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ABSTRACT

The study assesses the job satisfaction among extension workers in agricultural development programme zones of Katsina State, Nigeria using multi-stage sampling techniques to select 75 agricultural extension workers across the three ADP zones of the state. Data were collected using structured questionnaires. The data collected were then analysed using descriptive statistics such as frequency counts, percentage and mean. Similarly, Pearson product moment correlation analysis was used for the inferential components. The findings showed that there was high level of job satisfaction among agricultural extension workers with their job content ([image: image2.png]


=3.82**) and organizational policies ([image: image4.png]


=3.60**), very high level of job satisfaction with their interpersonal relationship ([image: image6.png]


=4.88***) and moderate level of job satisfaction with their condition of service ([image: image8.png]


=3.15*) and working environment ([image: image10.png]


=2.88*). The grand mean score of 3.526** indicated that extension workers had an overall high level of job satisfaction. Three major factors; interpersonal relationship, organizational policies and staff condition of service were found to be strong predictors of job satisfaction. Thus, the study recommended that the Katsina state government should employ more extension staff, pay them good salary and involve them in decision making as well as planning of extension programmes for effective agricultural production. Also, regular promotion and payment of field allowances should be sustained through increased government budgetary allocation and funding of Agricultural Development Programmes. 
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INTRODUCTION
Job is one of the important elements of people’s life, as their living style and social lives depend on it. Therefore, it is necessary for every extension organization to have a satisfied and well-performed workforce (Campbell et. al., 2013). Extension organization provides job opportunities for field extension workers who contribute a lot in the dissemination of new improved technological information and farming techniques to rural farmers, keeping in view the role of job satisfaction in improving the extension workers job performance. The aim of any extension organization is to have well satisfied extension workers as this can help to improve their job performance and achieved the organizational goal and objectives (Campbell et. al., 2013).
Expert believes that the dedication or commitment to duty is a function of job satisfaction. According to Koya (2015) Job satisfaction is the sum total of all negative and positive aspects related to the individual salary, his physical and emotional working conditions, the authority he has, the autonomous usage of this authority, the level of success he has maintained and the reward given due to this success, the social status maintained in relation with his job and his relationship with his colleague and administrators. Thus, an individual who goes to work find himself striving to maintained balance between all these elements, if he must avert the agony of dissatisfaction with his work and its consequent spill over into his personal life. (Media job satisfaction Release, 2010). George & Jones (2018) defined Job satisfaction as the collection of feeling and beliefs that people have about their current jobs. People’s level of job satisfaction can range from extreme satisfied to extreme dissatisfied. Other scholars such as Robbins & Judge (2019) have defined job satisfaction as a positive feeling about a job resulting to an evaluation of its characteristics Job satisfaction creates a pleasant feeling that directs a positive work attitude. Furthermore, job satisfaction can be used as a broad assessment of an employee’s attitude or overall acceptance, contentment and enjoyment in their work (Lee-kelly et. al., 2017). Studies have showed that task reward and organizational rewards lead to job satisfaction. A satisfied employee is more likely to be creative, flexible, innovative and loyal. The job satisfaction influences various aspect of work such as efficiency, productivity, absenteeism, turns over the rates and intention to quit. It plays a central role in achieving the organizational goals (Tsigillis & Zachopoulou, 2016).

According to Anyanwu et.al. (2010). Job satisfaction is concerned with several attitudes including the attitude about the job characteristics, compensation and benefits, status, social security, advancement opportunity, technological challenges and respect. Thus, the factors of job satisfaction are the main determinants of job satisfaction attitude in every organization irrespective of any other factors that are specific to a particular context. The extension workforce has attracted individuals of diverse and different characteristics such as age, gender, working experience, educational qualification and marital status among other characteristics, which have been found to be associated with job satisfaction either positively or negatively (Scatter & Nawaz, 2011). The job satisfaction of agricultural extension workers in Nigeria currently appear to be declines (Akinsoratun & Adah, 2017 and Anyanwu et al., 2010) reported low level of job satisfaction among field extension workers in Kogi and Imo state Agricultural and Rural Development Authorities respectively. In Katsina State Agricultural and Rural Development Authority (KTARDA), staff turnover among agricultural extension workers is alarming and record shows that as at November 2022, KTARDA had a total of only110 field extension workers made up of 76 extension agents (EAs) and 34 block extension supervisors (BES) KTARDA (2022). This report shows that KTARDA field extension staff strength has dropped from 161 made of up 126 extension agents (EAs) and 34 block extension supervisors (BES) as shown on the agency extension situation reports 2021. This drop in the number of field extension staff at KTARDA is no doubt is because of recent exodus of the extension workers in search of greener pastures in other sectors (Anyanwu et al., 2010).

According (Anyanwu et al., 2010) there was low job satisfaction with the extension agents in most states ADPs in Nigeria in recent years which lead to poor work performance of extension staff on duty. The job performance of extension agents is how well they can perform their jobs, role, task or responsibility to achieve the extension organizational goals. Thus, this study attempted to analysed job performance of agricultural extension staff in Katsina state. Previous research shows that the job performance of field extension workers in Katsina state currently appears to be on declining due to shortage in the number of extension workers in the state. According to vanguard newspaper of 25th April 2016, the Katsina state government says it is worried over the shortage of agricultural extension workers in the state. Mr. Ibrahim Musawa the managing Director of Katsina state Agricultural and Rural Development Authority (KTARDA) made this disclosure in an interview with News Agency of Nigeria (NAN) in Katsina. He said that more than 70% of agricultural extension workers in the employment of Katsina state have retired and the government has left the farmers to fend for themselves. Thus, this study aimed to find out the level of job satisfaction and job role performances of Agricultural Extension workers in Katsina State. 

Agricultural extension workers play a crucial role in the development of agricultural sector by bridging the gap between research institutions and farmers. Their job satisfaction is therefore essential for the effective dissemination of agricultural knowledge and technology (Long & swortzel, 2017). In Katsina, state Nigeria there is a growing concern regarding the job satisfaction level among extension workers. This problem lies in the lack of comprehensive understanding of the factors influencing their job satisfaction within the specific socioeconomic organisation context of Katsina state agricultural and rural development (KTARDA). The knowledge gap hampers the formulation of targeted policies and intervention to enhance job satisfaction leading to potential negative consequences such as, decreased productivity, and reduced motivation and high turnover rates among agricultural extension workers. Therefore, there is an urgent need to conduct a detailed analysis of job satisfaction factors to identify challenges and opportunities ultimate by improving the working conditions and effectiveness of agricultural extension workers in Katsina state (Adamu, 2010). 
Agricultural extension services have been criticized over the years as ineffective by so many researchers (Ekumankana & Auyanwu, 2010; Ajay & Aphunu, 2017; Ibrahim et.al., 2018; Okwoche & Asogwa, 2012; Nnadi et. al., 2012a, 2012b; Agbarevo, 2013). Despite all series of intervention of agricultural extension programme initiated by the government since independence, there is still high rate of poverty and low productivity among agrarian rural dwellers (Kamara et al., 2020). Agricultural extension agents and supervisors are the key actors in extension delivery services and the main aim of agricultural extension is to disseminate research findings to rural farmers to improve their farm productivity. This made the work performance of the extension agents and supervisors to be of paramount importance in the delivery of their extension services. Despite the significance of the job satisfaction and job role performance of agricultural extension workers for effective extension delivery system, the main objective of the study is to examine the job satisfaction of agricultural extension workers in Katsina State-Nigeria. While the specific objectives of the study are to:
1. Describe the socio-economic characteristics of agricultural extension workers in Katsina State; 

2. Determine the perceived level of job satisfaction among agricultural extension workers in Katsina State;
3.  Determine the relationship between job satisfaction and some selected socio-economic characteristics of agricultural extension workers in Katsina State;

4.  Identify the constraints of the respondents to job satisfaction in the study area; 
METHODOLOGY

This study was conducted in Katsina State. The state was created out of the former Kaduna State on the 23rdof September 1987 by the then Military Administration of the former Head of State General Ibrahim Badamasi Babangida. It has a land mass of 38,244km2 consisting of 34 Local Government Areas (LGAs).  The State is located at the extreme North-western part of Nigeria in the Sudan savannah zones of the Nigerian Vegetation Belt of the North-western region of Nigeria, which comprises of seven states that includes Katsina, Kaduna, Kano, Jigawa, Sokoto, Kebbi and Zamfara States. The state is also geographically located approximately between latitude11030N and 13032N of the equator and longitudes 6025 and 9002E of the Greenwich Meridian. The State shares boundary with Kaduna State in the south, Zamfara Sate in the West, Kano and Jigawa in the East and International boundary with Niger Republic in the North (Katsina State, 2016). According to the projection of the National Population Commission (NPC,2006) the state was ranked fifth (5th) most populous State of the federation with an estimated population of 5,831,783 million people living in the state but currently the projected population of the state is 9,994,288 (NPC Abuja, 2020). Comprising of male: 4,981,774 and female: 5,012,514 showing a population growth of about 4.0% per annum. Majority (about 70%) of the inhabitant in the state are having agriculture as their main source of livelihood particularly the rural people. It is estimated that over fifty per cent (50%) of this population are made up of young men and women of between the ages 15-65 years (Katsina State, 2016). This gives the state the advantage of sustainable workforce. The state is purely an agrarian state and the people of the state are mainly Hausa/Fulani Muslims with their main occupation as farming and rearing of livestock, which is the major means of livelihood of the inhabitant of the state. The major crops cultivated in the state include both the rainfed and irrigated crops such as Maize, Millet, Rice, Cassava, Sweet potatoes, Benniseed, Melon, Okra, Tomatoes, Pepper, Sugarcane, Mango, Cashew, Moringa, Hibiscus and others tree crops. The major livestock reared include Cattles, Sheep, Goats, Rabbits, Camels and different breeds of Poultry birds. 
SAMPLING PROCEDURE AND SAMPLE SIZE

The population for the study consists of 76 Extension Agents (EAs) and 34 Block Extension Supervisors (BES). This  make a total of 110 agricultural extension workers from the three Agro ecological zones i.e, zone I: Ajiwa, with 23 Extension Agents (EAs) and 15 Block Extension Supervisors (BES) making a total of 38  extension workers, then, zone II: Funtua with 20 Extension Agents (EAs) and 9 Block Extension Supervisors (BES) making a total of 29 extension workers and finally, zone III: Dutsinma with 33 Extension Agents (EAs) and 10 Block Extension Supervisors (BES) making a total of 43 extension workers. This give a total population of 110 agricultural extension workers in Katsina State Agricultural and Rural Development Authority (KTARDA) that will be considered as the sampling frame for the study as shown in table 1 below:

Table 1 Distribution of extension workers in KTARDA agricultural zones as at 2023
Extension Staff         Zone I Ajiwa          Zone II Funtua        Zone III Dutsinma TOTAL

BES


15


9


10


34

EAs


23


20


33


76

TOTAL

38


29


43


110

Source: field survey, 2023 
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Fig 1 Map of Katsina State-Nigeria Showing the Study Area
Source: GIS laboratory Federal University Dutsinma

This study was carried out in Katsina State Agricultural and Rural Development Authority (KTARDA), which consists of three (3) Agricultural Zones namely: Ajiwa zone I, Funtua zone II and Dutsinma zone III. These zones will purposively be selected because of the presence of extension agents and supervisors in the zones. Multi-stage and simple random sampling techniques was use to select the respondents for the study as follows:
Stage 1: At first Stage, three Agricultural zones will be purposively selected which include: Zone I Ajiwa, Zone II Funtua and Zone III Dutsinma Agro-ecological zones. Thus, 1x3= 3 zones because of the presence of extension staff and supervisors working in the zones.

Stage2: At second Stage, five (5) local government areas were selected using simple sampling via random number table from each of the selected zones. Thus, 5LGAs x three Zones =15 LGAs.

Stage 3: At third Stage, five (5) extension blocks were selected from each of the three (3) zones making total of 15 extension blocks. Thus, three zones x five blocks = 15 extension blocks.

Stage 4: At fourth Stage, four (4) extension cells were selected from each of the five (5) selected extension blocks in each of the zone making a total of 20 extension cells selected from each of the three Agro-ecological zones in the state. Thus, 5x4 =20 extension cells.

Stage 5: At fifth Stage, one (1) extension agent were selected from each of the four selected extension cells per extension block from each zone. Making 20 Extension Agents (EAs) that were selected by simple random sampling techniques. Thus, one extension agent per extension cell x4 extension cells per extension block x 5 extension block per zone x 3 agricultural zones of the state. Thus, 1x4x5x3 = 60 total of extension workers that will be use as respondents for the study. Similarly, one (1) block extension supervisor were selected per block x 5 selected extension block per zone x 3 zones, making total of 15 block extension supervisors. Thus, 1x5x3 = 15 total of Block Extension Supervisors (BES) and 60 Extension Agents (EAs) making a total of 75 agricultural extension workers that will be considered as the sample for the study and all samples from the three (3) agricultural zones will be given an equal chance of being selected as respondent for data collection during the conduct of this research. 

Table 2 Sampling procedure and sampling size

Agro ecological          Sample                     Sample

          Sample                
  Total Zone


population
         Frame 

           Size 

                                    EAs     BES


                       EAs   BES

Zone 1 Ajiwa
              23
    15

 38 


20   
5
              25

Zone II Funtua
              20
    09

 29


20
5 
              25

Zone III Dutsinma        33          10

 43


20        5                        25

TOTAL
              76          34

110

            60       15
              75

Source: field survey, 2023

Data Collection and Analysis
The data for the study was collected from both primary and secondary sources through relevant data instrument such as scheduled interviewed and structured questionnaire. The secondary data was collected from the review of journals, textbooks, bulletins, thesis and dissertation, Articles in newspapers and magazines, non-printed sources, newsletters and technical reports and other related agricultural materials to achieve the objectives of the study. Specifically, the primary data was collected using structured questionnaire and interview schedule. The information/data that was collected from the respondents include socio-economic characteristics of the respondents, level of perceived job satisfaction and factors influencing job satisfaction among agricultural extension workers in the study area. 
Data collected was analysed using descriptive statistics such as frequencies, percentage and mean. The descriptive statistics was used to achieve Objectives 1 and 2, which are to describe the socioeconomic characteristics of agricultural extension workers and to determine the perceived level of job satisfaction among agricultural extension workers in Katsina state. Similarly, Correlation analysis was used to achieve Objective 3, which is to determine the relationship between job satisfaction, and some selected socio-economic characteristics of agricultural extension workers in Katsina state. 

To determine the perceived level of job satisfactions among agricultural extension workers, A Likert scale that consist of five (5) main job satisfaction factors namely: condition of services, Job content, organizational policies, working environment and interpersonal relationships will be provided to each of the respondent to rate. Job satisfactions factor will then be further broken down into twenty (20) operational components. The respondents were asked to score the operational component based on its adequacy or otherwise under each main job satisfactions indicators in their work place using five-point Likert scale. The agricultural extension workers job satisfaction was measured on 5-point Likert scale base on the satisfaction dimension weighted as follows: 

Very High level of job satisfaction =5, High level of job satisfactions =4, 

Moderate level of job satisfactions = 3, Low level of job satisfactions=2, 

Very low level of job satisfactions=1. 

Non-satisfaction will however score zero (0). The respondents mean scores was computed for each of the job satisfactions factors using operational components. These was used to estimate the workers present level of job satisfactions using the following decision rules: 

x: 1.00 - 1.44 very low    x: 1.50 - 4.49 low  x: 2.50 - 3.49 moderate x: 3.50 - 4.49 high 

x: 4.50 - 5.00 very high

Mean score of between 1.00 – 1.49 was regarded as low job satisfaction; mean score of between 2.50 - 3.49 was regarded as moderate job satisfaction. Mean score of between 3.50 - 5.00 was regarded as high satisfaction. 

Model Specification

1. Product Moment Correlation Coefficient (Pearson-Bravais)

This was adopted in orders to determine the relationship between the job satisfaction of agricultural extension workers and their socio-economic characteristics in Katsina State. The Pearson’s Product Moment Correlation Coefficient r, can take any value -1 and +1. A statistically significant correlation coefficient in the range 0 < r ≤ 0.3 was regard as weak correlation, 0.3< r ≤ 0.6 was regarded as moderate correlation, 0.6 < r < 1 was regarded as strong correlation, while a correlation coefficient of 1 was regarded as perfect correlation. The formula for the correlation is specified as shown below 

r = [image: image12.png]S(x— 1)y —y)/NE(x —x)2%(y — y)2



  --------------------------------------------------- (1)
Where: r is the correlation

Yis the dependent variables (job satisfaction of extension workers)


X1-8 are the independent variables (socio economic characteristics)

The variables were specified as a follow:

X1 = sex (male = 1 or 0)
X2 =Age (Years) 

X3= Marital Status (Married = 1 or 0)
X4 =Household size (Number)
X5 = Working experience (Years)
X6 = Education (years)

X7 =Proximity to job location (living close to job location = 1 or 0 )

X8 = Type of asset own (Costly asset = 1 or 0).
RESULTS AND DISCUSSION
The independent variable is the socio-economic characteristics of the extension agents in Katsina State while the dependent variable is the job satisfaction of the extension agents 
Socioeconomic Characteristics of the Respondents 
Socioeconomic characteristics are the social and economic status attained by the extension workers in the study area. This include:
Sex: This is a categorization of the extension workers according to their sex, which is either male or female. The result of the study in table 3 below revealed that 96.0% of the respondents were male. Extension personnel in the study area were male dominated leaving only 4% for the female. This is probably because of extension operations were initially male oriented work, women have less interest in the extension services, and it is due to some socio-cultural barriers that affect female extension workers in the northern states of Nigeria. This is not surprising since male extension workers initially predominates the field agricultural extension work in Nigeria. The culture and religion of the Hausa Fulani people of northern Nigeria hinders females to work as extension personnel among the male counterparts. This finding is in agreement with previous findings of Banden et.al., (2018); Haruna (2011) and Abdulmutalleb et al., (2018) who reported that majority of the extension workers (94.6%) in Kebbi state and (95.5%) in Yazd province in Iran were male. However, the inception of Women in Agriculture (WIA) programme in the early nineties had led to an appreciable rise in the number of female extension Agents in Agricultural Extension Services in Nigeria.
Marital Status: This is state of being responsible with having household with wife and or children. This is a state of being married or unmarried. Marital status was measured as a dummy variable (1=married, 0=single). The result in table 3 below reveals that majority (94.7%) of the respondents were married, while those who were single constitute only 5.3%. 
Educational Qualifications: Level of education is educational qualification obtained by the respondents. This was measured based on the educational certificate obtained by the extension worker, and it was measured as (1= Qur’anic, 2= Primary, 3= Secondary, 4= Tertiary and 5= All of the above). The result in table 3 below shows that, about 32.0% of the field extension workers in Katsina state have a minimum educational qualification of either National Diploma (ND) or Nigeria Certificate of Education (NCE), while many (61.3%) of the field extension workers in Katsina State have either Bachelor Degree (B.SC.) or Higher National Diploma (HND) hence extension service personnel in the study area are dominated by the higher educated class. This is an indication that KTARDA extension services have highly educated and competent men and women potentially capable for the job. However, this finding is contrary to Abdullahi (2016) finding who observed that most of the extension workers in central zone of Sokoto (82%) were secondary school certificate holders.

Age: Age is the number of years an extension worker spent in his/her lifetime. The age of the respondents was measures in years. The result in table 3 below shows that many (53.0%) of the field extension workers in Katsina state were in age range of 51-60years old. This implies that most of the extension workers are old and are about to retire from the service. Similarly, 32.0% of the extension workers were within the age range of 41-50years. The implication of this finding is that majority of the field extension workers will soon retire and the number of extension workers in the state will drastically reduce and consequently will affect extension service delivery in the state. This finding is similar to that of Haruna, A.C., (2001), Oladosu & Okunade (2014) and Okwoche et. al., (2012) who also reported that majority of the field extension workers in kebbi, Oyo, Imo and Benue States respectively were also above 50 years of age.
Working Experience: This is the number of years an extension worker spends on the job and it was measured based on the number of years spent by the extension workers in the organization. The result in table 3 below show that, 68.0% of the extension workers in Katsina State Agricultural and Rural Development Authority (KTARDA) have more than 20 years of working experience, 4.0% had between 1-10 years’ experience, while 8.0% has between 11-20 years of field experience. This implies that these field extension workers had acquired enough relevant field experience. Over the years, they have also benefited immensely from Training and visit (T&V) extension delivery system. Therefore, they need to be motivated to remain on the job.
Proximity to Job location: The result in table 3 below further shows that 72.0% of the respondents live in close proximity to their working places. This makes extension delivery service easier to conduct and more efficient and effective in the conduct of their extension services. This finding is similar to that of Okwoche et., al., (2012) who also reported that majority (73.0%) of the field extension workers in Benue State had live in close proximity to their job location therefore the extension workers in the study area have easy access to their working places. This may be due to provision of housing accommodation for the extension workers of the state in their respective places of their job locations.
Table 3: Distribution of Respondents by Socioeconomic Characteristics

	Variable                                                         Frequency                          Percentage                Mean

	Sex
Female                                                              3                                          4.0

Male                                                                 72                                         96.0

TOTAL                                                           75                                         100

Marital Status

Single                                                                4                                          5.3

Married                                                             71                                        94.7

TOTAL                                                           75                                         100

Level of educational qualifications

SSCE                                                                 3                                         4.0

OND/NCE                                                        24                                        32.0

HND/B.Sc.                                                       46                                        61.3

M.Sc./Ph.D.                                                       2                                         2.7                                                                                                                                                                   

TOTAL                                                           75                                         100

Age (in years)

20-30                                                                  3                                          4.0                           50.2

31-40                                                                 5                                          7.0

41-50                                                                24                                         32.0

51-60                                                                40                                         53.0

61 70                                                                  3                                         4.0

TOTAL                                                           75                                         100

Proximity to job location (Place of work)

NO                                                                     3                                         4.0

YES                                                                  72                                        96.0

TOTAL                                                            75                                        100

Working Experience (in years) 

1-10                                                                   3                                         4.0                           25.9

11-20                                                                 6                                         8.0

21-30                                                                 51                                       68.

31 40                                                                 15                                       20.0

TOTAL                                                            75                                       100

Number of farming communities covered
1-10                                                                    2                                        2.6                            31.8

11-20                                                                  3                                        4.0

21-30                                                                  8                                        10.7

31-40                                                                  47                                      62.7

41-50                                                                 10                                       20.0
TOTAL                                                             75                                      100


Source: Field Survey, 2023

Extension Workers Perception on Their Level of Job Satisfaction in KTARDA

Table 4 shows that the extension agents had high level of satisfaction with their job content ([image: image14.png]


=3.82**), moderate level of satisfaction with their conditions of service ([image: image16.png]


=3.15*), very high level of satisfaction with interpersonal relationships in their establishment ([image: image18.png]


=4.88***), low level of job satisfaction with their working environment ([image: image20.png]


=2.30) and high level of job satisfaction with their organizational policies ([image: image22.png]


=3.60*). The grand mean score was 3.55** indicating that the workers had an overall high level of satisfaction with their job. This finding is contrary to that of Okwoche et., al., (2015) whose result revealed that there was moderate level of job satisfaction among extension workers in Benue State. Similarly, the finding is in disagreement with those of Akinsoratan & Adah (2017) and Anyanwu et al., (2010) who reported low levels of job satisfaction among field extension workers in similar studies in kogi and Imo State ADP's respectively.

Table 4: Perceived Level of Job Satisfaction of Extension workers in Katsina State

	Job Satisfaction                                                                      Likert Scale Rating    

Indicators                           Very high (5) High (4)       Moderate (3)   Low (2)     Very low (1)  Total   Mean      Interpretation

                                             Freq. %         Freq.   %     Freq.    %        Freq. %    Freq.    %      Score    x

	Job content                         4       6.7        44       73.3     12     20.0        0       0.0       0      0.0         229      3.82**           High Level
Condition of service           0       0.0        15       25.0     35     58.3        7       11.7     3     5.0          189      3.15*           Moderate Level

Interpersonal relationship   24     40.0       23       38.3     8       13.3        5       8.3       0     0.0         254.     4. 88***  Very High Level 
Working environment         0       0.0         5         8.3      14      23.3        35     58.3     6    10.0       138       2.30               Low Level

Organizational policy        7       11.7      22       36.7     25      41.7        16     10.0     0    0.0           216       3.60*         Moderate Level
Grand mean                                                                                                                                                   3.55**             High Level


*Moderate level job satisfaction   
**High level job satisfaction
*** Very high-level job satisfaction

Source: Field Survey, 2023.
Constraints to Job Satisfaction among Extension Workers
To identify the constraint to job satisfaction of agricultural extension agents was measured on a 5-point Likert scale rating as strongly agree (SA) = 5, Agree(A) = 4, undecided or neutral = 3, disagree(D) = 2, strongly disagree (SD) = 1 point for positive statement. The scores were reverse in case of negative statement with SA scored 1 A = 2, U = 3, D = 4 and SD = 5s. Average scores was calculated for each of the respondents by summing up the values of his/her responses to all questions and dividing it by the total number of questions respectively. The result of the perceived constraints to job satisfaction among the respondents is presented in table 5 below. The result showed that the important constraints to job satisfaction among the respondents were inadequate equipment/tools (96.7%), lack of conducive working environment (96.6%), poor transportation system (90.0%), inadequate training (95.0%), inadequate funding (86.6%), lack of autonomy (96.6%) and poor quality of labour/technical help (93.3%). The implication of this result is that job satisfaction among the respondents in the study area is constrained mainly by poor resource mobilization and poor job motivation.

Table 5: Distribution of Extension Agents Based on their constrains to job satisfaction in KTARDA (N = 60)

	Major Constrains
	Agree
	Disagree

	
	Freq
	%age
	Freq.
	%age

	Inadequate equipment/tools
	58
	96.7
	2
	3.3

	Unavailability of labour/technical health
	54
	90.0
	6
	10.0

	Lack of clearly stated projects
	52
	86.6
	8
	13.4

	Inadequate budgetary provision
	52
	86.6
	8
	13.4

	Lack of conducive work environment
	58
	96.6
	2
	3.3

	Poor transport system
	54
	90.0
	6
	10.0

	Adequate time for the execution of extension projects
	53
	88.3
	7
	11.7

	Supply of relevant information
	55
	91.7
	5
	8.3

	Inadequate training for extension staff
	57
	95.0
	3
	5.0

	Lack of autonomy for extension service delivery
	58
	96.6
	2
	3.4

	Lack of adequate skilled man power
	56
	93.3
	4
	6.7


Source: Field Survey, 2023.
Relationship between Socioeconomic Characteristics of the extension agents and their Job Satisfaction and Performance:

The results in table 6 suggested that there is a significant positive relationship between agricultural extension workers job satisfaction and socio-economic characteristics in the study area. This implies that agricultural extension workers job satisfaction in the study area changes with change in socio-economic characteristics. The socio-economic characteristics include age, household size, working experience, education, proximity to job location and type of asset owned. Thus, as the hypotheses suggested that there is no significant relationship between job satisfaction and performance and some selected socio-economic characteristics of extension agents. The hypotheses were tested using Pearson correlation coefficient using statistical package for social science (SPSS 20.1). Thus, the results suggested that there is a significant positive relationship between agricultural extension workers job satisfaction and some selected socioeconomic characteristics in the study area. This implies that agricultural extension workers job satisfaction in the study area changes with change in their socioeconomic characteristics. Thus, some of the selected socio-economic characteristics include age, sex, marital status, household size, working experience, level of education, proximity to Job location, level of income earned and type of asset owned.

Table 6: Correlation Coefficient Matrix of Relationship between Job Satisfaction of Agricultural Extension Workers and their Socioeconomic Characteristics.

	Variable
	Y
	X1
	X2
	X3
	X4
	X5
	X6
	X7
	X8

	Y
	1.00
	
	
	
	
	
	
	
	

	X1
	0.43*
	1.00
	
	
	
	
	
	
	

	X2
	0.61*
	0.43
	1.00
	
	
	
	
	
	

	X3
	0.47*
	0.45
	0.47
	1.00
	
	
	
	
	

	X4
	0.62*
	0.51
	0.38
	0.42
	1.00
	
	
	
	

	X5
	0.65*
	0.35
	0.35
	0.39
	0.35
	1.00
	
	
	

	X6
	0.63*
	0.33
	0.53
	0.45
	0.37
	0.52
	1.00
	
	

	X7
	0.56*
	0.41
	0.42
	0.36
	0.48
	0.46
	0.44
	1.00
	

	X8
	0.66*
	0.55
	0.51
	0.51
	0.53
	0.49
	0.56
	0.43
	1.00


Source: Field Survey, 2022

* Correlation coefficient (r) is significant at 5% level (2-tailed).

Y = Agricultural extension worker job satisfaction

X1 = Sex

X2 = Age

X3 = Marital Status

X4 = Household Size

X5 = Working experience

X6 = Education

X7 = Proximity to job location

X8 = Type of asset own

CONCLUSION AND RECOMMENDATIONS
The result of the study findings showed mean age of 50 years. Most of the field extension staff (BES and EAs) had at least HND or B.Sc. as their highest educational qualification. Most (86%) of the respondents were married. Significant proportion (68.0%) of the extension workers in Katsina State Agricultural and Rural Development Authority (KTARDA) had more than 20 years of working experience Over the years, they have also benefited immensely from Training and Visit (T&V) extension delivery system. The field extension workers indicate a low level of performance due to low job satisfaction in terms of job content, condition of service and working environment. They however rate their organizational policies/interpersonal relationship as moderately satisfying. Major determinants of job performances of field extension workers are regular training of the extension staff, regular job promotion, level of education of the extension staff, gender, availability of mobility, numbers of farm families covered and regular payments of job allowances. Three major factors were identified as strong determinants of job performance of the field extension workers in Katsina State Agricultural and Rural Development Authority (KTARDA), these include interpersonal relationships, Organizational policies and conditions of service. Field extension supervisors are satisfied with four major components of the organization being interpersonal relationships, Organizational policies, and job content and staff conditions of service. The determinants of this job satisfaction which translates into the level of job performance of the field extension workers ( i.e. EAs & BES) are: job being secured and pensionable, working relationship with fellow extension staff, reward system and salaries being paid regularly. 
Based on the findings the following recommendations were made:
Katsina state government should take urgent and decisive action on the long-standing problem of making staff of the ADP pensionable. ADP management should put all necessary machineries in motion to enhance and sustain good interpersonal relationships in the organization. ADP management should as a matter of priority pay serious attention to Issues concerning field extension workers’ welfare and staff motivation. Agricultural Extension Staff should be provided with all the necessary state of the art modern extension teaching and learning materials and equipment. The level of in-house and external trainings of field extension workers should be given more attention. Regular promotion and payment of allowances should be sustained. Government should employ more female extension workers particularly in the Women in Agriculture (WIA) Unit of the ADP.
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