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Abstract
Agricultural Extension Officers (AEOs) play a pivotal role in promoting agricultural development by facilitating technology transfer and providing advisory services to farmers. The effectiveness of extension services largely depends on the job competence of extension personnel. The present study aimed to assess and compare the job competence of Agricultural Extension Officers using self-assessment  and Supervisor Rating approaches. An ex-post facto research design was adopted, and the study was conducted in Nalgonda district of Telangana state. A total of 120 Agricultural Extension Officers were selected through simple random sampling. Job competence was measured using the scale developed by Reddy (1990) with slight modification, covering ten dimensions: technical knowledge, guidance, communicative ability, adaptability, self-development, creativity, empathy, mental agility, initiative, and judgement. The collected data were analyzed using statistical tools such as frequency, percentage, mean, and mean index to assess the level and dimension-wise distribution of competence. The findings revealed that the majority of Agricultural Extension Officers possessed a medium level of job competence as perceived through self-assessment  (55.84%), Supervisor Rating (57.50%), and overall competence (65.00%). Dimension-wise mean and mean index scores indicated that communicative ability and initiative were the most dominant competencies, whereas self-development and adaptability recorded comparatively lower mean scores. The study highlights the need for continuous capacity-building programmes, need-based training, and professional development initiatives to enhance the competence of Agricultural Extension Officers and strengthen the agricultural extension system
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1. Introduction
Agriculture plays a crucial role in the economic development of India and continues to be a primary source of livelihood for a large section of the population. In Telangana, the agricultural sector significantly contributes to regional development and rural employment (Guntukula, 2017). The effectiveness of agricultural development programmes largely depends on the performance of Agricultural Extension Officers (AEOs), who act as a vital link between research institutions and the farming community. They are responsible for dissemination of technologies, advisory services, implementation of government schemes, and facilitation of farmer-oriented programmes. The success of extension services therefore depends greatly on the professional competence of extension personnel (Rivera and Sulaiman 2009; Nair et al., 2023; Nikam et al., 2023).

Job competence refers to the ability of an individual to effectively perform assigned responsibilities by applying appropriate knowledge, skills, attitudes, and judgment. In the context of agricultural extension, competence is multidimensional and includes technical knowledge, communicative ability, guidance skills, empathy, adaptability, initiative, creativity, and decision-making ability (Aregaw et al., 2023; Shivamurthy & Madhushree, 2023; Movahedi & Nagel, 2025). Studies have reported that higher professional competence among extension personnel leads to improved service delivery and better farmer outcomes (Kusumalatha and Gowda, 2020; Chandhana et al., 2022). With the increasing complexity of agriculture due to technological advancements, climate variability, and market-oriented farming systems, the role of AEOs has expanded, demanding continuous upgrading of competencies (Farshad and Niknami, 2024).

Assessment of job competence is essential for identifying strengths and gaps among extension personnel. Self-assessment  provides insights into individual perceptions of performance, while Supervisor Rating offers a supervisory perspective, enabling a balanced evaluation. Comparative assessment of these approaches helps in identifying discrepancies and planning need-based capacity-building interventions (Nair et al., 2023; Umar et al., 2024; Sari, 2022).

Despite the critical role of AEOs in agricultural development, limited empirical studies have examined their job competence using both self-assessment  and Supervisor Rating methods in Telangana state. Therefore, the present study was undertaken to assess and compare the job competence of Agricultural Extension Officers in Nalgonda district of Telangana using self and superior evaluation techniques.

2. Methodology
The study adopted an ex-post facto research design and was conducted in Nalgonda district of Telangana state. A total of 120 Agricultural Extension Officers were selected through simple random sampling from various Mandal Agricultural Offices.

Job competence was measured by adopting the scale developed by Reddy (1990). Both self-assessment by the Agricultural Extension Officers and Supervisor Rating by their immediate superiors (Mandal agricultural officers/MAO) were used to assess competence. The data were analyzed using frequency, percentage, mean, and mean index. 
The Mean Index was calculated as (Total score obtained / Maximum possible score) × 100 and used for ranking the dimensions of job competence
3. Results and Discussion
 3.1 Item wise analysis of job competence of self-assessment and supervisor rating
The item-wise analysis of job competence indicates considerable agreement as well as certain variations between self-assessment and supervisor rating of Agricultural Extension Officers (AEOs) give in table 1. In self-assessment, AEOs rated “I enthuse farmers to adopt new practices” highest with a mean score of 3.70, and superiors also rated the same statement highest with a mean score of 3.47. The consistent highest ranking of this statement in both assessments indicates that competency under Initiative is strongly expressed and clearly recognized from both perspectives. Similar findings were reported by Reddy (2012) and Kusumalatha and Gowda (2020), who observed that initiative-related competencies play a crucial role in effective extension performance.

Under Communicative Ability, “I can speak in an understandable way” recorded 3.61 in self-assessment and 3.34 in Supervisor Rating, while “I use simple language while writing” scored 3.58 (Self) and 3.33 (Superior), and “I write messages clearly and convincingly” recorded 3.55 (Self) and 3.25 (Superior). The relatively higher mean scores in both ratings indicate that communicative clarity and effective message delivery are well-developed competencies. These findings are in line with Nair et al. (2023), who reported that communication skills significantly influence extension effectiveness and farmer adoption behaviour.

In Empathy, “I understand farmers problems to help them out” obtained 3.53 in self-assessment and 3.33 in Supervisor Rating, while “I appreciate good qualities in others” scored 3.61 (Self) and 3.18 (Superior). Similarly, in Initiative, “I voluntarily involve in helping others” recorded 3.53 (Self) and 3.36 (Superior). The comparatively higher scores in these dimensions indicate strong interpersonal orientation and supportive behaviour among AEOs. Comparable observations were made by Chandhana et al. (2022), who found empathy and proactive engagement as key determinants of extension job performance.

In Judgement and Mental Agility, “I assess relative worth of farmers” recorded 3.38 in self-assessment and 3.43 in Supervisor Rating, while “I relate experience to situations” scored 3.36 (Self) and 3.42 (Superior). These findings suggest alignment between self-perception and supervisory evaluation in competencies related to assessment and experiential application. Similar trends were documented by Sharma and Singh (2021), who emphasized the importance of analytical judgement in field-level extension functioning.

However, comparatively lower mean scores were observed in Self-Development, Adaptability, and Creativity. Under Self-Development, “I am interested in higher studies” recorded 2.45 (Self) and 2.40 (Superior), ranking lowest in both assessments. “I read professional periodicals regularly” scored 2.55 (Self) and 2.64 (Superior), and “I seek solutions to field problems” recorded 3.19 (Self) and 2.51 (Superior), indicating a perceptual gap. Under Adaptability, “I adjust to new work situations” scored 3.08 (Self) and 2.77 (Superior), while in Creativity, “I improvise if arrangements fail” recorded 2.90 (Self) and 2.76 (Superior). These comparatively lower scores suggest limited emphasis on continuous professional updating, adaptability to change, and innovative problem-solving. Similar competency gaps in self-development and adaptability were reported by Nair et al. (2023) and Chandhana et al. (2022), who highlighted the need for structured in-service training and professional enrichment programmes.

The overall pattern indicates that AEOs demonstrate stronger competencies in Communicative Ability, Initiative, Empathy, Judgement, and Mental Agility, while Self-Development, Adaptability, and Creativity require strengthening. The minor differences between self and superior ratings may be attributed to self-perception tendencies and differential evaluation criteria. Therefore, systematic capacity-building interventions focusing on professional updating, adaptive skills, and creativity are essential to enhance overall job competence among AEOs.

Table 1. Item wise analysis of job competence according to Self-Assessment and Supervisor Rating      
	Sl. No
	Statement 
	Self-Assessment (AEO)
	Supervisor Rating (MAO)

	
	
	Mean score
	Rank
	Mean score
	Rank

	I
	Technical Knowledge

	1
	I know important varieties of principal crops
	3.43
	12
	3.08
	28

	2
	I know about better seed selection
	3.22
	38
	3.05
	32

	3
	I know package of practices of major crops
	3.48
	8
	3.22
	14

	4
	I know crop weather relationships
	3.18
	44
	2.96
	40

	5
	I possess know-how on dry farming technology
	3.15
	46
	3.07
	29

	6
	I know trends in marketing
	3.32
	24
	2.97
	39

	II
	Guidance

	1
	I give clear directions on work
	3.39
	17
	2.92
	46

	2
	I supervise regularly till work is over
	3.21
	41
	3.01
	38

	3
	I help farmers when lagging behind
	3.29
	32
	3.27
	11

	4
	I predict future problems to give tips
	3.05
	53
	2.89
	50

	5
	I rectify poor performance of farmers
	3.27
	34
	3.18
	18

	6
	I resolve differences among farmers
	3.25
	36
	3.1
	25

	III
	Communicative Ability

	1
	I write messages clearly and convincingly
	3.55
	5
	3.25
	13

	2
	I can speak in an understandable way
	3.61
	2
	3.34
	5

	3
	I use simple language while writing
	3.58
	4
	3.33
	7

	4
	I sustain interest during talk
	3.46
	11
	3.2
	17

	5
	I use appropriate channel to convey message
	3.4
	16
	2.9
	49

	6
	I allow others to voice ideas
	3.38
	18
	3.12
	22

	IV
	Adaptability

	1
	I identify with farmers’ culture
	3.3
	27
	2.95
	44

	2
	I adjust with different superiors
	3.22
	38
	2.96
	40

	3
	I mingle with farmers
	3.41
	15
	3.12
	22

	4
	I adjust to new work situations
	3.08
	50
	2.77
	56

	5
	I am receptive to innovations
	3.3
	27
	2.92
	46

	6
	I identify with changing objectives
	3.0
	55
	2.87
	52

	V
	Self-Development

	1
	I gain subject matter related to work
	3.3
	30
	2.81
	53

	2
	I read professional periodicals regularly
	2.55
	59
	2.64
	58

	3
	I am interested in higher studies
	2.45
	60
	2.4
	60

	4
	I seek solutions to field problems
	3.19
	42
	2.51
	59

	5
	I undergo in-service training willingly
	3.43
	12
	2.9
	48

	6
	I acquire new skills
	3.33
	22
	3.03
	36

	VI
	Creativity

	1
	I devise novel methods
	3.25
	35
	3.1
	26

	2
	I develop alternative ways of work
	3.33
	22
	3.21
	15

	3
	I improvise if arrangements fail
	2.9
	56
	2.76
	57

	4
	I think of new ways of solving problems
	3.22
	38
	3.13
	21

	5
	I visualise unforeseen deviations
	3.03
	54
	3.03
	36

	6
	I use humor in difficult situations
	3.15
	46
	3.05
	32

	VII
	Empathy

	1
	I appreciate difference of opinion
	3.31
	26
	3.28
	10

	2
	I understand others patiently
	3.3
	27
	3.1
	26

	3
	I understand farmers’ problems
	3.53
	6
	3.33
	7

	4
	I appreciate good qualities in others
	3.61
	2
	3.18
	18

	5
	I understand reasons for failure
	3.07
	51
	3.05
	32

	6
	I understand justification behind wrongdoing
	3.19
	42
	2.96
	40

	VIII
	Mental Agility

	1
	I relate experience to situations
	3.36
	20
	3.42
	3

	2
	I gauge people and motives
	3.28
	33
	3.16
	20

	3
	I generalize and draw inferences
	2.84
	57
	2.8
	55

	4
	I handle difficult situations resourcefully
	3.14
	49
	2.93
	45

	5
	I think of alternative solutions
	3.42
	14
	3.05
	32

	6
	I act based on gravity of situation
	2.84
	57
	2.81
	53

	IX
	Initiative

	1
	I voluntarily involve in helping others
	3.53
	6
	3.36
	4

	2
	I initiate appropriate action
	3.32
	24
	3.32
	9

	3
	I volunteer to shoulder responsibility
	3.47
	9
	3.25
	12

	4
	I encourage farmers to cooperate
	3.47
	9
	3.34
	5

	5
	I do not wait to be reminded
	3.3
	30
	3.2
	16

	6
	I enthuse farmers to adopt practices
	3.7
	1
	3.47
	1

	X
	Judgement

	1
	I weigh alternatives before opting
	3.23
	37
	3.11
	24

	2
	I know consequences of my decisions
	3.18
	44
	2.88
	51

	3
	I am fair in decision making
	3.36
	20
	3.06
	30

	4
	I foresee end results before acting
	3.06
	52
	2.96
	40

	5
	I assess relative worth of farmers
	3.38
	18
	3.43
	2

	6
	I know what is right or wrong
	3.15
	46
	3.05
	31


3.2 Dimensions wise analysis of job competence 
       The data presented in Table 2 indicate the mean index of self-assessment and supervisor rating obtained by Agricultural Extension Officers (AEOs) with respect to different dimensions of job competence.

In the case of self-assessment, Communicative ability (87.56) secured the first rank, followed by Initiative (86.73), Empathy (83.57), Technical knowledge (82.53), Guidance (81.18), Judgement (80.76), Adaptability (80.59), Mental Agility (78.75), Creativity (78.75), and Self-Development (76.28), which ranked last.

In contrast, under supervisor rating, Initiative (83.22) secured the first rank, followed by Communicative ability (79.89), Empathy (78.75), Judgement (77.25), Guidance (76.66), Technical knowledge (76.49), Creativity (76.25), Mental Agility (75.83), Adaptability (73.40), and Self-Development (68.09), which again ranked last.

The findings clearly reveal that Communicative ability and Initiative are the dominant dimensions in both self and supervisor assessments, although their ranking positions are interchanged. The high mean index values for Communicative ability (87.56 in self ; 79.89 in supervisor assessments) and Initiative (86.73 in self-assessment ; 83.22 in supervisor-rating) indicate that AEOs possess strong capabilities in message delivery, coordination, and proactive engagement in extension activities. This dominance may be attributed to the grassroots nature of extension work, which demands continuous interaction with farmers, effective communication, and leadership in organizing meetings and implementing agricultural programmes. Similar findings were reported by Kusumalatha and Gowda (2020), who observed that communicative competence significantly enhances extension effectiveness. Likewise, Nair et al. (2023) emphasized that initiative-oriented behaviour strengthens the credibility and field performance of extension personnel.

Empathy also occupied a prominent position in both assessments (Self: 83.57; Superior: 78.75), suggesting that AEOs demonstrate considerable understanding of farmers’ problems and maintain positive interpersonal relations. This aligns with the observations of Chandhana et al. (2022), who identified empathy as a critical behavioural competency influencing farmer satisfaction and trust in extension systems.

Technical knowledge (82.53 in self-assessment ; 76.49 in Supervisor Rating) and Guidance (81.18 in self-assessment ; 76.66 in Supervisor Rating) occupied middle ranks in both evaluations, indicating satisfactory levels of subject matter expertise and supervisory support. These results are consistent with earlier studies by Reddy (2012), who reported that technical proficiency and guidance ability are essential but often require continuous updating to match emerging agricultural challenges.

However, comparatively lower mean index values were recorded for Self-Development (76.28 in self-assessment ; 68.09 in Supervisor Rating), which ranked last in both assessments. The consistently lowest ranking of Self-Development indicates limited engagement in higher education, professional reading, and capacity enhancement activities. Similar trends were documented by Nair et al. (2023), who highlighted inadequate opportunities for professional upgrading among extension officers due to heavy administrative workload and limited institutional incentives.

Adaptability (80.59 in self-assessment ; 73.40 in Supervisor Rating) and Creativity (78.75 in self-assessment ; 76.25 in Supervisor Rating) also recorded comparatively moderate to lower mean index values. The lower Supervisor Rating for Adaptability suggests that AEOs may face challenges in adjusting to new work situations, dynamic policy changes, and emerging technologies. Chandhana et al. (2022) similarly reported that adaptability and innovation-related competencies often lag behind communication and guidance competencies in public extension systems.

The variation between self-assessment  and Supervisor Rating across dimensions may be attributed to perceptual differences. Self-assessment  reflects individual confidence and perceived performance, whereas Supervisor Rating is largely based on observable outcomes and administrative expectations. Despite these minor differences, both assessments consistently highlight strengths in Communicative ability, Initiative, and Empathy, while identifying gaps in Self-Development, Adaptability, and Creativity.

Overall, the dimension-wise analysis suggests that AEOs are strong in farmer interaction, coordination, and leadership functions but require systematic strengthening in professional updating, innovative problem-solving, and adaptive capacity. Therefore, structured in-service training, continuous professional development programmes, digital learning platforms, and institutional encouragement for higher studies are essential to enhance comprehensive job competence among Agricultural Extension Officers.

Table 2. Dimensions wise analysis of job competence 
	Sl.

No.
	Dimension of job competence
	Self-Assessment (AEO)
	Supervisor Rating (MAO)

	
	
	Mean index
	Rank
	Mean index
	Rank

	1
	Technical knowledge
	82.53
	4
	76.49
	6

	2
	Guidance
	81.18
	5
	76.66
	5

	3
	Communicative ability
	87.56
	1
	79.89
	2

	4
	Adaptability
	80.59
	6
	73.40
	9

	5
	Self-Development
	76.28
	10
	68.09
	10

	6
	Creativity
	78.75
	9
	76.25
	7

	7
	Empathy
	83.57
	3
	78.75
	3

	8
	Mental Agility
	78.75
	8
	75.83
	8

	9
	Initiative
	86.73
	2
	83.22
	1

	10
	Judgement
	80.76
	7
	77.25
	4


3.3 Distribution of Agricultural Extension Officers 
Table 3.  Distribution of Agricultural Extension Officers according to the level of competence
	Sl. No.
	Category
	Self-assessment 
	Supervisor Rating
	Overall competence

	
	
	f
	%
	f
	%
	f
	%

	   1
	Low 
	20
	16.66
	33
	27.50
	24
	20.00

	   2
	Medium 
	67
	55.84
	69
	57.50
	78
	65.00

	   3
	High 
	33
	27.50
	18
	15.00
	18
	15.00

	
	Total
	120
	100.00
	120
	100
	120
	100

	
	
	Mean = 195.72
	Mean = 184.19
	Mean = 190.01

	
	
	Cal Z Value =0.381 non-significant
	


Table 3. Indicates that Agriculture Extension Officers are categorized into low, medium, high competence levels. It was observed that 16.66 per cent, 20 per cent, and 27.50 were categorized into low level of job competence according to the Self-assessment , Superior rating, and overall job competence, respectively. A medium level of job competence was noted among 55.84%, 65%, and 57.50% of respondents categorized based on Self-assessment, Superior rating, and overall job competence, respectively. The high level of competence of respondents are 27.5 per cent, 15 per cent, 15 per cent were categorized according to the Self-assessment, Superior rating, and overall job competence, respectively. The results were supported by Kusumalatha, and Gowda (2020).
The mean competence scores further reinforce these observations. The mean score for self-assessment was 195.72, which was higher than the superior rating mean of 184.19, while the overall mean competence score was 190.01. Despite these numerical differences, the calculated Z value (0.381) was found to be non-significant, indicating that the difference between self and superior ratings was not statistically significant. This implies a reasonable level of agreement between the two assessments.

It was concluded that the majority of the agricultural extension officers had a medium level of job competence. This might be due to the lack of more experience as agricultural extension officers as they were recently recruited and lack of time to improve their skills due to the busy with the other department works.
Conclusion 
The study concluded that the majority of Agricultural Extension Officers possessed a medium level of job competence as reflected in both self-assessment and Supervisor Rating assessments. The findings indicate that while AEOs demonstrate satisfactory professional capability, there remains considerable scope for enhancement to achieve higher levels of performance.

Communicative Ability and Initiative emerged as the strongest dimensions of competence, indicating effective farmer interaction and proactive engagement in extension activities. However, comparatively lower scores in Self-Development, Adaptability, and Creativity highlight the need for greater emphasis on continuous learning, innovation, and professional updating.

The non-significant difference between self and superior ratings suggests a reasonable level of agreement in competence perception. Overall, strengthening capacity-building efforts and providing systematic professional development opportunities are essential to improve the overall effectiveness of Agricultural Extension Officers in delivering quality extension services.
Consent 

As per international standards or university standards, patient(s) written consent has been collected and preserved by the author(s).
Disclaimer (Artificial intelligence)

Author(s) hereby declare that NO generative AI technologies such as Large Language Models (ChatGPT, COPILOT, etc.) and text-to-image generators have been used during the writing or editing of this manuscript. 

References

Chandhana, B., Nagappan, S., & Suganthkumar, P. 2022. Perceived level of important extension activity and competency of Agricultural Extension Officers. Biological Forum – An International Journal, 14(2):180–183.

Farshad, S., & Niknami, M. (2024). Validation of the professional competencies model required by experts of agricultural consulting, technical, and engineering services companies to provide private extension services. Frontiers in Sustainable Food Systems, 8(1).
Guntukula, Raju. 2017. Agricultural Performance of Telangana State: An Analysis. Asian J Res Soc Sci Humanit.7:169. doi: 10.5958/2249- 7315.2017.00414.2.
Kusumalatha, K., & Gowda, N. S. (2020). Job performance and competency level of extension personnel in the state department of agriculture. Journal of Extension Education, 32(2), 6543–6549.

Nair, M. R., Sharma, R., & Singh, D. (2023). Professional competence and training needs of agricultural extension officers in a changing agricultural scenario. Indian Research Journal of Extension Education, 23(1), 12–18.

Reddy, K. N. 1990. Job competence and Job performance of Agricultural Officers in Training and Visit system of Andhra Pradesh, Ph.D. thesis, UAS., Bangalore.

Reddy, R. (2012). Development of a scale to measure job competence of extension personnel. Journal of Agricultural Extension Management, 13(1), 27–34.

Rivera, W.M and Sulaiman, V.R. 2009. Extension: Object of Reform, Engine for Innovation. Outlook on agriculture 38 (3), 267–273.https://doi.org/10.5367/000000009789396810
Sharma, V., & Singh, K. (2021). Analytical ability and decision-making behaviour of extension functionaries across agro-climatic zones. International Journal of Agricultural Extension, 9(2), 89–96.
Aregaw, Y. G., Endris, E. A., & Bojago, E. (2023). Factors affecting the competence level of agricultural Extension agents: A comprehensive analysis of core competencies in Northwestern Ethiopia. Education Research International, 2023(1), 7928467. https://doi.org/10.1155/2023/7928467 

Shivamurthy, M., & Madhushree, A. (2023). Core skills and competencies essential for agricultural extension workers to meet present day challenges. Asian Journal of Agricultural Extension, Economics & Sociology, 41(9), 85-95. https://doi.org/10.9734/AJAEES/2023/v41i92019 

Movahedi, R., & Nagel, U. J. (2025). Identifying required competencies for the agricultural extension and education undergraduates. Journal of Agricultural Science and Technology, 14(4), 727-742. https://dor.isc.ac/dor/20.1001.1.16807073.2012.14.4.13.9 

Umar, S., Kofarmata, M. U., & Abdullahi, A. G. (2024). Assessing the factors influencing competencies of agricultural extension personnel in Kano State, Nigeria. Journal of Agripreneurship and Sustainable Development, 7(2), 111-119. https://doi.org/10.59331/jasd.v7i2.755 

Sari, Y. (2022). Improving employee satisfaction and performance through motivation, organizational culture, and employee competency in pekanbaru city health office. Journal of Applied Business and Technology, 3(1), 1-16. https://doi.org/10.35145/jabt.v3i1.84 

Nikam, V., Ashok, A., & Kale, R. B. (2023). The functionality of agricultural extension and advisory services from a system perspective: A subnational level analysis in India. The Journal of Agricultural Education and Extension, 29(5), 557-581. https://www.tandfonline.com/doi/abs/10.1080/1389224X.2022.2117212 


