An Ex-post facto research design was adopted for the study. The State of Telangana was chosen since the researcher was familiar with local language and culture. Nalgonda District of Telangana state was selected since it is the largest district and consists of the highest number of agricultural extension officers. The study covered all 31 mandals of Nalgonda district, selecting 120 Agricultural Extension Officers from the Agriculture Department using a disproportionate random sampling method. The data from the respondents was collected with the help of an interview schedule. The data collected was analysed and interpretations were drawn based on results. The suitable statistical techniques were used for analysis of data.

3. RESULTS AND DISCUSSION
	The data was collected from the respondents on constraints and suggestions were analyzed, interpreted, and accordingly the following results and conclusion were drawn.

3.1 Constraints faced by Agricultural Extension Officers
[bookmark: _Hlk73273076]The analysis of the data table 1 reveals a variety of institutional, organizational, and personal challenges that impede the effective performance of AEOs. Among these, workload emerged as the most pressing issue. A vast majority of officers (90.83%) reported excessive workloads that not only restrict their time for field visits and advisory services but also limit opportunities for skill enhancement and professional development. Heavy workload has been widely recognized as a primary source of stress, reducing motivation and efficiency among extension personnel (Gupta et al., 2024; Hingonekar, Ahire & Dhadwad, 2025).
Another significant constraint is inadequate financial remuneration. About 80.00% of the respondents expressed dissatisfaction with their salary structures, highlighting that low pay is a demotivating factor and negatively influences retention. Comparisons with other rapidly growing job markets exacerbate feelings of underappreciation and reduce morale, ultimately affecting the quality of services provided. Research has consistently shown that compensation and incentives are key determinants of job satisfaction among extension professionals and directly influence their commitment and performance (Sandipamu & Sreedaya, 2022; Omoregbee & Koyenikan, 2022).
A third major challenge identified by the officers is insufficient training and professional development opportunities. Approximately 67.50% of respondents reported that a lack of periodic and structured training programs limits their ability to stay updated with modern agricultural technologies and innovative practices. Training gaps prevent officers from effectively communicating advanced techniques to farmers and reduce their confidence in providing advisory services. Studies indicate that continuous capacity building and skill enhancement are critical for maintaining the competence and efficacy of extension staff (Rohit et al., 2024; Sandipamu & Sreedaya, 2022).
Infrastructure and logistical support were also reported as significant constraints. Around 60.83% of respondents indicated that inadequate office facilities, such as furniture, storage, and basic amenities, hinder the smooth execution of their duties. Similarly, 32.50% highlighted the lack of transportation facilities as a barrier to conducting field visits, attending meetings, and providing timely guidance to farmers. The absence of essential resources, including computers and ICT tools (29.16%), further limits their ability to document activities, communicate effectively, and disseminate information efficiently. The role of adequate infrastructure and logistical support in improving extension services has been emphasized in previous studies, highlighting its direct influence on job satisfaction and performance (Rohit et al., 2024; Sandipamu & Sreedaya, 2022).
The extension work environment is further complicated by political and bureaucratic interference. Approximately 71.61% of respondents reported that undue political influence affects the implementation of programs and schemes, creating insecurity and limiting their operational autonomy. Officers often face pressure to meet targets that are not aligned with field realities, compromising their ability to provide unbiased and effective advice to farmers. Organizational and policy constraints, including administrative interference, have been documented to negatively impact the performance and morale of extension personnel (Omoregbee & Koyenikan, 2022).
Limited career growth and promotion opportunities were also cited as constraints, with 49.16% of officers noting that lack of clear pathways for advancement reduces motivation and job satisfaction. This challenge is compounded by inadequate guidance from superiors (13.30%) and insufficient cooperation among colleagues (7.50%), both of which can create an unsupportive work environment. Studies have demonstrated that opportunities for career progression, mentorship, and inter-departmental cooperation are critical factors that influence the effectiveness and satisfaction of extension officers (Gupta et al., 2024; Hingonekar, Ahire & Dhadwad, 2025).
Farmer-related constraints also pose challenges to the effective delivery of extension services. About 77.50% of respondents observed that farmers are often reluctant to adopt modern technologies, prioritizing subsidies and input support over scientific recommendations. Additionally, 44.16% reported a lack of cooperation from farmers during campaigns, demonstrations, and exhibitions. These behavioral and attitudinal factors can reduce the impact of extension programs and demotivate officers. Similar findings have been reported in studies examining technology adoption and farmer-extension interactions, emphasizing the need for effective communication strategies and participatory approaches (Rohit et al., 2024).
Lastly, increased documentation requirements, reported by 40.83% of respondents, reduce the time available for field-level advisory work. Other less frequently reported issues include lack of recognition for their contributions (23.33%) and inadequate provision of guidance during program execution (13.30%). While these challenges are less prevalent, they still contribute cumulatively to lower job satisfaction and reduced motivation among AEOs.
Table 1. Constraints faced by Agricultural Extension Officers
	S. No.
	         Category
	    Respondents (n=120)
	
Ranking

	
	
	Frequency
	Percentage
	

	1
	[bookmark: _Hlk73272813]Lack of proper knowledge of ICT utilization
	    59
	    49.16
	IX

	 2
	[bookmark: _Hlk73272707]Lack of proper training programmes
	     81
	     67.50
	V

	[bookmark: _Hlk73272883] 3
	Lack of good communication skills 
	     16
	     13.30
	     XV

	4
	[bookmark: _Hlk73272978]Lack of time to implement the new programmes and schemes
	     49
	40.83
	XI

	5
	[bookmark: _Hlk73273050]Lack of proper co-operation between colleges
	      9
	7.50
	XVI

	6
	[bookmark: _Hlk73272754]Lack of support from different departments in local areas
	      71
	59.16
	VII

	7
	[bookmark: _Hlk73272993]Farmers are not adopting practice which were recommended by you
	     32
	26.66
	XII

	[bookmark: _Hlk73272597]8
	Farmers are more interested in subsidy and inputs rather than technology and information related to crop
	     93
	77.50
	III

	9
	[bookmark: _Hlk73272652]Political interference in implementing schemes and programmes
	      86
	71.61
	IV

	10
	[bookmark: _Hlk73272782]Lack of cooperation from farmers
	      53
	44.16
	X

	11
	[bookmark: _Hlk73272867]No proper recognitions for your work
	      28
	23.33
	XIII

	12
	Getting very low salary
	      96
	80
	II

	13
	[bookmark: _Hlk73272723]Lack of infrastructure facility and transport facility
	      73
	60.83
	VI

	14
	Having so much of work load on Agricultural Extension Officers
	      109
	90.83
	I

	15
	[bookmark: _Hlk73272841]Restricted to Agricultural Extension Officer job without any promotion
	63
	      52.5
	VIII

	16
	[bookmark: _Hlk73273021]No proper guidelines from superiors
	       21
	      17.5
	XIV



3.2 Suggestion to the constraints faced by Agricultural Extension Officers
         The suggestion provided by Agricultural Extension Officers to overcome constraints affected their job competence and job satisfaction levels were represented in the Table 2.
Table 2. Suggestion to the constraints faced by Agricultural Extension Officers
	Sl. No
	Category
	    Respondents (n=120)
	Ranking

	
	
	Frequency
	Percentage
	

	1
	Increase the salary scale of Agricultural Extension Officers
	     96
	80.00
	I

	2
	Provide audio visual aids for conducting training programs
	      68
	56.66
	IV

	3
	Free from political interference 
	       62
	51.66
	V

	4
	Decrease the workload on Agricultural extension Officers
	       84
	70.00
	II

	5
	Reduce other department works
	        56
	50.47
	VI

	6
	Provide separate chair, table, and alamar in the office 
	42
	46.66
	VII

	7
	Provision of transport facilities
	39
	32.50
	VIII

	8
	Provide training programs seasonally
	76
	63.33
	III

	9
	Provide computer system in the office
	35
	29.16
	IX


         
The findings from Table 2 reveal several key suggestions provided by Agricultural Extension Officers to improve their working conditions, job satisfaction, and overall performance. The most prominent suggestion, reported by 80.00% of respondents (Rank I), was the need for an increase in salary scale. Officers highlighted that current remuneration does not adequately reflect their responsibilities, workload, or contribution to the agricultural sector. Low compensation has long been recognized as a major factor affecting motivation, retention, and overall satisfaction of extension personnel. Research indicates that competitive salary structures are essential for attracting skilled professionals and maintaining their commitment to extension services (Sandipamu & Sreedaya, 2022; Omoregbee & Koyenikan, 2022). The disparity between their pay and other emerging job markets further contributes to demotivation, as observed in 52.50% of respondents. This indicates that financial incentives, coupled with career growth opportunities, are critical to sustaining a motivated workforce in agricultural extension.
Closely following salary concerns, 70.00% of respondents (Rank II) emphasized the need for a reduction in workload. Extension officers often juggle multiple responsibilities, including field visits, documentation, farmer training, and administrative duties. Such heavy workloads restrict the time available for capacity building, skill enhancement, and personal development. High workload has been consistently linked to work stress, decreased efficiency, and reduced job satisfaction among extension personnel (Gupta et al., 2024). By managing and distributing tasks more effectively, officers would be able to focus on their core extension responsibilities, thereby improving both service delivery and professional well-being.
Another significant suggestion, reported by 63.33% of respondents (Rank III), was the introduction of seasonal or regular training programs. Officers expressed the need for continuous professional development to keep pace with modern agricultural technologies and evolving farming practices. Studies demonstrate that structured and frequent training enhances technical competence, confidence, and the ability to communicate complex information to farmers effectively (Rohit et al., 2024). In line with this, 56.66% of officers (Rank IV) suggested the provision of audio-visual aids and other instructional materials to support training programs. The availability of such resources improves the learning experience, facilitates practical demonstrations, and ensures that knowledge gained during training is effectively applied in the field (Sandipamu & Sreedaya, 2022).
The organizational environment and administrative freedom were also highlighted as important factors affecting job performance. A total of 51.66% of respondents (Rank V) advocated for the freedom to perform their duties without political interference. Excessive political and bureaucratic influence can hinder effective program implementation, create uncertainty, and negatively impact officer morale (Omoregbee & Koyenikan, 2022). Additionally, 50.47% of respondents suggested that extension officers should not be assigned tasks from other departments, as role overload and diversion from core responsibilities reduce efficiency and job satisfaction (Gupta et al., 2024).
Infrastructure and logistical support emerged as another critical area of concern. About 46.66% of respondents (Rank VI) emphasized the need for basic office facilities such as chairs, tables, and almirahs. Adequate infrastructure provides a conducive work environment and supports routine administrative and extension activities. Similarly, 32.50% of officers (Rank VII) requested transportation facilities to enable field visits and effective farmer engagement, while 29.16% (Rank VIII) suggested the provision of computers and ICT tools to facilitate documentation, communication, and the dissemination of agricultural knowledge. Research has consistently shown that insufficient infrastructure and lack of logistical support limit the effectiveness of extension services and negatively affect job satisfaction (Sandipamu & Sreedaya, 2022; Rohit et al., 2024).
Collectively, these findings highlight that improving the efficiency and satisfaction of Agricultural Extension Officers requires a multifaceted approach. Addressing financial incentives through salary enhancement, reducing workload, providing continuous training opportunities with supportive learning resources, ensuring administrative freedom, and improving infrastructure are all critical steps. Moreover, aligning compensation with market trends and creating clear pathways for career growth would further strengthen motivation and retention. These recommendations are consistent with research emphasizing that job satisfaction, professional competence, and organizational support are interlinked factors that significantly influence the performance of extension personnel (Sandipamu & Sreedaya, 2022; Gupta et al., 2024; Rohit et al., 2024; Omoregbee & Koyenikan, 2022). Implementing these measures would not only improve the well-being of extension officers but also enhance the quality and impact of agricultural extension services, ultimately contributing to more sustainable and productive farming systems
4. CONCLUSION
Agricultural Extension Officers (AEOs) in Nalgonda District play a crucial role in supporting farmers and implementing agricultural programs. However, their effectiveness is significantly hampered by challenges such as excessive workloads, inadequate salaries, and limited resources. The reluctance of farmers to adopt advanced technologies and the interference of external factors like political influences further exacerbate their difficulties. To overcome these challenges, it is essential to prioritize measures such as increasing salaries, reducing workloads, and providing regular training programs to enhance their skills and knowledge. Additionally, improving infrastructure, transport facilities, and inter-departmental coordination can empower AEOs to perform their duties more effectively. Addressing these constraints will not only boost the competence and satisfaction of AEOs but also ensure the efficient delivery of agricultural extension services, ultimately contributing to the development of the farming community and the agricultural sector in Nalgonda District.
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