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ABSTRACT

Agriculture is the main stay and driver of Kenyan rural economy. Despites the critical role of
agriculture in Kenya, poor access to extension support services still persist. This study sought to
determine the factors influencing delivery of extension services by the county governments after
agricultural sector devolution as per the Constitution of Kenya (2010). The study used an ex post
facto descriptive survey design. A total sample of 70 extension officers drawn from the population
of 241 extension officers were selected from Kitui County using a stratified random sampling
approach. Secondary sources of information such as county reports and existing literature were
examined to complement the primary survey data. Questionnaires were administered to the sampled
extension officers. Data analysis was carried out using descriptive, inferential statistics and linear
regression. This study found that majority of extension officers reported inadequate performance in
extension service delivery by the county government due to factors such as unavailability of
transport, delayed salaries, lack of staff promotion, undefined duties with duplication, unfavorable
and poor work environment and low facilitation for extension activities. This study recommends
that for better extension service delivery in Kitui County, extension officers should be well
facilitated through mode of transport, proper remuneration and timely promotions. Greater support
and budget should be directed to the devolved agricultural extension services as a way of improving
agricultural productivity and increasing farmers’ incomes.
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1. Introduction
1.1. Background to the Study

Agriculture is the means of livelihood and the main frame of rural life in developing countries
(World Bank, 2021). Agriculture contributes approximately 30 percent to the Gross Domestic
Product (GDP) in sub-Saharan Africa. It is estimated that more than 90 percent of the rural
population depends on rain-fed agriculture for income and food in developing countries. Agriculture
sector contributes about 40 percent of the GDP and provides livelihoods to about 80 percent in East
Africa (IFPRI, 2004; Amwata, 2020). In Kenya, approximately 75 percent of rural population
agriculture is rain-fed and implemented mainly for subsistence. Agriculture sector accounts for 30
percent of GDP and 80 percent of the national rural employment (GOK, 2010). Agriculture Sector
Growth and Transformation Strategy (GOK, 2019) holds that agriculture is a key source of
livelihood and a vehicle for steering economic growth in Kenya and sub-Saharan Africa.
Agriculture sector is one of the economic pillar of the Kenya Vision 2030 and the Big Four Agenda.
Following the Constitution of Kenya (2010), agriculture functions in Kenya were devolved. The
sector has direct implications on two critical areas of the country economy, namely food security
and employment creation, thus impacting on poverty incidence levels, health of Kenyans and the
overall quality of life. Therefore, it is paramount that the devolution in the sector takes into
consideration the above mentioned challenges and seizing any opportunity that can promote
improved productivity of the agriculture sector (MOALF, 2017).

Agricultural extension is a key to improving agricultural productivity in Kenya. The term
‘agricultural extension’ is contextualized here to mean the entire set of organizations that support
and facilitate people engaged in agricultural production to solve problems and to obtain
information, skills and technologies to improve their livelihoods and well-being (GOK, 2012). This
can include different governmental agencies, private sector actors, Non-Governmental
Organizations (NGOs), producer organizations and farmer organizations. Extension was originally
conceived as a service to ‘extend’ research-based knowledge to the rural sector in order to improve
the lives of farmers.

Prior to ushering in the devolved government in 4™ March 2013, the agriculture sector had been
managed in at least ten (10) separate sub-sectors namely crops, livestock, fisheries, land, water,
cooperatives and marketing, environment and natural resources, regional development; and
development of arid and semi-arid land (ASAL). With the enactment of the Kenyan Constitution in
the year 2010, agricultural sector particularly extension service was devolved to lower
administrative levels in order to take the services closer to people and ensure effective service
delivery (GOK, 2011).

In order to harness the productivity and growth of the sector, the national and county governments
need to perform their functions in line with the functional and institutional integrity of government
at these two different levels. This was achieved through consultation between the two levels and
liaison in exchange of information, coordination of policies and enhancement of capacity. However,
clarity of roles of each of the stakeholders are critical for coordination.

1.2 Statement of the Problem

Empirical evidence supports the existence of a relationship between decentralization and service
delivery (Ahmad et al., 2008; Besley et al., 2007; Freinkman & Plekhanov, 2009; Kannan, 2013).
However, these studies focus mostly on developed or developing countries of Asia and Latin
America. The link between devolved governance with administrative decentralization and
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agricultural extension service delivery in the context of sub-Saharan Africa is scarcely explored. To
date, only few studies have evaluated the factors of decentralization on service delivery in the
context of Sub-Saharan Africa (Balunywa et al., 2014; Tshukudu, 2014). Of great interest to this
study is the fact that across the multiplicity of agricultural extension service providers in Kenya, the
overriding problem is inadequate local stakeholder consultation in developing and designing the
extension programs. The purpose of this paper is therefore to investigate the factors influencing
delivery of extension services in Kitui County.

1.3 Objective of the Study.
The specific objective of the study was to determine the factors influencing delivery of extension
services by the county governments.

1.4 Hypothesis
The following hypothesis guided the study

Ho. There are no significant factors influencing the delivery of extension services by the county
governments after devolution.

1.5 Significance of the Study
Extension officers will have more clear structure, to prioritise and facilitate their operations and to
deliver farmer tailored services based on real farmer’s needs.

2.0 Factors Influencing Delivery of Extension Services by the County Governments
Agricultural extension in the Counties comprises of employees from Central Government having
different terms of service. The main objective of this government is to render better and quality
services to the residents of counties but the services have been compromised due to the fear of the
unknown over their job security leading to high employee’s turnover, absenteeism and low morale.
According to Kirkpatrick (2011), people may resist, welcome or have a mixed feeling towards
change. This resistance is based on the fact that they might lose something including a personal
loss.

Kotters (1996) suggests that successful change of any magnitude should go through all the eight
steps of his model. Establishing a sense of urgency is very crucial step to enable employees is
driven out their comfort zones, but after the devolved system makes most of the employees tend to
work in fear and anxiety because their future is unknown. According to Myrna (2009), change
means acquiring new skills as well as new ways of thinking and behaving which the Government
has failed to provide training and coaching to enable everyone to change effectively. Inadequate
information on devolution and the roles of county governments and the elected representatives
among the citizens is a worrying concern. Hence need for civic and political education is great and
that could be an area of engagement too.

Despite of the National Government in conjunction with SRC efforts reviewing of allowances in the
public services through several periodic circulars Ref. SRC/ADM/CIR/1/13 Vol. 11, still panicking
among the employees is still lingering in their minds making them to always expect the worse
outcome hence leading to low performance. Most of the transferred and devolved employees have
not taken this change in a positive way because issues such organizational structures, values and
cultures were not addressed appropriately by the Transition Authority to Devolved Government
Act, 2012 which was mandated to spearhead this process.
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According to Retirement Benefit Act No.3 of 1997 stipulates that organizations should submit both
employer and employee contributions to the relevant statutory body. Machakos, Kitui and Makueni
Counties Government employees are not aware of what will happen to their contributions made
towards the existing pension schemes. The newly recruited personnel are in dilemma in choosing
among the existing pension schemes because the county Provident Fund is yet to be constituted.
The Public Finance Management Act 2012 is mandated to provide guidance on disbursement of
revenue to the 47 counties. However, due to National Treasury delay in disbursement of funds and
inadequate funding, According to the study Christopher et al., (2013) the ability of counties,
especially those with a weak resource base to raise enough revenues that will enable them perform
the devolved functions and deliver services to the citizen. The equalization fund is likely to be so
thinly spread hence the bigger burden of meeting the deficits will have to be through internal
revenues. This is particularly as relates to the already weak capacities to generate and collect
revenues that were witnessed in the former Local Government Units. Thus, this study seeks to
evaluate the factors that influence the delivery of extension services by the county gvernemnt of
Kitui after devolution.

2.2 Employees Training

Training and Development has a direct relationship with effectiveness of the devolution of counties
in Kenya. When the agricultural extension agents are well trained and thoroughly developed they
will deliver the agenda of their respective county Governments and hence there exists this kind of
relationship. Training may however be defined as the action of teaching a person or animal a
particular or type of behaviour or may be defined as a learning process that involves acquisition of
knowledge, sharpening of skills, concept, rules, or changing of attitude and behaviour to enhance
the performance of employees. According to Kurt (2004) an individual’s behavior is a function of
the group environment, or ‘field’. The field produces forces, tensions, emanating from group
pressures on its members.

According to the Group Dynamics School, the focus of change must be at a group level and should
concentrate on influencing and changing the group’s norms, roles and values. Myrna (2009) says
effective training is not an isolated event in an organisation. Training must be strategic in that it is
designed to improve the knowledge, skills and abilities of employees to help them achieve the
organisation’s strategic plan. Effective training is therefore can’t be designed until there is full
understanding of the organisation. Training is an important tool of agricultural extension agents to
control the attrition rate because it helps in motivating employees achieving their professional and
personal goals, increasing the level of job satisfaction thus leads to increased productivity. He
further reiterates that it can only be achieved through SWOT Analysis and a proper understanding
of the organization’s vision and hence creating a competitive advantage. Training Needs Analysis is
also very important to know the training gaps between the employee’s current performance and
desired performance level According to Sean (2010), training on the other side helps to identify and
grow the personality and performance strengths that will make the organization’s employees better
and getting right person in the right job. Continuous training keeps employees at the cutting edge of
industry developments.

2.3 Employees Motivation

Among financial, economic and human resources, the latest are more essential and have the
capability to endow a company with competitive edge as compared to others (Rizwan et al.,2010).
Employee performance fundamentally depend on many factors like performance appraisals,
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employee motivation, Employee satisfaction, compensation, Training and development, job
security, Organizational structure and other, but the area of study is focused only on employee
motivation as this factor highly influence the performance of employees. Employee motivation is
one of the policies of managers to increase effectual job management amongst employees in
organizations (Shadare et al., 2009).

A motivated employee is responsive of the definite goals and objectives he/she must achieve,
therefore he/she directs its efforts in that direction. Rutherford (1990) reported that motivation
formulates an organization more successful because provoked employees are constantly looking for
improved practices to do a work, so it is essential for organizations to persuade motivation of their
employees (Kalimullah et al., 2010). Kalimullah et al (2010) further cites that research that reward
causes satisfaction of the employee which directly influences performance of the employee.
Rewards are management tools that hopefully contribute to firm’s effectiveness by influencing
individual or group behavior. All businesses use pay, promotion, bonuses or other types of rewards
to motivate and encourage high level performances of employees (Reena et al., 2009). To use
salaries as a motivator effectively, managers must consider salary structures which should include
importance organization attaches to each job, payment according to performance, personal or
special allowances, fringe benefits; pensions and so on (Adeyinka et al., 2007).

2.4 Availability of Funds

Kenya is a signatory to the 2003 Maputo Declaration that commits nations to fund the agricultural
sector at a minimum of 10 percent of their national budget. However, even though the funding to
the sector has increased over the years, the share to national resources has been declining (Amwata,
2020). The total development budget in the sector has also been increasing from early 2000s.The
constitution allows for a transition period of three years from the date of promulgation August 2010,
when it is expected that the national government will have transferred all the functions listed in the
fourth schedule to the county governments. After the general elections in March 2013 county
governments took office and have been establishing the requisite departments to take charge of the
specified functions.

From 1st July, 2013 county governments took over all the functions as listed in the fourth schedule
of the constitution with the exception of a few as had been agreed by the Summit. The constitution
requires that a minimum of 15 percent of the national revenue be allocated to county governments.
In the 2013/14 financial year, above 40 percent of the national revenue was allocated to county
governments. Although this is a substantial amount, the sentiments expressed by the governors are
that it is not enough given the huge expectations that they face. The analysis of the printed budget
estimates for the 2013/14 financial year submitted to the Controller of Budget by the county
governments, paying attention to the development expenditure allocated to the agriculture sector.
Key concerns at the county level include whether the agricultural sector has been prioritisedby the
counties and the implications of allocations on implementation of activities in the sector, and the
continuity of on-going programs by the state departments

Revitalizing the sector at the county level will start by optimizing production. There are a number of
initiatives that were started by the ministries aimed at achieving this .Many of these programs and
projects now fall under the mandate of the county government. In the 2013/14 financial year, county
governments allocated a total of Ksh.11 billion as development expenditure for the sector. This was
less than half of the Ksh.26 billion allocated to the sector in 2012/13 financial year before
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devolution. The average share of development expenditure to total expenditure by counties for the
infrastructure sector was 14 percent, compared to four and two per cent for the agriculture and trade
sectors respectively. Thus, majority of the counties allocated a huge share of their development
expenditure to infrastructure. This is not unexpected given that many of the roads in rural areas are
in poor condition and are usually impassable during the rainy season (Njagi, Kirimi, Onyango, &
Kinyumu, 2014)

3.0 Research Methodology

The study used an ex post facto descriptive survey design. This design is appropriate for the study
because it enables the description and exploration of the effect of devolution of agricultural sector
on the delivery of extension services in the selected study area. This type of design involves data
collection after a naturally occurring event. It involves collection of information from a sample that
has been drawn from a population that has received a natural treatment not designed by researcher
(Fraenkel, Wallen, & Hyun, 2012). The study attempts to describe the factors that affect the
devolution of extension service.

The population under study comprised of extension officers in Kitui County.The accessible
population was all the extension officers in Kitui County region who here by form the accessible
population for the study.

Sample size determination

S= N(CV)?
(CV)? + (N-1) €
Note:
S=sample size;
N=population size;
CV=Coefficient of variation which is <30%;
e=margin of error which is fixed between 2-5%).

The study sample was calculated at 20 percent coefficient of variation and 2 percent margin of error
(Nassiuma, 2000). Twenty percent coefficient of variation was used to ensure that the sample was
wide enough to justify the results being generalised for the Kitui County. Higher coefficients of
variation were not used to avoid very large samples due to limitation of research funds. Two percent
margin of error was used because the study was an ex-post facto survey, whereby the independent
variables could not be manipulated hence necessitating relatively higher margin of error.

A calculated sample size of 70 respondents from the population of 241 extension officer was
selected from Kitui County using stratified random sampling approach. This sample size of 70
extension officers provides a reasonable sample for subsequent sound data analysis. An extra
number of 11 extension officers were necessary to cater for natural attrition

A questionnaire was designed and used as the main instrument of data collection for extension
officers in Kitui County.

Upon receiving authority letter from Graduate School of South Eastern Kenya University and a
research permit from the National Commission for Science, Technology and Innovation
(NACOSTI), field work was initiated to collect relevant data for this study.
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The collected data was exported into STATA program version 16.0 for subsequent analysis. Before
the actual analysis, data was cleaned of any outliers and entry errors. In this study, descriptive and
inferential statistics through econometric models were used to analyze data. The inferential statistic
modeling, linear regression were used

4. Results

Age of the sampled extension officers
The results of the study indicate that 44.3% had 40 years of age and below while 55.7% have 41
years and above.

Table 4.1: Age of the sampled extension officers

Age bracket (Years) Frequency Percentage Cumulative %

21-30 10 14.3% 14.3%
31-40 21 30.0% 44.3%
41-50 13 18.6% 62.9%
Above 51 26 37.1% 100.0%
Total 70 100.0%

This indicates that the extension service in Kitui County is balanced in terms of age distribution. It
is therefore imperative that extension services may be effective since there are old officers with
experience and young who can learn from the old.

Gender of the respondents

The results of the survey shows a higher number of male agricultural extension workers (91.4%)
compared to females (8.6%).

Table 4.2 Gender of the respondents

Gender Frequency Percent
Female 6 8.6%
Male 64 91.4%
Total 70 100.0%

This indicates that the extension service is dominated by male extension at 91.4 percent which may
have implications on delivery of extension services and productivity. Women undertake majority of
agricultural work in addition to domestic and reproductive roles. With more female engaged in
agricultural activities, female extension workers may be more effective than male extension
officers. Female inclusivity in the extension service enables a correct understanding of gender
issues in agricultural practice and implications for equity, equality, social justice and productivity.
Despite the gender gaps and challenges in the agriculture sector, the existing opportunities can be
used to improve operational efficiency and achieve the expected impacts. This agrees with the
findings of Akinsorotan & Oladele (2009) that ADP extension officers were mainly males and this
may pose a challenge in gender equality in extension services.
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Level of Education of the Respondents

The results of this research indicate that majority of the sampled respondents (52.9%) had diploma
from various colleges. About 44.3% of the respondents had bachelor’s degree while the remaining

2.9% had master’s degrees.

Table 4.3: Education background of the sampled extension officers

\ Level of education Frequency Percent \
College 52.9%
University level 44.3%
Master 2.9%
Total 100.0%

Working experience of the sampled extension officers

The survey shows that 67.1% of the respondents had working experience of 20 years and below and

33.9 % had 21 years and above.

Table 4.4: Working experience of the sampled extension officers

Age bracket (Years) Frequency Percentage Cumulative %
1-10 35 50.0% 50.0%
11- 20 12 17.1% 67.1%
21-30 14 20.0% 87.1%
Above 31 9 12.9% 100.0%
Total 70 100.0%

It is argued that working experience is an important ingredient of professional performance and

could be a key factor in effective service delivery in the devolved extension system.

Table 4.5: Influence of selected factors on delivery of devolved extension services

Delivery of extension services Coef, SE Z P-value
Availability of transport for extension services 153 060 254 0.011
Availability of housing facility for extension staff 147 089 166  0.097
Timely payment of salaries for extension officers 215 057 3.75 0.000
Proper promotion for extension officers 156 049 316 0.002
Fair and transparent transfers 152 127 12 0228
Well outlined duties with no duplication 1.76 055 318 0.001
Favorable and conducive work environment 231 105 219 0.028
Increased facilitation for extension activities 293 0.74 396 0.000
Increased training and capacity building for extension staff 157 082 192 0.055
Constant 193 047 411 0.000

Calculated Chi2 (9) = 30.04, Critical Chi2 (9) = 16.92; Prob>Chi2 = 0.000; Adj R*= 0.264
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Results in Table 4.5 reveal that all coefficients were statistically significant at 5 percent level except
for availability of housing facility for extension staff, fair and transparent transfers and increase in
training and capacity building for extension staff.

The calculated likelihood ratio Chi square at nine degrees of freedom (30.04) for the fitted model
with a probability value of 0.000 was significant at 5 percent level (Critical Chi2(9) = 16.92). The
adjusted R? of 0.264 was above the statistical threshold of 5 percent confirming that delivery of
extension services was significantly influenced by selected factors. It further implies that selected
factors collectively account for about 26.4 percent of the variance in delivery of extension services,
other factors notwithstanding.

The coefficients for availability of transport for extension services (1.53) was positive and
statistically significant at 5 percent level (P<0.05). This implies that increased availability of
transport for extension services is attributed to better delivery of extension services.

The coefficients for timely payment of salaries for extension officers (2.15) was positive
statistically significant at 5 percent level (P<0.05). This implies that timely payment of salaries for
extension officers is attributed to better delivery of extension services.

The coefficients for proper promotion for extension officers (1.56) was positive and statistically
significant at 5 percent level (P<0.05). This implies that proper promotion for extension officers is
attributed to better delivery of extension services.

The coefficients for well outlined duties with no duplication (1.76) was positive and statistically
significant at 5 percent level (P<0.05). This implies that a well outlined duty with no duplication is
attributed to better delivery of extension services.

The coefficients for favorable and conducive work environment (2.31) was positive and statistically
significant at 5 percent level (P<0.05). This implies that favorable and conducive work environment
is attributed to better delivery of extension services.

The coefficients for increased facilitation for extension activities (2.93) was positive and
statistically significant at 5 percent level (P<0.05). This implies that increased facilitation for
extension activities is attributed to better delivery of extension services.

4. Discussion

The results of the study are consistent with Tladi-Sekgwama (2019) who found that effective
delivery of agricultural extension services is constrained by four groups of factors: physical,
administrative, extension worker related and farmer related.

The findings of this study agrees with Machiadikwe, Benjamin & Nnenna (2016) who found that
timely payment of salaries for extension staff is a key motivation factor in their career. In their
study, lack of impressive performance of extension delivery in research-extension-farmer linkage
activities in the study area, was attributable to poor motivation of extension staff due to low salaries
that were not timely.

Mwangi & McCaslin (1994) found that proper promotion of agricultural extension staff is a key
determinant to service delivery. In their study on satisfaction factors related to motivation of a
random sample of 325 agents in Kenya's extension service in the Rift Valley Province.
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Well outlined duty with no duplication is attributed to better delivery of extension services. This
study agrees with MoALF (2018) that found that success in execution of extension functions by
both county and national governments has been largely elusive due to poor coordination
mechanisms that is characterized by high duplication of responsibilities.

Favorable and conducive work environment is attributed to better delivery of extension services.
This study is consistent with Mwangi & McCaslin (1994) who found that work environment that is
conducive to extension staff was a key motivation factor to increased performance of extension
agents in Rift valley province of Kenya. In their findings, a work environment that is characterized
by good allowances and health insurance were important for motivating agents.

Increased facilitation for extension activities is attributed to better delivery of extension services.
This study agrees with Harvey (2021) who found that long-term consistency in government
programming in extension service delivery was a key to sector momentum and imitation.

5. Conclusions

An overwhelming majority of extension officers reported dismal performance in extension service
delivery by the county government. Most therefore preferred to move to the national government if
given a chance. Extension service delivery in the study area is influence by several factors such as
availability of transport for extension services, timely payment of salaries for extension officers,
proper promotion for extension officers, well outlined duties with no duplication, favorable and
conducive work environment and increased facilitation for extension activities. This means that for
better extension service delivery in Kitui County, extension officers should be well facilitated with
transport, remunerated well and timely, promoted fairly, availed with well-outlined duties with no
duplication and provided with a conducive work environment. Extension activities also need to be
increased.

6. Recommendations

In view of the findings and the conclusion drawn above, this study makes the following
recommendations:

For better extension service delivery in Kitui County, extension officers should be well facilitated
with transport, remunerated well and timely, promoted fairly, availed with well-outlined duties with
no duplication and provided with a conducive work environment. Extension activities also need to
be increased.
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