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Abstract: The purpose of this study was to investigate factors affecting the job performance of extension

experts in Yazd province of Iran. All the agricultural extension experts of Yazd province (N= 120) were

included in the study. By use of Proportional Stratified-randomization method 67 respondents were

selected. The study was a descriptive-co relational, survey research. A questionnaire was designed and

employed to gather the required data. Cronbach's alpha computed to measure reliability of the 32 items

of Job performance and its rate was 0.97. Face validity of the instrument was determined by faculty

members of the department of agricultural extension and education, university of Tehran. The findings

revealed that the job performance of extension experts was moderately appropriate. Also the findings

revealed that there was significant correlation between job performance and job satisfaction, job

motivation, job attitude, job ability, amount of use of information resources and communication channels,

amount  of  participation  with  mass  media,  amount of participation with organization management.

Also the result of the multivariate regression revealed that 48.6% of variance job performance of the

experts was determined by the three following variables: "job motivation", "participation with organization

management" and "job ability". 
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INTRODUCTION

Agriculture is a significant economic sector in the

national development framework of our country and

plays a vital role in our national development. Those

determinants are required for any further developments.

Moosher  considers five factors essential in this case[14]

and regards five accelerating determinants. Education

and extension of agriculture are among the second

factor. Hence, the role of extension and education of

agriculture is vital in the agriculture development and

can’t be gainsaid . Agricultural extension and farming[14]

system sectors are among the most momentous

economic sectors of the Iran which are economically

highly fruitful activities despite previous negligence.

Some of the momentous pickles of this sector comprise

the lack of appropriate investments, the lack of

technical conditions, and the human development,

human resources and making plans about them, because

the know-how, skill and organization of the

manufacturing depends upon strengthening and utilizing

the employed forces in this sector . They need[7]

personnel who have characteristics such as performance

initiations, optimum human relations, human and moral

commitments, keenness on job and development of

services, and nonstop endeavors to be able to perform

one’s duties and vocation. The human forces available

inside an organization are among the required human

sources, in fact development organizations take action

to solve problems and remove requirements by relying

upon their expert personnel to identify and discern

tangible and intangible needs of the huge active

personnel in the manufacturing sectors. The apparent

point here is the evolution of the human resources and

the amelioration of the performance of agents who are

active in these organizations . This is a world of[4]

enormous developments in which organizations are

competing with each other so vehemently, and a

colossal section of each organization is busy

supervising the staff, because it has been witnessed that

each organization personnel are the factors that make

any organization survive in the competition, and their

productivity is the main determinant for the

organization orientation. Modern organizations revamp

their own activities by relying upon their human

resources,  and  are quite active in diverse markets.

The establishment of diverse units inside an

organization such as the human resources planning unit,

education unit, etc is a proof of the above matter. If

any systematization considers its personnel as tools in

a traditional manner, it will gain no status internally

and externally . [6]
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This  establishment  must be more sensitive

towards  its  addresses in the agricultural extension.

The extension unit of the agricultural extension

organization has a great calling to realize the promoted

objectives and the farming expansion. Extension

establishment must observe the administrative hierarchy

however; they should observe a reverse hierarchy in

the technical and procedural aspects. This is the only

way they can survive and manage to be highly honored

in the agricultural communities .[16]

Since the personnel of each organization are the

most momentous strengthening factor, highly qualified

knowledgeable human resources are the most

significant at competitive advantage of each

systematization and the rarest source in the modern

knowledge-based economy. Some of the advantages of

utilizing highly qualified knowledgeable human

resources comprise the presentation of diverse high

quality products and services, reduction of costs,

creativity and initiations, highly competitive powers.

Hence, progressive systematizations make indescribable

endeavors to use this key source in disparate sections

such as quality, manufacturing, management, to realize

their own strategic objectives using new methods and

systems. 

Matters such as technology, universal coalitions,

and innovations will influence the competition

advantage in future. After all, the circulation of each

one of the above matters depends upon human talents

and tastes. Hence, it looks as though you the strategic

and economic advantage will be wielded by

establishments which manage to absorb the most

brilliant human talents in the market, and nurture them

and maintain them efficaciously . And since the[5]

performance of persons in an organization is a

momentous variable in this field, agricultural extension

organization needs highly qualified experts to achieve

success and efficiency. The identification of actors

which affect the job performance of experts and the

obstacles available in this way are vitally significant.

Assessment of the job performance of the personnel

and experts is quite momentous in most establishments.

Unfortunately this matter is dealt with tentatively,

hesitatingly and negligently while it can be used as a

powerful tool to recognize the weak and strong points

of the personnel and the planning of measures to

remove them.

Diverse views have been presented about the

performance. Job performance concerns the collection

of comportments that people express with regard to

their jobs, in other words, it amounts to the product or

the yield which is achieved based on the (service,

educational or manufacturing) vocation that is carried

out . Job performance is the same as the human yield[12]

based on the legal duties and comprises the

consequences of the human forces about the

implementation of tasks which are assigned to them.

This indicates the job success and endeavors of an

employee to execute the job obligations and the

behavioral allegiances . And the amount of tasks[16]

achieved by experts has been defined as the job

performance in this research.

Marchanet  regards two effective factors in the job[8]

performance. It he states that people have to be trained

to become strengthened, and motivating factors have to

be utilized o foment them. In his opinion, two

educational and motivating factors are decisive in the

job performance of people.

Wright  examined the relation between the job[17]

performance and the personality of people in a

research. And he concludes that the recognizing

capabilities act as a mediating agent among them so

that people who are highly motivated and capable have

a better job performance and those with low motivation

and capabilities have a lower rate of job performance.

Personality reflects the motivation of people to do their

tasks and the talents represent the abilities.

Poorsafari,  K  made a research to express the[10]

job capabilities of promotional agents and managers

and to determine the reception rate among managers,

top  managers  and  subordinates  and  quantified

seven variables known as budgeting, planning,

coordination, job knowledge, leadership relationship and

supervision. The research results denote that they are

in complete agreement in 3 fields of budgeting,

leadership and supervision but some disagreement

occur in 4 fields of planning, coordination, job

knowledge, and relationship.

Mr. Shams  dealt with the factors affecting the job[13]

performance of the extension experts of the eastern

Azerbaijan province, the pertinent conclusions and

evince that there is a positive meaningful relation

among participation in the in-service educational

courses, experience in the promotion field, and job

satisfaction and job motivation. 

Hence, this article has been arranged and

implemented based on the following explications.

The general objective of this research is the

examination of factors affecting the job performance of

experts and the specific goals of this research comprise

the ensuing points:

C Analysis of the educational, individual and

organizational characteristics of the extension

experts.

C Determination of the job performance of the

agriculture extension experts of the project.

C Analysis of the relation among the educational,

individual and organizational specifications of the

extension experts with their job performance. 
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MATERIALS AND METHODS

The study used a survey design for data collection.

All the agricultural extension experts of Yazd province

(N= 120) were include in the study. By use of

Proportional Stratified-randomization method 67

respondents were selected. A specific questionnaire was

developed to measure the job performance of

agricultural extension experts from Yazd province in

Iran. Job performance of agricultural extension experts

was considered as the "dependent variable" for the

study. The questionnaire contained two parts: part I

pertained to general demographic (independent)

variables of the respondents like age, gender, level of

education, experience, job satisfaction, job motivation,

job attitude, job ability, amount of use of information

resources and communication channels, amount of

participation with mass media, amount of participation

in organization management, for the study.

Part II contained the scale to measure of job

performance.  For  measuring  the  job performance,

32 important roles pertaining to their job were

identified which were rated on a five point continuum

– "very low", "low", "mediate", "high", "very high".

The maximum possible score for a respondent was 160

and the minimum was 32. The higher scores on the

scale indicate higher job performance while lower

scores indicate lower job performance. The scale has

high reliability (Cronbach's alpha=0.97).

Instrument was given to the faculty of the

department of agricultural extension and education,

university of Tehran to test for face validity.

Data was analyzed using descriptive and

interference statistics such as: percentage, mean score,

analysis of variance, and coefficient of correlation,

coefficient of variation and regression analysis.

RESULTS AND DISCUSSIONS

Professional and Individual Characteristics of the

Extension Experts: 64 persons (95.5 percents) of the

extension experts are men and there are merely 3

female experts. Considering the educational level, most

of the extension experts have bachelor degree (46.3

percents) and 3 persons bear MA or Ph.D. (the least

percentage of 4.5 percents) and the rest of them (49.2

percents) have diploma. 47 persons (70.1 percents)

among the extension experts have agricultural studies,

and the rest of them (namely 20 persons or 29.9

percents) have been educated in other fields. The

average age of the research group experts is 41.6 years

and  their  average  rate  of experience in the

extension  system is 18 years. The average marks of

the experts about the utilization of information and

network sources, their participation in the mass media,

their contribution to the organization management and

the pertinent unit, familiarity with the job

responsibilities and duties, job capabilities of the

experts, job motivation, job attitudes, career

satisfaction, of the sample studied are respectively

16.10, 7.84, 14.45, 19.33, 14.61, 26.89, 30.49, 36.66,

in the distance scale (table 1).

The Job Performance of the Extension Experts:

According to the resulting data of this research, the

role of the specimen under discussion is more than

other roles in the ensuing cases: paying attention to the

advancement of the communication technology, and its

application for better implementation of tasks, time

management application for punctual decision making

and executing tasks, educating farmers and removing

their doubts. The ensuing roles have been fulfilled at

a low level by the specimen under discussion: punctual

introduction of farmers to banks to receive credits,

heeding the expectations of the clientele, making

alterations in the market and reduction of aspirations to

make the tasks realistic, periodical supervision of soil

fertility, regional pests, and presentation of punctual

strategies.

Abundance of Responders Based on the Job

Performance: According to the resultant data of this

research (table 3) the minimum, maximum and the

average marks of the job performance are respectively

32, 155 and 108.91. Tripartite classification of the job

performance of the experts demonstrate that the job

performance of most of the responders is intermediate

namely 50.7 percents, 38.8 percents are high, and 10.4

percents are low. The aforesaid results show

intermediate job performance of the extension experts.

Correlation of the Independent Variables and the

Job Performance Variables: According to the

resulting data, there is a positive meaningful relation

among the independent variable concerning the

utilization of the information sources, communication

channels, with the correlation coefficient (r = 0.442 and

p = 0.000) with the dependent variable of the job

performance. The more experts use information sources

and communication channels, the higher their job

performance will achieve. According to the findings of

this research, there is a positive meaningful relationship

among the independent variables of participation with

the mass media (participating to proffer statistics and
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Table 1: The individual and professional characteristics of the extension experts of Yazd Province, Iran 2007 (n=67)

Average M inimization M aximization Standard deviation

Age 41.6 25 52 7.02

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Job experience 18 1 29 7.9

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

The utilization rate of the information sources and channels 16.10 6 25 3.66

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Participation with the mass media 7.84 4 12 1.94

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Participation with the organization manager and the pertinent unit 14.45 5 25 4.30

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Familiarity with the job duties and accountabilities 19.33 6 25 3.47

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

the job capabilities of the specialist 14.61 7 20 2.61

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Job attitudes 26.89 19 35 3.5

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Job motivation 30.49 21 35 3.06

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

job satisfaction 36.66 18 50 7.02

Table 2: The scale for quantifying the job performance of the extension experts of Yazd Province, Iran 2007 (n=67)

Ranking Option Average Standard deviation Coefficient variation

1 Heeding the advancement of technology and using it 

for better implementation of tasks 3.51 .877 .2499

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

2 time management application for punctual decision 

making and doing tasks 3.21 .826 .2573

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

3 Training the farmers and obliterating their doubts 3.82 .984 .2576

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

4 utilizing the native knowledge of farmers as an 

information source and merging it with other know-how 3.79 .978 .2580

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

5 educating and informing the promoters of the new 

agricultural techniques 3.65 .953 .2611

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

6 attempting to learn new communication methods to 

encounter farmers 3.66 .978 .2672

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

7 Assessment of the activities done by the administration 

and m aking efforts to solve predicaments and pursue the 

assigned tasks 3.43 .925 .2697

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

8  Preparation and provision of the guiding plan for the 

extension section 2.88 .879 .2740

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

9 Inviting regional agricultural groups and associations to 

attend periodical sessions to discuss regional agricultural 

quandaries 3.28 .901 .2747

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

10 heeding the stability and durability of the natural 

resources, environm ent, and admonishing farmers of 

these matters 3.72 1.027 .2761

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

11 M eeting in the farm and examining the farmers quandaries 

personally and proffering solutions to them 3.73 1.067 .2861

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

12 self-assessment of the implemented tasks, specifying the 

obstacles and making endeavors to solve them, 3.37 .967 .2896

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

13 Punctual apprising of agronomists to supervise the demo 

farms and to attend the educational classes 3.63 1.057 .2912

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

14 making endeavors to  render innovations and creativity 

to manage the personnel of the pertinent department 3.49 1.021 .2926

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
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Table 2: Continued

15 sympathizing and empathizing with villagers and using 

participation methods top solve their quandaries 3.76 1.116 .2968

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

16 Supervision and appropriate guidance of the subordinates 

and keeping their activities under surveillance 3.45 1.034 .2997

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

17  Exerting oneself to learn new managem ent skills to 

perform the assigned tasks 3.5 1.056 .3017

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

18 Heeding the manufacturing increase and m arketing of the 

agricultural products 3.58 1.096 .3061

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

19 Cooperating with other regional departments (such as the 

deputy-governor district, village authorities, electricity 

department, etc) to solve the farmers’ problems 3.39 1.072 .3162

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

20 Collection of the basic data and analysis of the regional 

agricultural position 3.21 1.023 .3187

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

21 Presentation of official reports and the performance of the 

pertinent section to the central department on a regular basis 3.27 1.046 .3199

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

22 Regular attendance in the sessions held by the central office 3.58 1.170 .3268

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

23 Organization and leadership of the educational camps, 

discussion groups and sessions 3.04 1.007 .3313

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

24 Reporting the updated regional agricultural news to the 

zone’s department 3.16 1.053 .3332

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

25 heeding the income of villagers and concentrating upon 

organizing them in groups and associations 3.25 1.090 .3354

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

26 provision and preparation of operational plantation tables 

based on each season 3.05 1.044 .3423

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

27 participating in specialized agricultural round tables and 

conferences in provinces and nationwide 2.80 .964 .3443

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

28 assessment of equipment and provision of seeds, 

fertilizers and credits 3.42 1.203 .3518

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

29 encouraging and assisting farmers to carry out soil tests 

and pursuing it 3.32 1.205 .3630

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

30 Periodical soil supervision and the regional pests and 

proffering punctual strategies 3.09 1.138 .3683

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

31 Heeding the expectations of the clientele, making 

alterations in the m arket, diminishing expectations to 

promote tasks 3.57 1.018 .3852

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

32 Punctual introduction of farmers to banks to receive credits 3.33 1.330 .3994

Table 3: The abundance of responders based on their job performance of Yazd Province, Iran 2007 (n=67)

job performance Abundance Percentage

Low (75) 7 10.4

Intermediate (75-118) 34 50.7

High (118) 26 38.8

Total 67 100

Average 108.91    standard deviation = 24.58      minimum = 32                          maximum = 155

reports about the regional agricultural situation,

presentation of the expertise discussion, on the regional

agricultural quandaries, proffering views, suggestions,

and collaborations to make radio and TV programs,

educational  and  promotional  films),  (p  = 0.01, r =

0.313) and the job performance  variable. There is also

a positive meaningful relationship among the variables

of  the  experts’  contribution  to   the  organization
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Table 4: The correlation of the independent variables of the research with the job performance (Pierson correlation coefficient).

independent variable correlation coefficient Significant level

Age -0.174 0.172

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

job background -0.22 0.074

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

utilization of information and communication sources 0.442** 0.000

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

participation  with the mass media 0.313** 0.01

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

participation  with the organization management  and the pertinent  unit 0.508** 0.000

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

familiarity with duties and the job accountabilities 0.211 0.086

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

organizational support 0.186 0.133

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

the job ability of the specialist 0.422** 0.000

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

job attitudes 0.305* 0.012

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

job motivation 0.591** 0.000

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

job satisfaction 0.265* 0.030

**M eaningfulness at the level of 1 per cent      *M eaningfulness at the level of 5 per cent

Table 5: Regression multivariate stepwise coefficients – the dependent variable of the research (job performance)

stages Independent variable B SEB Beta t Sig. R R 2

1 job motivation 4.735 0.802 0.591 -1.422 0.154 0.591 0.349

---------------------------------------------------------------------------------------------------------------------------------------------

constant -35.458 24.582 - 5.902 0.000

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

2 Job motivation 3.76 0.796 0.469 4.721 0.000 0.670 0.449

---------------------------------------------------------------------------------------------------------------------------------------------

participation  with the management 1.938 0.576 0.339 4.166 0.001

---------------------------------------------------------------------------------------------------------------------------------------------

constant -33.734 22.788 - -1.48 0.144

-----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

3 job motivation 3.335 0.8 0.416 4.166 0.000 0.697 0.486

----------------------------------------------------------------------------------------------------------------------------------------------

participation  with the management 1.726 0.561 0.302 3.076 0.003

----------------------------------------------------------------------------------------------------------------------------------------------

job capability 1.943 0.912 0.206 2.13 0.037

----------------------------------------------------------------------------------------------------------------------------------------------

constant -46.108 22.931 - -2.011 0.049

management and the pertinent unit (participation to
analyze diverse manners of productivity of the
organization, participation in decision making, active
participation with the administrative council, making
participation in the subsequent stages of the decision
making in the organization or the pertinent unit) and
the correlation coefficient (r = 0.508) at the level of
0.01. there is also a positive meaningful relationship
among other variables which contain physical and
psychological characteristics of individuals for instance,
the job capabilities of the expert, job motivation, are
respectively related to the correlation coefficient 0.442,
0.591 at the level of 0.01 and the job attitude variables
and job satisfaction respectively with the correlation
coefficients 0.305, 0.265, at the level of 0.05 with the
dependent variable of the job performance. Plenty of
researchers have corroborated the momentous role of
the physical and psychological characteristics to
increase the job performance. Some of them are
Marchanet , Belhaj , confirming the relationship of[8] [2]

the job capability and the job performance.

Tatum , Ahmadi , Marchanet  t, confirmed the[14] [1] [8]

relationship between the job motivation and the job
performance, Goosh , Poorsafari , Rezaei ,[7 ] [1 0 ] [1 2 ]

confirmed the relationship between job satisfaction and
the job performance. 

Regression Analysis of the Factors Affecting the Job
Performance: Multivariate regression method has been
used to analyze the most significant factors affecting
the job performance of the agricultural extension
experts. Stepwise method has been utilized to become
acquainted with the regression model. Having entered
all the independent variables bearing meaningful
correlation (including the information source and
communication channels utilization, participation with
the mass media, contribution to the pertinent
management, the job capabilities of the specialist, job
attitude, job motivation, job satisfaction) the results
held in table 5 were obtained. The results of table 5
show that the job motivation variable is the most
significant variable affecting the professional
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performance of the extension experts. The 2  step ofnd

the regression demonstrates that the 2  variablen d

affecting the job performance of experts is their
participation with the management of the organization
in question. Finally, the 3  step of the regressionrd

indicates that the 2  variable affecting the jobnd

performance is the professional capability of the expert.
Since the test error has reached 5 percents, the
regression operation has ended, and the regression
model has been finalized. Only 3 variables have been
entered in the regression model essentially. The ensuing
model has been presented as follows after making the
coefficients standardized. 

1 2 3Y = -46.108 + 3.335 x  + 1.726 x  + 1.943 x

In this formula:

C Y = the job performance 
C X1 = the job motivation 
C X2 = participation with the management 
C X3 = the job capabilities

The above model shows that the most significant
variable influencing the job performance of the
extension experts is their job motivation and their
participation with the organization management and the
pertinent unit and their job capabilities.

Results presented in table 5 show that R  equals2

0.349, 0.449 and 0.486 respectively in the 1 , 2  andst n d

the 3  steps. Hence, the three variables entered in therd

model have managed to express the changes of the job
performance of the extension experts. In other words,
%51.4 of the fluctuations of the influential factors
concerns determinants which have not been studied in
this research.

Conclusions: Based on the findings of this study, the
following conclusions were derived:

C Agricultural extension experts in Yazd province, as
a group, were generally medium job performance
with their current work position.

C According to correlation analysis utilization of
info rm at io n  and  co m m unica t io n  so urces ,
participation with the mass media, job motivation,
job ability and amount of participation with
organization management was found to have
correlated with job performance among agricultural
extension experts.

C According to regression analysis job motivation,
job ability and amount of participation with
organization management was found to have
contributed to the increase level of job
performance among agricultural extension experts.

Based on findings from this research have
recommendations for Iranian Extension Employee

Development Network. As results of the study, the
following recommendations are forwarded:

C Considering the positive meaningful among the
variables of the participation rate and the mass
m e d ia , co n tr ib u tio n  in  the  o rganizatio n
management and assisting the manager of the
pertinent unit with the variable of the job
performance, it is suggested that the manager of
the pertinent organization and unit pay more
attention to the participation of the experts in the
internal activities of the organization by heeding
the views of the extension experts while making
decisions and plans. 

C As for participation in the extra-organizational
activities a logical working relation can be
established  between  the organization and the
mass  media  to  produce  and  proffer
educational promotional films to use the
experiences of the experts to make a dynamic
working environment among experts and motivate
their morale which can facilitate their job
performance.

C It is suggested that the job performance of experts
be taken seriously as a factor affecting the job
performance and necessary educations be rendered
through the organization to strengthen the job
performance of the experts.

Considering all the matters, it is suggested that
agricultural extension  organization pays special
attention to the individual and professional factors of
the extension experts such as their job performance,
their familiarity with duties, job responsibilities, job
attitudes, job satisfaction, job motivation, and
organizational factors such as supervision, leadership,
participation of the personnel in tasks, reward bonus
and encouragement to ameliorate the experts
performance  by combining the above factors.
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