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ABSTRACT

The purposes of this study are to: i) assess the
agricultural extension middle level managers’ will-
ingness to use cell phones in extension services,
and ii) investigate the factors affecting their willing-
ness to change and their change- related behavior.
The DINAMO scale developed by Metselaar
(1997) was used to assess their willingness to use
cell phones in extension. Data were collected from
19 agricultural extension middle level managers
representing 67.86% of the total number of middle
level managers (28 mid-managers) by question-
naire during their annual meeting that was held on
May 2015. Mean scores, percentages, and Chi-
square test were used for data presentation and
analysis. The results showed that the respondents’
overall willingness to change is 220.2 which repre-
sents 72.2% of the total score; this implies that
extension middle level managers are entirely have
positive willingness to use cell phones in agricul-
tural extension services. There are seven variables
have significant relationships with extension middle
managers’ willingness to change namely: Manag-
ers' affective orientation towards the use -cell
phones in extension (X2 =38), The value of use cell
phones for the agricultural extension organization
(X2 =37.07), Collegial attitudes towards use cell
phones in extension ("2 =38.22), Self-control fac-
tors ("2 =38), External control factors (X2 =36.24),
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Control over and contentment with use cell phones
in extension (** =24.7), and Perceived complexity
of use cell phones in extension (** =31.16). On the
other hand there are five variables affecting the
change- related behavior of the middle managers
as follows: Managers' affective orientation towards
the use cell phones in extension (** =51.19), Colle-
gial attitudes towards use cell phones in extension
(® =51.12), External control factors (** =50.34),
Control over and contentment with use cell phones
in extension (X2 =25.82), and The middle man-
ager's willingness to use cell phones in extension
(X2 =24.61). It could be concluded that there is a
strong opportunity for using cell phones in exten-
sion services, and the respondents are ready for
the beginning of such initiative.

1. INTRODUCTION

Agriculture is becoming a progressively a
knowledge-intensive endeavor. The contribution of
agriculture to national economic growth relies on
its aggregate factor productivity. Further, the
productivity of the agricultural sector relies in-turn
on how farmers can effectively and efficiently in-
crease their production through utilization of the
ideal consolidation of inputs, the know-how, and
territory management techniques. Yet, the existing
levels of knowledge and information on how to
produce, process, and market commodities stay at
the threshold for extensive numbers of smallholder
farmers. This is partly due to the quality and quan-
tity of extension and advisory services that is avail-
able to the farmers from different sources. Devel-
oping countries, in their quest for improving for-
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ward their entry to knowledge for all farmers, have
embarked on a series of reforms that have resulted
in a wide range of outcomes (Babu, & Joshi,
2015: 25).

A significant number of organizations, i.e. agri-
cultural extension organization, have been actual-
izing change, the pace, magnitude and importance
of which have expanded extensively in recent
years. Such transforms would frequently focused
at moving forward the viability of the associations
so that they generate value, having a basic goal of
empowering an organization and its functions cope
with a challenging environment (Blackman, et al
2013: 2). ICT might aggravate the best commit-
ment by telescoping distances and lessening the
cosset of interaction between stakeholders. It has
the potential to help farmers in the entire cycle of
production, i.e., starting with production and ending
with sales. Most efforts to make ICT accessible to
rural farmers have sought to improve the availabil-
ity and quality of information either indirectly
through producer associations, extension workers
and the like, or directly through broadcast radio
information, call centers, and mobile short messag-
ing services (SMS) (Mittal, et al 2010: 4).

The expanding infiltration of mobile networks
and handsets presents a chance to make suitable
information more generally accessible. This might
assist agricultural markets to operate more suc-
cessfully, and overcome some of the other chal-
lenges faced by the sector (Mittal, et al 2010: 2).
Cell telephone infiltration in the developing world
currently exceeds two subscriptions for every three
people, driven by expanding networks in Asia and
in Africa. The capacity to purchase a low-cost mo-
bile phone is complemented by the expansion in
telecommunications infrastructure; most countries
now have more than 90 percent of their population
served by a cell phone signal, including coverage
in rural areas (The World Bank, 2011: 5). In
Egypt, mobile subscription reached 93.24 million
subscriptions during July -September 2015 (Minis-
try of Communications and Information Tech-
nology, 2015: 2).

Agricultural extension systems over practically
less developed nations are under-funded and have
had mixed effects like the defect of employ-
ees/farmers proportion. A great deal of the exten-
sion information has been found to be out of date,
irrelevant and not applicable to small farmers’ de-
mands, leaving such farmers with very little infor-
mation or resources to improve their productivity
(Meera et al 2004: 1). Mobile phone access has
the chance to assist extension employees for de-

livering services to various small and marginal
farmers (Cole and Fernando, 2012: 8).

In June 2011, a pioneering initiative to utilizing
the cell phones in Egyptian Agricultural Extension
was announced by a collaboration protocol among
the Ministry of Agriculture and Land Reclamation,
Vodafone Egypt and Quick Serve Company. The
project is planned to provide farmers with agricul-
tural news and information using SMS, in addition
to contacting with the specialists in the Agricultural
Research Center (ARC) through direct calls, SMS
and voice messages (Central Administration for
Agricultural Extension, 2011, Abdel-Gany,
2014: 1). The Protocol avails agricultural extension
services via cell phones starting from cultivation to
harvesting as well as providing the framework for
launching a call center for Egyptian farmers. The
Center will provide specialized guidance to Egyp-
tian farmers through the ARC, in cooperation with
Quick Serve Company (Vodafone Egypt, 2011).

Although, the services of the above mentioned
protocol of collaboration have not been activated
yet, the protocol in itself shows it clear that “cell
phone extension represents a possibility change in
the way Egyptian agricultural extension provides
its services” (Abdel-Gany, 2014: 1). A significant
number of factors contribute to the effectiveness
with which such organizational changes are im-
plemented. Important among those factors is “will-
ingness to change”. Willingness to change is con-
taining people’s beliefs and intentions regarding
the extent to which changes are required and their
perception of individual and organizational capabil-
ity to successfuly make those changes
(Bouckenooghe & Devos, 2007: 5). It is the cog-
nitive forerunner to the behaviors of either impervi-
ousness to, or support for, a change effort. Willing-
ness may be reflected in the organization mem-
bers’ beliefs, attitudes, furthermore intentions re-
garding the extent to which changes would be
needed and the organization’s capacity to suc-
cessfully make those changes (Susanto, 2008:
50).

As stated by Thomas and Dunkerley (1999), it
is often the role of the middle level manager to
formulate and enable the application of the
change. Here, middle level managers’ position in
change processes turned unique, since they both
understand the top managements’ desire for direc-
tion of the strategy, as well as the employees,
since they are in close contact with them. Hence,
the middle managers act as change agents be-
tween top management and employees (Béckvall
& Englund, 2007: 2).
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From this starting point, the purposes of this
study are to: i) assess the agricultural extension
middle level managers’ willingness to use cell
phones in extension services, and ii) investigate
the factors affecting their willingness to change
and their change- related behavior.

2. REVIEW OF LITERATURE
2.1. Mobile agricultural extension

Agricultural extension services include trans-
mitting knowledge to farmers, advising and educat-
ing farmers in their decision making, empowering
farmers to elucidate their own objectives and po-
tentials, and motivating desirable agricultural de-
velopments. Traditional public-sector extension
services uses a variability of extension programs to
overcome barriers to technological adoption with-
out much success (Fu & Akter, ND: 5). The litera-
ture surveyed highlights the quick growth of porta-
ble telephony in the emerging developing countries
of Asia and Africa and their key role in decreasing
information search costs, information asymmetries
and expanding market efficiencies. The utilization
of cell telephones has been found to inspire poor
farmers of these countries towards greater market
participation and diversification to high-value
crops. This has helped enlarge their profit through
higher price realization and lessening in wastages
(Mittal, et al 2010: 4).

Mobile phones have numerous key advantages
including: i) they are owned by more people, ii)
they are provide provision in an instant, more suit-
able way, iii) they can convey personalized infor-
mation to individual owners, iv) they are inexpen-
sive to provide other functions such as voice com-
munication, v) they decrease the charge of infor-
mation and communication, vi) they empower both
audio and video functions which can meet most of
the essential necessities of the poor, vii) they have
greater affordability than the internet and they also
offer prospects to access new sources of infor-
mation (Fu and Akter, 2011: 3, Fielding and
Ninsiima, 2012: 1).

Today, mobile-enabled agricultural services act
as tools to deliver extension services through in-
frastructure for mobile telephony and help gener-
ate consciousness amongst farmers (Mittal, et al
2010: 3). Mobile phones are being utilized to help
raise farmers’ incomes, making agricultural market-
ing more efficient, bringing down information costs,
decrease transport costs, afford a platform to de-
liver services and innovations, increase access to
information via agricultural extension services,

increment of communication linkages with research
systems, and upsurge access to public and private
information sources (The World Bank, 2011: 52;
Aker, 2011: 8). Versatile telephones might en-
hance access to and utilization of information
which helps a farmer with fundamental information
such as what to plant and which seed varieties to
use (know-how information); the contextual infor-
mation such as weather, plant protection, best
practice for cultivation and inputs; and market in-
formation such as prices, and demand indicators
(Mittal et al 2010: 13).

2.2. Middle managers and agricultural exten-
sion

Floyd and Wooldridge (1994) define middle
management and the middle managers as the fa-
cilitator between daily activities of the units and the
strategic activities of the hierarchy; they stress the
middle manager’s role as a link, a tie between top
managers and operational employees (Kuyven-
hoven & Buss, 2011: 3). The middle managers
have been a target for criticism in the change pro-
cess, and regularly get faulted as being obstructive
and resistant. The manager introducing the change
often becomes hated by the ones negatively af-
fected by the change. Nevertheless, the middle
managers’ achievement in the change implemen-
tation process largely has an impact on the conse-
quence of the change. Therefore, middle manag-
ers’ contributions in organizational changes can
meaningfully influence whether or not it becomes
successfully applied (Béackvall & Englund, 2007:
2-3).

Middle managers are instrumental to improving
overall engagement and corporate performance.
They are able to see the vision at the highest prior-
ity of the organization and the grievance at the
bottom. The organization of the future, however,
will oblige this assembly to be strong, effective,
and willing (Caye, et al 2010: 1). Middle level
managers play a critical role in the extreme capaci-
ty of the organization to accomplish its strategic
goals. The most successful middle managers must
rely on strong influencing skills and the ability to
organize a complex network of resources to get
results (McKinney, et al 2013: 1). On one hand
they transform organizational goals and strategy
into real actions, and on the other, they convert
autonomous managerial action into strategic intent.
Middle managers are seen as vital to translate
entrepreneurial initiatives developed at the front
into organizational outcomes. They actively en-
dorse ideas, construct support, overcome re-
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sistance, and guarantee that the innovative ideas
are implemented and monitored (Mair, 2002: 2).

Agricultural Extension Organization in Egypt is
one of seven sectors consisting the organizational
structure of the Ministry of Agriculture and Land
Reclamation (MALR). The Ag Ex. Sector includes
four main central administrations; one of them is
the Central Administration for Agricultural Exten-
sion (CAAE). The extension organization is repre-
sented at all administrative levels, starting from the
central level in Cairo (represented by the CAAE),
to the Directorates of Agriculture at governorate
levels to District levels, down to the Village level
(El-Shafie, 2009: 46; Abdel-Ghany & Diab, 2013:
148).

2.3. Willingness to organizational change

Due to the progressively dynamic environ-
ments, organizations would continually confronted
with the necessity to implement changes in strate-
gy, structure, process, as well as culture. Organi-
zational change in government organizations over
the past two decades has been dominated by New
Public Management (NPM) initiatives directed to-
wards transforming these organizations from bu-
reaucratic to market-oriented and efficient entities,
although retaining public responsibility (Ryan,
2008: 1).

According to Greenberg and Baron (2002),
the organizational change alludes to planned or
unplanned transformations in the structure, tech-
nology and/ or people of an organization; also as
stated by Del Val and Fuentes (2003), it is varia-
tions in shape, quality, or state over time after an
introduction of new ways of working, thinking, and
acting within an organization (Vos, 2006: 6). Itis a
top-down process applied by change agents and
managers (Petrou & Demerouti, 2015: 470), or it
is a planning and actions to alter collective behav-
ior in the pursuit of particular objectives (Helfrich
et al 2011: 2).

In order to improve the probability of change
success, the literature points to a range of theories
used to explain the processes and elements of
change as follows (Blackman, et al 2013: 2): 1)
life-cycle models looking at change as a series of
ongoing changes; 2) teleological models consider-
ing change towards a planned goal or end state; 3)
dialectical theory which assumes that change oc-
curs when disparate values, forces or events gain
sufficient power to challenge status; 4) evolution-
ary models which argue change is a recurrent,
cumulative and probabilistic progression of varia-
tion, selection and retention of organizational enti-

ties. In these models a regular factor cited as
needed to overcome the potential for failure is the
need for all those involved to have ‘bought in’ to
the process, especially as there is a widespread
assumption that individuals resist change and that
leaders do not prepare the organization precisely
sufficient.

Drawing on Lewin's three-stage model of
change, Unfreeze — Change — Refreeze, whereby
the organization prepares for the change, then
makes the change and then adopts it as a continu-
ing state. The successful change occurs where the
leadership understands that the change process is
a series of phases needing time; a process similar
to the concept of “unfreezing”, including phases
such as building momentum, warm-up or defrost-
ing activities, or gaining buy-in to the change exer-
tion (Weiner, 2009: 2).

Disappointments of organizational change ap-
plication can be attributed to the organization’s
powerlessness to provide for an effective unfreez-
ing process before trying the change. Three over-
lapping phases are suggested: “readiness or will-
ingness” where organizational members are willing
for the change, “adoption” which is the period
where the change is still on trial, and “institutionali-
zation” which involves efforts to adopt the changes
(Blackman, et al 2013: 2). The fruitful change
efforts are characterized by many organizational
factors, including employee and manager attitudes
towards change (to what degree it is possible and
desirable); leadership support (making the change
a priority); slack resources; adequate planning
(clarity of goals and roles); and mechanisms for
tracking and reporting progress. Some organiza-
tional scholars propose that these factors are gen-
erally observable at the outset of a change initia-
tive, and taken collectively, constitute an organiza-
tion’s willingness to make the change. If accurately
assessed, baseline organizational willingness
could be used to foresee the probability of suc-
cessful change or diagnostically for formative eval-
uation (Helfrich et al 2011: 2).

Organizational willingness to change is consid-
ered a critical forerunner to the successful applica-
tion of complex. Indeed, some suggest that failure
to establish sufficient willingness accounts for one-
half of all unsuccessful, large-scale organizational
change efforts (Weiner, 2009: 2).

By assessing willingness to change, change
agents, managers, human resource management
professionals, and organizational development
consultants can recognize gaps that may occur
between their own prospects about the change
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effort and those of other organizational members.
If noteworthy gaps are founded and no action tak-
en to close those gaps, resistance would be ex-
pected and change application would be threat-
ened. In essence then, assessment of an organi-
zation’s willingness to change can serve as a
guide as a strategy for applying organizational
changes may be created (Holt et al 2007: 290).

With regard to planned change processes,
managers' actual control over their behavior
strongly depends on the degree to which the
change is imposed upon them. Sitill, the quantity of
willingness to change can vary considerably from
manager to manager, resulting in behaviors that
support or hinder ongoing change. It should be
clear that no single manager is responsible for the
failure or success of an entire change process.
Successful change is always the result of a com-
bined effort by all organization members. Further-
more, many variables which influence ongoing
change are outside the manager's control. (Met-
selaar, 1997: 48-49).

Metselaar (1997: 56-64) presented the Will-
ingness to Change (DINAMO) scale as a tool can
be used to assess middle managers’ willingness to
organizational change; and identified the critical
ten dimensions (70 items) of willingness to change
of middle managers by addressing the different
facets of willingness to change. The scales formed
ten homogeneous clusters around the five central
elements of Ajzen's model: A) attitude, B) subjec-
tive norms, C) perceived behavior control, D) inten-
tion and E) behavior (Table 1).

Table 1. Overview of the ten dimensions of the
DINAMO scale

No of
Elements Scales of the DINAMO items
1. Consequences of the
Attitude change for the middle man- 9
ager's work
2. Managers' affective orien- 5
tation towards the change
3. The value of the change 4
for the organization
Subjective |4. Collegial attitudes towards 6
Norm the change
Behaviora
Control 5. Self-control factors 8
6. External control factors 12
7. Control over and content- 7
ment with the change process
8. Perceived complexity of 7
the change
. 9. The middle manager's
Intention willingness to change 4
10. Overt manifestations  of
Behavior |willingness or resistance to 8
change

Source: Metselaar (1997: 57).

3. METHODOLOGY

The current study used the DINAMO scale to
assess extension middle managers’ willingness to
use cell phones in extension services. Out of the
total 70 items of the DINAMO, 67 were used for
assessing the respondents’ willingness to use cell
phones. The remaining three items were consid-
ered not applicable to the study (two of them were
to “self-control factors component” and the third
one was belonging to the “Collegial attitudes to-
wards the change component”).

A questionnaire form on the DINAMO scale
was composed and distributed among the at-
tendees of the annual meeting of the general man-
agers of extension administration at governorate
level (middle managers of extension) which was
held during May 2015. The completion of the ques-
tionnaires was followed up thereafter and the com-
pleted forms were personally collected. The total
number of returned completed forms was 19 rep-
resenting 67.86% of the total number of extension
middle managers (28 mid-managers) at the na-
tional level. With regard to statistical analysis,
mean scores, percentages, and Chi square test
were used for data presentation and analysis.

The respondents were asked to respond on a
5-point Likert-type scale ranging from 1 (strongly
disagree) to 5 (strongly agree) to the statements of
the dimensions of DINAMO scale except the last
dimension “Overt manifestations of willingness or
resistance to change” which consists of eight be-
havior statements. Respondents’ responses were
marked as ‘applies or does not apply ' scores of 1
or 0 were assigned to the statement. In addition,
the values 4 to — 4 were assigned to the behavior
dimension bl to b8, respectively. Subsequently, a
measure of manager behavior was computed us-
ing the statistics:

Behavior = (b1*4) + (b2*3) + (b3*2) + (b4*1) - (b5*1) - (b6*2) - (b7*3)

- (b8*4)

In order to achieve the second objective of the
study, seventeen hypotheses could be formulated
as follows:

The degree of middle level managers’ willing-
ness to change (use cell phones in extension ser-
vices) and their change- related behavior are posi-
tively related to: the degree to which middle man-
agers expect positive consequences of the organi-
zational change on their work (H1) and (H2); the
more managers hold a positive affective orientation
towards an organizational change (H3) and (H4);
the more middle managers perceive the value of
the change (H5) and (H6); The more middle man-
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agers perceive the positive collegial attitudes to-
wards the change, (H7) and (H8); The more expe-
rience and knowledge of the control of change
processes middle managers have at their disposal
(H9) and (H10); the more resources to control
change process (time, money, information) middle
managers have at their disposal (H11) and (H12);
the more the middle managers perceive the pro-
cess rate as adequate (H13) and (H14); the more
middle managers perceive a change as low com-
plex (H15) and (H16).

The greater middle managers' willingness to
use cell phones in extension services, the more will
they actively support the change process (H17).

4. RESULTS AND DISCUSSION

4.1. Personal characteristics of extension mid-
dle managers

Table 2 indicates the distribution of extension
middle managers according to their personal char-
acteristics; it became clear that most of respond-
ents were aged 50 years or more, have rural
origin, and have more than 10 years of work expe-
rience in agricultural extension.

Table 2. Distribution of extension middle managers
according to their personal characteristics (N= 19)

Characteristics Category Frequency
Below 50 years 7
Age
50 and above 12
o Rural 18
Origin

Urban 1
Less than 10 5

Work experience years
in extension 10 years and 17

above

Source: the study’s findings.

4.2. Extension middle managers’ perception of
the components of the DINAMO scale

Table 3 shows mean scores and percentages
for extension middle managers’ perception of the

willingness to change (DINAMO) scale statements.
It can be realized that the respondents’ overall
willingness to use cell phones in extension ser-
vices is 220.2 which represents 72.2% of the total
score; this implies that extension middle level
managers are entirely have positive willingness to
use cell phones in extension services. The table
also revealed that scores are above overall aver-
age levels for six components of the DINAMO
scale while the remaining four components are
less the overall average scores.

The table revealed also that “Managers' affec-
tive orientation towards use cell phones in exten-
sion” received the highest score among the ten
components (85% of the maximum score) followed
by the component “middle managers’ willingness
to use cell phones in extension” (79.5% of the
maximum score); this implies that cell phone utility
in extension services has gained the middle level
manager’ advocacy which could be reflected in its
potential success. On the other hand the compo-
nent “overt manifestations of willingness or re-
sistance to use cell phones in extension” received
the lowest score (24.2% of the maximum score)
followed by the component “Control over and con-
tentment with use cell phones in extension” (62.9%
of the maximum score); this indicates that the low
satisfaction of the middle managers on the strategy
used with the change (use cell phones in extension
services) may affect their overt manifestations of
willingness or resistance to the change.

The Radar Chart as shown in Figure 1 was
used to illustrate the gap between maximum and
mean scores of extension middle managers’ per-
ceptions of the DINAMO scale components; this
gap could be calculated by subtracting the mean
scores from the maximum ones. The Figure also
revealed that the component “Managers' affective
orientation towards the use cell phones in exten-
sion” showed the lowest gap with value (3.74),
followed by “The middle manager's willingness to
use cell phones in extension” component (4.11);
while the component “External control factors” re-
ceived the highest gap with value (15.68), followed
by component “Consequences of use cell phones
in extension for the middle level manager's work”
(13.89), then component “Control over and con-
tentment with use cell phones in extension”
(13.00).
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Table 3. Means and percentages of extension middle managers’ perceptions of the DINAMO scale dimen-
sions

Max. | Mean Ga
No components of the DINAMO scale X % P,
score | score score

1 | Consequences of use cell phones in extension for the middle

45 31.11 | 69.13 | 13.89
level manager's work

2 | Managers' affective orientation towards the use cell phones in

. 25 21.26 | 85.04 | 3.74
extension

3 | The value of use cell phones for the agricultural extension

. 20 13.95 | 69.75 | 6.05
organization

4 | Collegial attitudes towards use cell phones in extension 25 18.47 | 73.88 | 6.53

5 | Self-control factors 30 23.53 | 78.43 | 6.47

6 | External control factors 60 4432 | 73.87 | 15.68

7 C_ontrol over and contentment with use cell phones in exten- 35 2200 | 62.86 | 13.00
sion

8 | Perceived complexity of use cell phones in extension 35 27.26 | 77.89 | 7.74

9 ;I:; middle manager's willingness to use cell phones in exten- 20 15.89 | 79.45 | 4.11

10 | Overt manifestations of willingness or resistance to use cell

phones in extension 10 242 | 2420 7.58

Overall total of willingness to use cell phones in extension 305 220.2 | 72.2 84.8

Source: the study’s findings. ~ gap score = maximum score — mean score

Consequences of use cell
phones in extension for the
middle level manager's work

Overt manifestations of B0~
willingness or resistance to use _— 50—
cell phones in extension 40 \

Managers' affective orientation
—__ towardsthe use cell phones in
extension

The value of use cell phones for
the agricultural extension

‘ ‘ organization

The middle manager's
willingness to use cell phonesin
extension

Collegial sttitudes towards use
cell phones in extension

Perceived com plexity of use cell
phones in extension

Control over and contentment
with use cell phones in
extension

_— Self-control factors

External control factors

Maximum scores === Nlean scores

Figure 1. Radar Chart displays of gap between maximum and mean scores of extension middle
managers’ perceptions of the DINAMO scale components
Source: the study’s findings.
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4.3. Factors affecting extension middle level
managers’ willingness to use cell phones in
extension services and their change- related
behavior

With regard to factors affecting the willingness
to change, Chie-square was used to test the rela-
tionships between the willingness of middle level
managers to use cell phones in agricultural exten-
sion services and their change- related behavior.
Results in Table 4 and Figure 2 show that seven
of the eight variables have a significant relation-
ships at 0.01 level of significance with extension
middle level managers’ willingness to use cell
phones in extension, while the remaining variable
“Consequences of use cell phones in extension for
the middle level manager's work” has no effect on
their willingness to its utility.

On the other hand there are five variables af-
fecting the change- related behavior of the middle
level managers, three of them have significant re-
lationships at 0.05, they are “Collegial attitudes
towards use cell phones in extension” (Chie-
square = 51.12), “Control over and contentment

with use cell phones in extension” (Chie-square =
25.82), and “The middle manager's willingness to
use cell phones in extension” (Chie-square =
24.61). The remaining two, “Managers' affective
orientation towards the use cell phones in exten-
sion” and “External control factors” were signifi-
cantly affected middle managers’ cell phone- relat-
ed behavior at 0.01 level of significant with Chie-
square values of 51.19 and 50.34, respectively.

Finding revealed also that all of research alter-
native-hypotheses could be (research null-
hypotheses could not be) accepted except the hy-
potheses no. H1, H2, H6, H10, and H16. This im-
plies that managers’ willingness to use cell phones
in extension services was not related with the de-
gree to which middle managers expect positive
consequences of the organizational change on
their work. While their change- related behavior
was not related with their perception the value of
the change to their organization, experience and
knowledge of the control over and contentment of
change processes they have, and the perceived
complexity of the change (use cell phones in ex-
tension services).

Table 4. Chi-Square values of the studied variables with willingness to change and change-related behav-

ior
willingness to change Change-
No Variables (use cell phones in related
extension services) behavior
1 | Consequences of use cell phones in extension for the
) 12.09 22.93
middle level manager's work
2 | Managers' affective orientation towards the use cell - -
) ) 38.00 51.19
phones in extension
3 | The value of use cell phones for the agricultural exten- -
. N 37.07 26.54
sion organization
4 | Collegial attitudes towards use cell phones in extension 38.22" 51.12°
5 | Self-control factors 38.00" 37.57
6 | External control factors 36.24" 50.34"
7 | Control over and contentment with use cell phones in - «
. 24.70 25.82
extension
8 | Perceived complexity of use cell phones in extension 3116~ 18.91
The middle manager's willingness to use cell phones in 24.61"
extension '

Source: the study’s findings. * Significant at 0.05 level

** Significant at 0.01 level
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Figure 2. Factors affecting extension middle level managers’ willingness to change and their change-

related behavior
Source: the study’s findings.

5. CONCLUSION

This study highlighted the significance of rec-
ognizing middle level managers’ willingness to
change before any change initiative to take place
inside agricultural extension organization in Egypt.
The results of the middle managers’ willingness to
change (DINAMO) scale showed a high opportuni-
ty for the proposed change (use cell phones in
extension services), and the respondents are
ready to start this change. It could be concluded
that Ajzen's model for planned behavior does in-
deed offer a workable scheme for the assessment
of the willingness to change. Satisfactory relations
between the variables from Ajzen's model and the
willingness to change were found.

In previous studies, Abdelghany (2014) have
studied mobile extension as a potential organiza-
tional change from the perspective of extension
employees in the New Valley governorate, it came
out that the respondents are ready for actualizing
the mobile extension initiative, they have the ad-
herent beliefs for this change, and their support to
the change are greater than their resistance to it.

In the second study, Abdelghany (2015) have
concentrated on farmers’ behavioral intentions to
use mobile extension in Assiut governorate, it
turned out that there is a high (positive) intention to
use mobile extension among the respondents, and
their prospective behavior proceeds to utilize mo-
bile extension service if it comes into existence.

By integrating the findings of the current study
and the findings of the previous studies, the poten-
tial producers of extension services based on cell
phones must catch this opportunity of the positive
intentions of farmers, willingness of meddle level
managers and the readiness of extension employ-
ees to begin performing this initiative practically
taking into account the results of these studies.
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