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SUMMARY 

This study aimed to determine cognitive training needs for the employees in the 

agricultural extension in the governorate of Sulaimani in the field of agricultural 

extension planning programs and to determine the correlation between the degree 

of these needs and some of functional and personal variables. 

The population of the study consisted all the extension agents in the Sulaimani 

Governorate that included (137) employees, while the number of the employees 

under study has become (110) employees. And the study was conducted fully. Data 

were collected by a questionnaire consisted from two parts; the first: includes 

number of questions to obtain information on personal and, function, while the 

second part consisted (80) items to measure the cognitive training needs in the field 

of extension planning program, face validity was achieved through presentation of 

the questionnaire to a number of specialists in the field of agricultural extension, 

administration, psychology. The reliability had been calculated by using (Alpha-

Cronbach Method) and the coefficients were (0.983, 0.80, 0.70) in the following 

aspects (the areas of extension planning programs in general, organizational climate 

and desire to renewal). The data of study has been analyzed by statistical methods 

used. 

The results revealed that the majority of extension employees reported high training 

needs in fields of planning process of agricultural extension programs in general. 

The areas of planning extension programs according to their relative importance are 

following (the general framework of the planning process, organization and 

formation of planning committees, the actual planning of the extension program, 

writing an action plan program, evaluation of the planning procedures and the need 

for planning), four variables participated in explaining the variance in the cognitive 

training needs which are (previous extensional training, educational level, the 

service duration in agricultural extension and employment center). It becomes clear 

that there is significant correlation among the cognitive training needs and (the 

service duration in agricultural extension, employment center and previous 
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extensional training), while there is no significant correlation with the (age, 

educational level, academic specialization, desire to renewal, exposure to the 

sources of information and organizational climate).  

The most important conclusions of the study are that agricultural extension 

employees in the governorate of Sulaimani have large deficiency in their cognitive 

in areas of the different extension planning programs, especially in the field of the 

general framework of the planning process and in the organizations and formation 

of the planning committees, The study also showed that the four variables studied 

and explained only (34.8%) of the need therefore we come to see the existence of 

other factors which is not covered by this study that affects the cognitive training 

needs of the respondents. 

The research recommends that, the extension centers should set up intensive 

training courses that concentrate increasing information and cognitive in the areas 

of the extension planning programs for the employees in the agricultural extensions 

in the governorate of Sulaimani, and the work should be done to meet the training 

needs in the areas in which there is cognitive defect and the great need, especially 

in the area of the developing the planning process for the general framework 

through the preparation and implementation of specialized training programs which 

is the responsibility of the Ministry of Agriculture and the Directorate of 

Agricultural Extension Research and in the coordination with the Agricultural 

colleges and institutes in the Region. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction and Research Problem  

The agricultural extension, agricultural researches and the process of education and 

training are considered the three axes which integrate the process the development 

of knowledge and information and technology systems in the extension area and 

conveying it to the farmers, which is considered the main purpose of this process. It 

represents their educational needs and the problems of productivity and constraints 

that they encounter in all the field of the agricultural activities and the fundamental 

content of the planning in the agricultural extension and research (Al-Aajeeli, 

2002). Without consideration and a great attention to this issue, it causes a desired 

positive change and also, the development of all its kinds won’t be possible at all. 

Therefore, planning is a process of previous determination for what must be done 

in the future (Al-Samarrai, 1992). It an important area and a necessary way to 

achieve development in the various communities, with an emphasis on developing 

communities where they are in the urgent need of the planning, as planning for the 

developing communities represents one of main the necessities of life in those 

communities that undergo problems and under development in the various areas of 

socio-economic, cultural and political aspects. Developing the level of the 

agricultural and extension services was one of the most important 

recommendations of the World Food Conference in 2002, as it will contribute to 

fight the food-deficit in the present and the future (Coldevin, 2010).  

The success of all the development processes depends on the efforts of many 

governmental and non-governmental agencies. As the most effective tool is the 

rural community development that can be done through the efforts that based on the 

study of the facts and identifying the problems and then draw the plans and 

programs are changeable in the light of the necessary changes of the individuals 

and institutions to achieve the desired goals by the agricultural extension tool (Safa 

Al-Din, 1991).  
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The study of the farmers’ needs and the application of the public participation 

principle is the real guarantee for the success of the effective extension planning 

programs, and all they need require to be stated (Mari, 2001). The developmental 

institutions and agencies are in need of the increased attention by adopting plan, 

programs, activity and policies to develop the level of the services to segments of 

the rural community completely (Al-Tnobi, 1998). The diagnosis of the problems 

and determining the needs is considered one of the most important pillars of the 

success to develop the extension programs, especially in the actual planning stage 

for the programs, in this stage is considered as being the key major that increases 

the chances of success when it is been the applied (Mharmh, 2006).  

Hence, it provides great opportunities for the success of the extension planning 

programs process, and guarantees the achievement of the established goals in the 

best ways possible and potential targets, which strengthens the trust between the 

agricultural extension agents and farmers because they feel that the activities and 

extension programs have come responsive to their interest and needs  (Safa Al-Din, 

1991).  

The proper extension planning programs provides the evidence of the success of 

the extension organizations and efficiency of their staffs, as it contributes to the 

optimum utilization of its resource and potentials. Meanwhile, it avoids random 

waste of the time and the potentials of the not-considered decisions. A successful 

planning should include filling, coordinating and directing all resources and 

energies whether it would be human or material or significant availabilities at the 

present time and in the future to achieve the extension objectives of the 

organization in a minimum period of time and with the lowest possible cost (Al-

Tnobi and Emran, 1997). It can be said that the success of the entire extension work 

depends on the success of the planning process which is carried out by participating 

employees in those organizations, that should be able to accommodate 

developments of the planning and implementation of a high degree of the skill and 



 Chapter One                                                                                                                 Introduction                                     

 

3 
 

competence and those people, in fact, can be the key element in the extension 

planning success (Al-Taii, 2012). Hence, the importance of the development of 

these individuals and increasing the aspects of their knowledge and skills should to 

be done through education and trainings (Al-Abassi, 1998). 

So, the training is necessary to achieve the humanitarian needs and solving various 

problems that faces individuals in their works (Al-Saadi, 2006). Particularly, the 

employees in the agricultural extension have a specialty because of the 

characteristics of the rural communities in practicing activity and functions in them. 

Studied solutions can be reached as treatment in the extension training via planned 

educational process to be away from lacking in work performance. Meanwhile, the 

effect and result of this training will not accrue just the trainees but the organization 

they work for. Thorough training new ways can be introduced to boost the spirit of 

cooperation between the employees and lead to change in their attitudes towards 

their work positively (Mohammed, 2009).  

The success of the training process for the agricultural extension agents in 

achieving their goals optimally requires an accurate identification of the needs for 

training and extension (Al-Saadi, 2006). Which is defined as a lack of efficiency of 

the individual that requires a change or add to his/her information or skills or trends 

or all of them to overcome the performance problems or regulatory, technological 

and human changes currently or in the future (Al-Shdaidah, 1999). Considering 

what represents the process of determining the extension and training needs in a 

precise scientific study, in which identifies deficiencies in knowledge and skills of 

the employees and the problems, which they face and ways of determining the 

required educational materials in the extension and put them in the extension 

programs or trainings to meet those needs (Al-Aajeeli, 2015). If the requirements of 

the training won’t be identified properly and the programs won’t put on its basis, 

this leads to the program’s failure, and the training becomes some formal or 
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symbolic activity with a propagated goal, therefore, this causes to waste of time, 

effort and resources (Barnoti, 2001). 

Many studies have been conducted in Iraq to determine the extension and training 

needs in the different areas of the agriculture and extension. One of them was (Al-

Fariji, 2010) who have done a research to determine the level of the cognitive 

training need for the managers in the agricultural extension in the field of unit 

management which they were responsible for management and he found that they 

were in a great need for the cognitive training need in the Governorates of the 

central parts of Iraq, in the all areas which he studied. But (Al-Twajiri, 2014) found 

that the level of the training need for the agricultural employees in silos of 

Salahaddin and Diyala Governorates were average and tended to rise.  


But, in the Kurdistan Region, in spite of the establishing agricultural extension 

system recently, and in the Governorate of Sulaimani as one of the Governorates of 

the Region, where the agricultural organizational  extension have started working 

since 1970 and they have held many successful training ,extension activities and 

events and the best of them were those that have been held in the nineties of the last 

century, and this was because of the logistical and significant support obtained by 

the employees in agricultural extension system in the Governorate by an 

international organization FAO (Food and Agriculture Organization) which have 

impacted on this area obviously. But the system is no longer works well because of 

the structural changes that took place on the extension system in the Kurdistan 

Region in 2008. This structural change implemented by the Ministry of 

Agriculture, this change caused deterioration in the system. Because of those 

changes agricultural linked to the Administrative and Accounting Department 

which belongs the General Directorate of Agricultural Research and Extension in 

Erbil and but technically to the General Directorate of Agriculture in Sulaimani. 

                                                           


 The researcher has made several visits to the Agricultural Directorate and Agricultural Extension in the 

Governorate of Sulaimani and held meetings with officials in the months of November and December 2014. 
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And the study of (Al-Abassi et al., 2009) can be a proof for that weaknesses that 

agricultural extensions undergoing it currently, Al-Abassi mentioned his study that 

the measurements for the training needs of extension employees in some 

Governorates of the northern Iraq in the field of agricultural extension programs 

appeared that the most important needs are in the extension planning programs, 

particularly in the ways of developing an action plan, and ways to plan extension 

program in general and also in the collection of data from the local rural 

community. This could be an indicative of having defect in the extension planning 

programs process, despite of the importance of this process for the creation of an 

effective extension programs in the Region, as (Jaff, 2010) found in his study, in 

the organizational and executive problems of the agricultural extension system in 

the region. And based on the foregoing and in light of the importance of the 

extension planning programs processes that are became a reality randomly in the 

region through the absence of any organizational form of a planning process, where 

there is no department or a special organizational unit for planning, according to 

the of the survey and experience of the researcher in the directorates and what she 

has noted from the weakness in the extension planning programs processes in 

Sulaimani Governorate. And they should be determined through a careful 

identification of the training needs based on the use of accurate and valid scientific 

basis. 

Hence, the lack of the previous studies on the identification of the training needs of 

the employees’ knowledge in the agricultural extension in the Governorate of 

Sulaimani in the field of the extension planning programs. On the other hand, this 

study was conducted as an attempt to answer the following questions:
 

1. What is the level of the cognitive training needs for the employees in the 

agricultural extension in Sulaimani Governorate in the field of the agricultural 

extension planning programs in general? 



 Chapter One                                                                                                                 Introduction                                     

 

6 
 

2. What is the level of the cognitive training needs of the employees in agricultural 

extension in Sulaimani Governorate in each of the following areas of the extension 

planning programs: (the general framework of the planning process, the need for 

planning, organization and formation of planning committees, the actual planning 

of the extension program, writing an action plan program and evaluation of the 

planning procedures)? 

3. What is the importance of the cognitive training needs for the employees in the 

agricultural extension in Sulaimani Governorate in every areas of extension 

planning programs? 

4. What it is the relationship between the level of the cognitive training needs and 

some personal and functional characteristics of the respondents? 

1.2 The Research Objectives 

The research aims to achieve the following objectives:  

1. Identifying the cognitive training needs for the employees in agricultural 

extension in Sulaimani Governorate in the field of the agricultural extension 

planning programs in general. 

2. Determining the cognitive training needs for the employees in agricultural 

extension in Sulaimani Governorate in every areas of the agricultural extension 

planning programs as following: (the general framework of the planning process, 

the need for planning, organization and formation of planning committees, the 

actual planning of the extension program, writing an action plan program and 

evaluation of the planning procedures). 

3. Identifying the importance of the cognitive training needs for the employees in 

agricultural extension in Sulaimani Governorate in every areas of the extension 

planning programs.  
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4. Determining the correlation relationship between the cognitive training needs of 

the agricultural extension employees in Sulaimani Governorate and each of the 

personal and functional variables as the following: (age, educational level, 

academic specialization, the service duration in agricultural extension, employment 

center, previous extensional training, desire to renewal, exposure to the sources of 

information and organizational climate). 

5. Determining the correlation relationship between the cognitive training needs of 

the agricultural extension employees in Sulaimani Governorate in the area of the 

extension planning programs and as personal and functional variables combined 

together. 

1.3 Justification of the Study 

The training is an integrated scientific perspective in a long-term investment and 

it’s not only a material cost, which is wasted despite alternative arguments. 

However, training is one of the most essential ways to create suitable manpower, at 

the term of the quantity and quality to provide individuals with the information and 

technical skills which are necessary for their present work performances and also in 

the future. Training can cause would lead to an adjustment in the behavior and 

attitudes of the agricultural workers by qualifying and allowing them to carry out 

future tasks that  promote their career growth, which is reflected positively on the 

level of the overall performance (Al-Khalidi, 1997). 

Its importance to conduct research on training, because it is the features of the 

contemporary organizations that are keen on to keep up with every change in the 

technological and administrative areas, and the organization will not be able to 

achieve its objectives without a developed manpower that is not being able to 

accommodate with change (Al-Salm and Salih, 2002). 

It is possible to know the importance of the extension planning programs via the 

process of decision-making by the planning or the planners. This is related to the 
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identification of the status quo in the area that to be planned about, and identifying 

problems and needs that underwent and stayed in them, and arranging them 

according of the priorities, and setting goals to be achieved, and which represents 

the essence of placing the size of the educational efforts that will be made by the 

agricultural extension, and the direction of these efforts (Al-Samarrai, 1992).   

So the importance of this study can be pointed out in the following points: 

1. The use of an accurate scientific method to determine the training needs of the 

employees in the agricultural extension in the Governorate of Sulaimani. 

2. It gives an accurate idea to the system administrator about the training process in 

the Kurdistan Region about the most important aspects the planning that is to be 

emphasized in the organization of the training courses. 

3. The study provides the possibility to develop extension programs in the 

Kurdistan Region by raising the capacity of planning for the employees in the 

agricultural extension in the Region and thus, their contribution in the selecting of 

the realistic and thoughtful programs will serve the development of the agriculture 

in the Region. 

4. The strengths and weaknesses of the employment training courses can be found 

via this study in the extension training centers in the Governorate of Sulaimani.  

1.4 Hypotheses of the Study 

To achieve the fifth objective of the study, following hypotheses will be tested: 

1. There is no significant correlation relationship between the cognitive training 

needs for the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and age.  

2. There is no significant correlation relationship between the cognitive training 

needs of the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and educational level.  
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3. There is no significant correlation relationship between the cognitive training 

needs of the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and academic specialization. 

4. There is no significant correlation relationship between the cognitive training 

needs of the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and service duration in agricultural extension. 

5. There is no significant correlation relationship between the cognitive training 

needs of the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and employment center. 

6. There is no significant correlation relationship between the cognitive training 

needs of the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and previous extensional training. 

7. There is no significant correlation relationship between the cognitive training 

needs of the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and the desire to renewal. 

8. There is no significant correlation relationship between the cognitive training 

needs of the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and exposure to the sources of information. 

9. There is no significant correlation relationship between the cognitive training 

needs of the extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs and organizational climate. 
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1.5 Procedural Definitions 

1.  The training needs: The required amount of the agricultural worker in the 

agricultural extension in the Governorate of Sulaimani for training in the extension 

planning programs specified in the questionnaire. 

2. The employees of the agricultural extension in the Governorate 

of Sulaimani: All of the agricultural employees in the agricultural extension in the 

Governorate work officially or those who provide the extension and educational 

services to the farmers. 
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CHAPTER TWO 

LITERATURE REVIEW 

The First Part: The Theoretical Framework 

2.1 Training Concept 

Training is a systematic development of the knowledge, skills and behavior 

required by employees to do adequately on confirmed task or job (Shaheen et al., 

2013). Training is equipping individual for fruitful work and keep it on the level of 

desired service (Bashat, 1978). (Laing, 2009) defines training as an indicator to 

enhance superior skills, knowledge, capabilities and outlook of the employees that 

results in effective performance of the employees. ("NIOSH", 1999) defined 

training as communication directed at a defined population for the purpose of 

developing skills, modifying behavior, and increasing competence. Training can be 

regarded as an age long concept which performs the therapeutic function of shaping 

knowledge, skill and attitude that are required for effective performance of duties 

or assignment (Adisa and Okunade, 2005). (Cole, 2002) defines training as a 

learning activity directed towards the acquisition of specific knowledge and skills 

for the purpose of an occupation or task. (Al-Youssef, 2004) defines training as an 

organized effort aimed at developing the capacity of individuals and changing their 

behavior in order to advance specific goals. Training is an organized increase from 

the know-how skills and sensations needed for staff members to execute efficiently 

in the offered process, as well as, to operate in underling situation (Saleem et al., 

2011).  

In view of the preceding definitions, the researcher can pin down the training as the 

process of acquiring specific skills to change attitudes, improving knowledge and 

developing skills needed for staff members to carry out their work effectively in 

order to optimize the relationship between the characteristics and expectations of 

the employee and the objectives of the organization and to become qualified and 

proficient in doing some jobs.  
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2.2 The Concept of Extension Training 

The training of extension personnel contributes directly to the development of 

human resources within extension organizations. Training programs are directed 

towards maintaining and improving current job performance, while development 

programs seek to develop skills for future jobs (Stoner and Freeman, 1992). 

Training in the field of the agricultural extension does not differ from the general 

concept of the training but, the difference may be in its specificity and the position 

of the employees in the field of the agricultural extension, which aims to raise their 

competence in their work (Al-Saadi, 2006). (Sanders, 1966) have defined it as the 

education and pedagogical experience which is designed, via an agricultural 

extension to make employees ready for the extension service. Therefore, it is fully 

competent to meet the extension work needs which are determined in accordance 

with the needs of the leadership individual variables. (Al-Samarrai, 1988) has 

defined it as the process that is conducted by the extension organization through 

which helps the professionals in the field of the agricultural extension to be more 

efficient and capable of performing their current and future task through the 

development of a set of skills, information and trends through an integrated training 

program. (Kamath, 1961) has defined it as the familiarity of the employees of the 

agricultural extension with the philosophy of the development of society and the 

meaning of the content of the agricultural extension and knowing the expected 

results through the proper use of the extension and full knowledge of using 

extension methods and evaluating its effectiveness. 

In view of the preceding definitions, the researcher can pin down the extension 

training as the process of educating and educational experiments carried out by the 

employees in the extension organizations  in the field of the agricultural extension 

in order to acquire skills and knowledge and improve employees’ knowledge and to 

make them more efficient and able in their work performance currently and the 
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future and also to change the negative attitudes and overall knowledge of using the 

extension methods and evaluating its effectiveness. 

2.3 Benefits of Training  

The training plays an important role among the administrative activities aimed at 

raising production efficiency and improving working methods, and perhaps the 

reason for this position at vary at the administrative levels, the effective role played 

by training in the development of human resources, which helps to accomplish the 

goals of the organization efficiently, as well as achieving a high level of personal 

satisfaction for individuals (Al-Zahabi and Al-Azzawi, 2005). According to 

(Palmer, 2002), (Al-Salm and Salih, 2002), (Abbas, 2006), (Noe et al, 2003), (Al-

Aajeeli, 2015), (Mohammed, 2008) and (Al-Ghamidi, 2013) the importance of 

training in organizations includes:  

1. Training the engineers provides an opportunity to cope with wrenching changes 

occurring around.  

2. The training is a modern characteristic of the organizations that are keen to keep 

up with every change in the technological and administrative areas, and without 

developed manpower and capable to accommodate change, the organization would 

not be able to achieve its objectives. 

3. The workers with different experiences and services in the organization are need 

in training and it is not limited to an employee or a position without the others. The 

mastery of new civil employee is needed to be made sure ensure for the new job 

that he/she would be in charge of it, and the old employee needs to increase his/her 

skills and management to work better.  

4. Training stands out in self-capacity of director and well-being of employees’ 

development, and works to create opportunities for growth and helps to solve their 

problems.  
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5. Training contributes to the rationalization of administrative decisions and raises 

the level of performance efficiently and effectively and also contributes to making 

self-management and the development of well-being among workers.  

6. Development of individual and collective energies of the trainees through 

brainstorming or role-playing and other designed methods for development.  

7. Training helps in the renewal and updating of information in accordance with the 

different variables in the environment.  

8. Through training employees will perform their duties with a high degree of 

quality, speed and thoroughness which leads to ease of increasing the amount of 

production and improve its quality.  

2.4 Training Objectives 

The aim behind training employees is achieving cost effective high performance 

and good performance brings quality, higher quality implies lower costs and 

increased productivity, which in turn provides the firm with a greater market share 

and enhanced competitiveness levels (Deming, 1982). The main objectives of 

training according to (Mortaki, 2012), (Nuri and Kortell, 2011), (Al-Zahabi and Al-

Azzawi, 2005), (Hammoud and Al-Kharsha, 2007) and (Al-Ghamidi, 2013) are 

considered the following: 

1. To evaluate the participants’ educational level, in order for them to become 

competitive professionals in the future.  

2. The exchange of information and experiences among the participants in the 

training programs, benefiting from other programs, and how to apply modern 

management concepts. 

3. The development of the positive trends for the trainee, including the 

development of a sense of the importance of success and excellence in work. 

4. Reducing the supervision and the ongoing follow-up. 
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5. The preparation of the new employees, and preparing them to do their new work 

to the fullest extent.  

6. Training reduces the expenditure, the training programs lead to a more return of 

its costs, if the employees are trained on how to use the machines, according to 

their assets and according to proper methods leads to a good deal of the reducing in 

the expenditure, materials and the lack of risk.  

7. Training contributes to reducing accidents and work-related injuries and 

achieving industrial security organization generally.  

8. Training increases and strengthens the performance of their skills, abilities and 

knowledge of the trainees. 

9. Training helps to increase the capacity of employees to detect performance 

problems, obstacles and attempt to solve them.  

2.5 Principles of Training 

The training is based on some bases that are essential to guarantee the success of 

the process of training. These bases should be taken into consideration in the 

preparation of the various training programs. According to (Tawfiq, 2004), (Abu-

Sheikha, 2010), (Maher, 2004) and (Al-Ghamidi, 2013) the principles of training 

include: 

1. Purposeful: The training should target to achieve specific objectives. And the 

training objectives should be set by trainers and trainees. 

2. Inclusive: The training should be inclusive for all categories of the employees of 

the different functional levels. 

3. Continuity: This principle is achieved when the training starts at the beginning 

of one's career, and continues with them gradually to promote and develop in line 

with the career development of individual‘s requirements. 
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4. Realistic: This means that the training should meet the actual needs of the 

trainees and fit their levels.  

5. Gradual: Gradual the training that is commensurate with what practiced by the 

trainee of the responsibilities, occupations and serviceability. 

6. Timing: By considering implementation period times that is appropriate with 

period times of the trainees and their own personal and occupational circumstances 

so as not to contradict with the work requirements. 

7. Sophisticated and Modern: And this is for the purpose that the training might 

function as a source for all individuals to receive what is new and up-to-date in the 

various areas of work via the latest methods and technologies of training.  

8. Individualization and Personalization: The principle of (individualization) 

(individual differences among trainees) must be taken into account and the 

principle of (personalization) involving the individual in training to assess his/her 

constant needs Self-learning ... etc.  

2.6 Types of Training    

Most of the developing countries do not have effective extension services due to 

the fact that training of extension staff is usually inadequate and outdated. For 

instance, observed that most training efforts are concentrated on pre-service 

training, agricultural extension services aimed at assisting families to improve their 

living standard through increase agricultural production (Benor and Harrison, 

1977). Two types of training, pre-service and in-service training are essential for 

producing capable extension employees (Chang, 1986). 

2.6.1 Pre-Service Training 

Pre-service training provides the initial job training, continuous upgrading of staff 

through in-service training is also necessary to ensure coping with the job changes 

and the varied needs of the clients (Raborokgwe, 1995). Pre-service training and 

the candidate is trained to work on local government before being allowed to attend 
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the service (Ezza Al-Din, 2001). Pre-service training, is preparation of individuals 

scientifically and practically so that they are qualified to do the assigned work to 

them when they join their jobs, such as the on field training for graduates of 

medical schools and educational colleges (AL-Ghamidi, 2013). 

2.6.2 In-Service Training 

In-service training may be described as any planned program of learning 

opportunities afforded staff members…for purposes of improving the performance 

of the individual in already assigned positions (Harris, 1980). In-service training 

may broadly be categorized into five different types (Halim and Ali, 1998). The 

five types are:  

1. Induction Training: Which involves training new employees that are affiliated 

to the institution to perform the tasks aimed at helping the organization achieve its 

goals, and its purpose is to introduce new working methods and procedures applied 

in the organization (AOAD, 1997). 

2. Foundation Training: This training is given to the employees to improve their 

overall skills like communication skills, coordination skills, leadership skills and 

also to understand their profession well and to gain knowledge regarding the 

administration (Van Dersal, 1962). 

3. Refresher Training: This type of training does not generally benefit only 

individuals who have settled in their jobs for a period of a certain period of time. 

Knowledge and skills renovates usually resulting from the change in the means and 

methods of work, or changes in the areas that require adapting to new data. And 

therefore, it arranges training of personnel in order to develop their knowledge and 

skills and modify their attitudes to suit the new work requirements (Maher, 2004).  

4. On-the-job Training: This kind of training is mostly provided to the employees 

by their superiors. The superiors do give formal instructions, presentations and 

involve the subordinated in discussions. By this way the employee gets an 
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opportunity to gain more knowledge regarding their work and develop new skills 

(Malone, 1984). On the job training helps employees to get the knowledge of their 

job in a better way (Deming, 1982). It is better for the organizations give their 

employees on the job training because it is cost effective and time saving (Taylor 

and Davies, 2004). 

5. Career Training:  

With the occurrence of promotion or , assigning for another post, there is a high 

probability in different skills and current knowledge of the employee to that 

knowledge and skills are required in the job that would be promoted to it, and this 

variation or distinctions requires the training process in order to fill that gap (Amin, 

1998 and Maher, 2006). 

2.7 Stages of Training 

In order to make training active and fruitful, it must be based on accurate and 

effective study of the training needs of the organizations, which have been 

translated into programs and strategies that will achieve the goals and also meets 

the targeted needs, and training steps includes the following stages: (Guest and 

Kenny, 1983). 

2.7.1 Planning Stage 

The planning stage encompasses several activities, two of which-training needs 

identification and curriculum developments are very important (Halim and Ali, 

1998). 

2.7.1.1 Training Needs Identification 

(Tylor, 1971) defined a need as a difference between a present condition and an 

acceptable norm, Any difference between desired status of learners and current 

status of learners equals a training need.  In general, the identifying training needs 

step is recognized as one of the most important steps in training. This first step in 
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training process is primarily conducted to determine where training is needed, what 

needs to be taught, and who needs to be trained. Thus, without this step, there can 

be no solid prognosis to diagnose if the whole training process was correctly 

designed (Anderson, 1994, Bowman and Wilson, 2008). Training needs as a 

process of gathering, assessing and analyzing data to determine the training needs 

for an organization (Reed and Vokala, 2006). Training needs assessment process 

helps determine the priority of changes in knowledge, skill, attitude and behavior 

that will provide the greatest impact on achieving organizational or individual goal 

(Worku, 2010). McGehe and Thayer introduced the tripartite level of the training 

needs model and this model has been a great influence to other subsequent models 

of training needs (Arshad et al., 2015). The three levels are:  

1. Organizational Analysis 

Organizational analysis determines where training emphasis should be placed 

within the organization and is based on the objectives of an organization. 

Concerning what one should do in analyzing an organization (Ling et al., 2014). 

This level of training means analysis and focus on training in the organization and 

the steps to analyze the organization:  

1. Identifying organized goals.  

2. Analysis human element.  

3. Analysis of efficiency indicators.  

4. Analysis of the work environment.  

The results of these analyzes are compared with the goals of the organization, these 

comparisons will highlight the gaps and where training helps and what are the 

necessary conditions for that (AOAD, 2007). 
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2. Individual Analysis 

Individual analysis targets individual employees and how they perform in their 

jobs. Using information or data from an employee’s performance review in 

determining training program needs is the most common method. If an employee’s 

review reveals deficiencies, training can be designed to help the employee meet the 

performance standard. Employees can also be surveyed, interviewed or tested to 

determine their training needs. They can indicate problems they have or provide 

recommendations to solve problems. These interviews can be conducted on an 

individual basis or in a group setting (Brown, 2002). The researcher used this 

method in current researched. 

3. Operational Analysis 

Operation analysis involves the process of determining the contents of training 

should be in for an employee to perform a task or job in an effective and efficient 

way (Ferreira et al., 2015).  

2.7.1.2 Curriculum Development 

Training and its contents program are been identified, in the light of determining its 

goals, any topics that will train the employee on them, taking the logical sequence 

into account the logical sequence of these topics and the interrelationship between 

them that should be consistent with the sequence and coherence of information, 

ideas and knowledge that are meant be given to the trainee (Al-Haiti, 2003).   

1. Job Analysis 

Job analysis refers to the process of obtaining detailed information on jobs (Al-

Mola, 2006). Job analysis is a process by which the collection of data and realistic 

virtual occupations about the nature and functions of the organization, and 

analyzing, summarizing and presenting it  in the form of written lists showing 

tasks, responsibilities, competence and physical, psychological and social climate 
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that lead to it, and the potential risks and occupational diseases that accompany the 

performance, and then finding out and identifying the skills and human capacity 

that is needed for their performance (Aqili, 2005). 

2. Task Analysis 

Task analysis begins with job requirements and compares employee knowledge and 

skills to determine training needs. Examining job descriptions and specifications 

provide necessary information on expected performance and the skills employees 

need to accomplish their work. Any gaps between performance and job 

requirements indicate a need for task training (Brown, 2002). 

3. Skills Analysis  

The objective of a skills analysis is to identify and isolate the characteristics of a 

professional performing their work at an excellent level of proficiency. Training 

based on such characteristics will upgrade the average performance level of 

professionals to a higher level. Briefly, the skill-based approach aims to raise the 

performance of professional staff to a maximum level, rather than simply correct 

their shortcomings. Therefore, this level of analysis transcends simple knowledge 

elements and abilities. Instead it refers to bodies of knowledge, skills and attitudes. 

However, skills analysis also has a major drawback, it is expensive and time 

consuming (Labesse, 2008). 

2.7.2 Implementation Stage 

Implementation of the training program is the application to the trainees by using 

technology, methods, means and training various human, materialistic services that 

are designed (Hamdan, 1990). Transfer training program from the theoretical into 

the practical reality (Al-Haiti 2003). (Al-Ta'ani, 2002) Points out that there is a 

process that does training administration and it a series of events aimed mainly to 

the provision of supplies and necessary possibilities to create the appropriate 
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training and the environment in which they can achieve the objectives. Which 

includes the important activities such as determining the operational schedule of the 

program (in terms of dates of meetings, rest and their durations) as it includes  

training venue (and arranging it, and the preparation of its equipment), and daily 

monitoring of procedures of implementing the program step by step (Maher, 2006). 

2.7.3 Evaluation Stage 

Training evaluation is the last stage of the training process, which constitutes a 

coherent and integrated system of each phase, depends on its predecessor (Al-

Nawijm, 2005). Evaluation of training as a process which attempts to determine as 

systematically and objectively as possible the relevance, effectiveness and impact 

of training activities in the light of their objectives set forth (FAO, 1991). (Abu 

Soud, 2001) said that the training evaluation is a systematic process of data 

collection that contribute to evaluate the success of the training program in 

achieving its objectives and the success of all procedures in achieving the goals. 

Hence the importance of training can be seen in the Assessment to identify 

shortcomings in training before they become difficult problems to resolve later on 

(Al-Shaqaoui, 1989). But (Talaba, 1988) defined evaluation of training program as: 

estimation of the nature of the changes that were brought about by training. The 

process of training evaluation is an important part mainly in the training process, as 

it determines the extent of the programs and efforts of training and the degree to 

achieve the planned objectives and the reasons that prevented the achievement of 

training programs for those targets and the exclusion of low-impact and identifying 

weaknesses in the programs efficiency and its treatment (Byars, 2004). 

2.8 The Concept of Planning 

Planning is a formalized procedure to produce an articulated result, in the form of 

an integrated system of decisions (Mintzberg, 1993). (Boyle, 1981) emphasizes that 

the process of planning is dynamic and constantly being adapted to the actual 
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situation. Planning as determining what shall be done (Newman, 1963). For 

(Myerson and Banfield, 1965) concluded planning is a course of action to achieve 

ends. Planning is a positive, dynamic, useful and effective term when the concepts 

involved are understood and applied (Vanderberg, 1965). Planning refers to the 

process of determining the end to be pursued and the means employed to achieve 

them (Sork and Caffarella, 1989). Planning means all things to all people (Bruton, 

1984). According to (Forester, 1989) Planning is the guidance of future action in a 

world of intensively conflicting interests and great inequalities of status and 

resource. (Sork, 1991) has provided us with another way of viewing planning and 

the consequences of planning efforts: focus on failure-learn from the failures of 

others and from our own failures as well. Planning is conceptualized in the 

following ways: as a complex of interacting elements (Houle, 1974); as 

administration (Kowalski, 1988). Planning is ultimately a prescriptive, and not a 

descriptive activity (Catanese and Synder, 1979). 

In view of the preceding definitions, the researcher can pin down the Planning as 

the process of decision-making and selection of the best alternatives to get to the 

goals of a particular during a specific period of time, a successful way to control 

the future and control it using the scientific method to mobilize and coordinate the 

efforts of human and material resources in the shortest possible time, and with 

minimal effort and cost. 

2.9 Characteristics of Planning 

The planning process is characterized by a set of general logical properties 

(Inskeep, 1991). According to (Ghanim, 2008) and (Kumar and Sharma, 2000) that 

can be identified as follows:  

1. Interim Organized Approach: This means that it consists of a set of steps and 

activities of successive and sequential and interlinked. 
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2. Scientific and Practical Method: Planning is a scientific and practical approach 

and not an academic activity. Thus, planning is an activity to organize a thoughtful 

community to develop an optimal strategy to achieve the desired package and 

recognized goals. 

3. Comprehensive: In the sense that it includes all the problems in its various 

aspects and deals with the same importance. 

4. Primary: As the primary function of management planning precedes all other 

function. Without setting the goals to be achieved and line of action to be followed, 

there is no meaning of organizing, directing or controlling the activities of an 

enterprise. 

5. A continuous Process: Planning is a continuous and never ending activity of a 

manager in an enterprise based upon some assumptions which may not come true 

in the future. 

6. Based on Objectives and Policies: Planning involves setting of objectives to be 

achieved and determining the techniques for achieving those objectives i.e. 

policies, programs and procedures. 

7. Selective Process: There are a number of alternatives which are available to a 

firm to achieve a particular objective or set objectives. 

8. Flexibility: Planning leads to the adoption of specific course of action and 

rejection of all other possibilities. 

9. Based on Facts. Planning is not guess work: It is conscious determination of 

and projecting a course of action for the future, and is based on facts, objectives 

and considered forecasts. 
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2.10 Advantage of Planning 

There are many advantages of planning, few of such as advantages According to 

(Al-Karkhi, 2013), (Al-Tnobi et al., 1995), (Ghanim, 2008) and (Bebarta, 2002) are 

summarized below: 

1. Substituting indiscriminate methods of organization work and programming. 

2. Encourages administration and its various branches to coordinate its actions and 

prevent this phenomenon of inconsistency and the intersection between different 

activities.  

3. Ensures planning to mobilize all human, physical, and natural and 

administrative, political, spiritual resources, and ensures their good use to achieve 

goals, because of planning we can achieve the goals of the project, even though, 

any change happens in the departments that work will continue even if the 

managers and organizers who implement the project would be changed.  

4. Contributing to develop appropriate solutions to objective economic, social, 

demographic and environmental problems.... etc. 

5. Carrying out proper planning to achieve effective control at all stages of 

implementation, so as to ensure the achievement of the desired goals. 

6. It provides opportunities to adapt to unpredictable changes in the environment. 

7. It helps in cementing and synergizing the organization towards achieving the 

common goal. 

8. It facilitates the process of decision-making in the organization. 

9. It helps in improving the performance at each level of the organization.  

2.11 Planning Principles 

Good planning requires a methodical process that clearly defines the steps that lead 

to optimal solutions (Litman, 2013). According to (Al-Samarrai and Al-Jadiri, 

1990), (Litman, 2013) and (Al-Samarrai, 1992) this process should reflect the 

following principles: 
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1. Comprehensive: All significant options and impacts are considered. Means 

taking into account the planning process for all activities in the community whether 

agricultural, industrial or educational. 

 2. Integrated: Individual, short-term decisions should support strategic, long-term 

goals. Not to any planning inconsistent or conflicting plans and programs on any 

two or more levels of planning, as if a local plan at odds with the general plan of 

the country, leading to damage or failure.  

3. Flexibility: The planning must be flexible enough to be able to cope with it 

during the emergency conditions and developments which could not be planned as 

it may be placed while dealing with the real facts and data. 

4. Cooperation and Coordination: Means unifying cooperated efforts unofficially 

to work towards a particular goal, as in is the case of unifying the efforts of citizens 

among themselves, or between officials and the people to accomplish a specific 

work. 

5. Realism: In order to do planning process properly, its goals should be achievable 

within a specific time with the available possibilities, and planning should be stood 

on the basis of a strong facts and data which represent the reality of the region or 

the community which are willing to solve their problems and change it.  

6. Timing: This means to determine the required time to implement each of the 

overall objectives and which without it, it won’t possible to imagine, the period of 

the time that is needy to achieve the developing goals, and the major goals of the 

community. 

7. Continuity and Renewal: Inasmuch for the continuity and the renewal of 

human needs and its meaning from the need to be satisfied constantly to maintain 

the survival and poise the behavior, so the actual planning which is consistent with 

that is to deal with this principle, and the plans and programs will not end with the 
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implementation of one of them and achieve the goals, but restarts again with other 

objectives and goals, and so on. 

2.12 Types of Planning 

Despite the contrast definitions of the researchers and writers of plan as a 

humanitarian activity held as an individual or integrated social system effort 

intentionally or unintentionally, the types of planning arise from the variation in the 

perception of planning activity itself, that is due to the multiplicity of bases that can 

be depended upon when dividing the plan into parts. Each group of learners may 

depend on one set of bases that provides the necessities for their studies, types of 

planning according to their standards for each shall be reviewed (Safa Al-Din, 

1991). 

2.12.1 The Dimension of Time  

This is necessary to fulfill the objectives, can be either; 

1. Short-term Planning: This is the planning that is usually up to one year. In 

other words, the outcome of this type of planning or program requires its goals and 

objectives to be achieved in a period of that time which is similar to the period of 

this type of planning, the goals of plans at this level represent interim objectives for 

the medium-term plans (Al-Samarrai, 1992). This means the annual development 

plans (investment programs) with clear objectives (Ghanim, 2008). 

2. Medium-term Planning: This type of planning is often one for an average time 

period of (5) years. It is also possible that it may take (3-7) years. The goals for this 

type of planning represent goals for the details of long-term planning. This type of 

planning usually shows the transitions and changes that occur in the lives of 

individuals and communities and in the cases and the prevailing conditions as a 

result of the impact caused by the implementation planning of this type of plans 

(Al-Samarrai, 1992). 
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3. Long-term Planning: Long-term planning is vitally important in that it focuses 

attention on crucial future issues which are vitally important to the organization. It 

involves studying societal trends and issues, surveying current and anticipated 

learners' needs, and being aware of long-term research directions and changes in 

technology (Waldron et al., 1998). The period of time for this type of planning 

ranges mostly between (10-25 years). Such a planning usually outlines the trends of 

development in the economic and social aspects of the country (Al-Samarrai, 

1992). 

2.12.2 The Geographical Scope 

1. National: That is, it must include the country or the state and all its territories 

and regions for the purpose of including all areas that needed to be developed. 

2. Regional: Includes an area or territory or group of regions within the same 

country, which vary with each other in terms of economic or social development 

which requires planning for each of them individually, to cancel this disparity and 

create a state of balance between them. This planning might be a separate, or a part 

of the National Planning (Al-Samarrai, 1992). 

2.12.3 Inclusiveness: 

1. Comprehensive Planning: This type of planning is represented by formulating 

an integrated plan at the community level and all its activities and sectors. This 

planning includes productive goals of the national economy and ways of creating 

necessary resources for it. It also requires studies that are based on identifying 

available resources, and knowing the linkages between aspects of the economy for 

the country (Al-Samarrai, 1992). 

2. Partial Planning: This indicates the planning for a particular aspect of economic 

activity such as the agricultural production, industrial production, etc. This type of 

planning is sometimes depended upon when the data and information is insufficient 

or cannot be obtained, or when the technical competencies are unavailable to access 
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the inclusive planning. This may leads to negative consequences of neglecting one 

sector, or giving priority to a sector at the expense of others (Al-Samarrai, 1992). 

2.13 The Concept of Extension Planning 

In the extension literature, planning is one topic in which much information has 

been written. Extension writers have offered different opinions about the planning 

process. Most authors are more descriptive than analytical in nature, but practically 

all of them present planning as the basis on which extension programs are built, 

extension planning program involves several key concepts which are related to the 

effectiveness of the programs. These concepts are: people, needs, interests, 

priorities, resources, objectives and decision making (Torres, 1980). For (Sanders, 

1966) the extension planning program is the process of making decisions about the 

direction and intensity of the educational effort of the Cooperative Extension 

Service. (Jans, 1952) pointed out: planning is the process whereby the local people 

and county extension staff cooperatively arrive at an understanding of: (1) the 

situation in which the people are located, (2) the real problems in the local 

situation, (3) the objectives of the local people in relation to the problems and (4) 

recommendations for reaching the objectives.  

Omer has defined it as the process of studying the past and the present so that the 

prediction of future can be possible. in the light of this prediction, the human and 

non-human goals, needs, and possibilities are determined to take all possible 

procedures to meet these goals and needs, and determining both the method and the 

place to implement those measures in a timely manner (Omer et al., 1971). (Al-

Adli, 1973) has defined it as the process of identifying the problems and 

determining the goals and objectives that will be worked on to achieve through the 

efforts of educational guidance, it is also a continuous process in which the 

extension agents and their local leaders cooperate. (Al-Obeidi, 1984) has defined 

the extension planning as the process in which employees share the extension and 

the concerned residents share the extension services and the local leaders and 
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individuals. (Al-Farhan, 1973) has defined the process of the extension planning 

programs as a process that includes the participation of agricultural agents and the 

representatives of farmers, individuals, staffs and departments that are relevant to 

the extension work in the processes of collecting information and facts and 

studying them, and identify problems according to their importance and developing 

solutions and recommendations to address them, and assess the results of the 

implementation to continue the planning process.  

(Muhalhil, 1972) has defined the extension planning as a means to the goal. This is 

characterized as a means that is organized and continuous in which community 

resources, whether material or human, are kept, and methods of its packaging and 

exploiting or its operating, directing and distributing are determined in a way that 

helps to achieve the desired goals of the programs in the shortest possible time and 

with minimal effort and cost, or with minimal loss in these resources. (Al-Tnobi, 

1989) has defined it as a complex, systematic, continuous socio-economic process, 

political and a technological process that keeps up with the general climate in the 

community in which multiple entities involve to for the purpose of reducing the gap 

between what is existing and what is desired in the field of agriculture as a step to 

achieve rural development in a specific period of time using the available or the 

shall-be available resources.  

In view of the preceding definitions, the researcher may define the extension 

planning as a complex socio-economic, political and technological process, a 

systematic means, and an on-going activity in which the residents and the 

agricultural agents, the extension individuals, and their local leaders participate to 

identify and define the villagers' problems and arrange them according to their 

priority and then formulate extensions goals and actions to be taken to achieve 

those goals. 

 



 Chapter Two                                                                                                       Literature Review  

 

31 
 

2.14 The Principles of Extension Planning  

According to (Boyle, 1965) there are eleven principles which were selected and 

suggested as guideposts for program planning groups in the Cooperative Extension 

Service They are:  

1. Over-all objectives of the agency should be considered.  

2. Educational needs of the potential program participants should be considered.  

3. Interests of the entire community should be considered.  

4. A wide range of resources should be given consideration.  

5. The planning group should include local citizens who are potential participants 

in the program.  

6. Democratic processes should be used wherever possible in planning the program.  

7. Various methods which might be used in reaching the objectives should be 

explored in the planning.   

8. The program planning process should be continuous.  

9. The program planning process should allow for flexibility.  

10. Provisions should be made for appraisal and evaluation of the program.  

11. The planning group should coordinate its planned activities with those of other 

adult education agencies. 

2.15 Planning Objectives 

(Heady, 1952) pointed out about the extension objectives: The end here is not one 

as many extension employees suppose, of establishing goals for farm people but of 

providing more complete information so that families can better formulate their 

own scale of values. (Beavers, 1962) believe that program planning is a means for 

achieving four overall objectives: 

1. Developing an extension program based on the problems identified cooperatively 

by the people and by the extension staff members. 
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2.  Providing a favorable climate for action in regard to the problems identified.  

3.  Developing leadership abilities among those involved in program planning.  

4.  Providing a basis for the evaluation of the accomplishments. 

2.16 Stages of the Extension Planning Programs  

The stages of the extension planning programs indicates a series of the actions and 

events in which extension employees and whoever of the specialists concerned with 

the agricultural extension is involved and those for whom does the agricultural 

extension functions in the following steps: (Al-Liyla and Osman,1987).  

2.16.1. The General Framework of the Planning Process 

This indicates the process of setting up (the philosophy, objectives, policy and 

approaches of planning). Generally, the higher management of the agricultural 

extension is responsible for the final wording of its general framework, its 

components, and description as required. The first phase represents the basic 

premise for the subsequent action planning. It is not possible to guarantee a 

successful planning process unless it is made sure that the extension employees 

have participated in developing the four components of the general framework, and 

received a final form of the framework, and understood the general framework 

clearly and sufficiently. It is also necessary to take into account the views of the 

local people (or their representatives) in setting up these components, and the need 

to understand them, even to the minimum extent, especially for the participants of 

the planning process (Al-Samarrai, 1992). 

2.16.1.1 The Philosophy of the Extension Planning Programs 

Philosophy in general means humans' attempt to clear thinking (Omer, 1977). 

According to (Kelsey and Hearne, 1963) the basic philosophy of extension 

education is to teach people how to think, not what to think. Extension's specific 

job is furnishing the inspiration, supplying specific advice the technical help, and 
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counseling to see that the people as individuals, families, groups and communities 

work together as a unit in blueprinting their own problems, charting their own 

courses, and that they launch forth to achieve their objectives. Sound extension 

philosophy is always looking ahead. 

The philosophy of the extension planning programs in the extension work traces its 

roots back to the variables and the values that laid the rules of the extension 

education programs. This is because it is clear that the purpose of the extension 

education services is to provide opportunities for continuing education to all the 

extension members (Safa Al-Din, 1991). The extension planning philosophy is 

parallel to the philosophy of extension service, which depends mainly on the 

philosophy of education, and the philosophy of upbringing and educating humans 

which is based on orientating the individual, and modifying or changing their 

behaviors via a systematic educational process based on respecting their dignity, 

freedom, intellectual capabilities, and intelligence, and providing equal opportunity 

for everyone to show their ability to manage their own affairs and the affairs of the 

society where  they live in. Usually, the philosophy of planning is set up by the 

central supreme authorities in the extension service (Al-Samarrai, 1992). 

2.16.1.2 Objectives of the Extension Planning Programs 

(Legans, 1967) defined objective as a direction of movement. Objective is the 

criteria by which content is outlined, materials selected, teaching procedures and 

learning experience developed and progress toward accomplishment and 

accomplishments are evaluated (Sharshar, 1988). The goals need to be formulated 

precisely, specifically and clearly, as they will prepare educational goals. At the 

same time, the outcomes for these goals should be possible to measure. That is, it 

must be possible to determine the type of the behavioral changes that will occur in 

the behavior of the learners (Safa Al-Din, 1991). It is assumed that the objectives 

are consistent with the reality of the individuals, and with the available resources. It 

is also expected that these goals are in line with the general objectives of 
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development and the plans that are depended on by the State (Al-Samarrai and Al-

Jadiri, 1990). The objectives of the agricultural extension are divided into the 

following key levels; 

1. Fundamental Objectives  

These are all the inclusive objectives of society. Some examples of this type of 

objectives are better life, better citizenship, democracy, development of the 

individual, etc.., the fundamental objectives of extension is to teach people to 

determine accurately their own problems, to help them to acquire knowledge and to 

inspire them to action out of their knowledge and conditions (Al-Doski, 2014). 

2. General Objectives 

These objectives share a general description as compared to the following level of 

goals, and more specifically and accurately to the previous levels. This level of 

goals are directly associated with the activities and efforts of the extension service. 

These goals are more general and upon which the goals for extension programs are 

set up for the purpose of improving the quality of life of the community, raising the 

level of rural families, and the development of the spirit of leadership, rural 

communities and services in those communities (Al-Samarrai, 1992). 

3. Working Objectives 

These are the specific and accurate objectives. When these objectives are achieved, 

that means some other goals are achieved. These objectives aim at the agricultural 

extension in terms of raising the production proficiency for any plant products or 

farm animals through the use of one or more than one technical style, and by 

teaching those styles to the local individuals and cooperating with them locally (Al-

Samarrai, 1992). 

2.16.1.3 The Policy of the Extension Planning Programs 

(Kincaid, 1962) has defined the policy as the mean through that can be transitioned 

to the general act stage in which the subjective goals are achieved. Policy is the 



 Chapter Two                                                                                                       Literature Review  

 

35 
 

means by which the pedagogical extension goals are set up by the extension 

organization so as to be achieved. It is an approach which planners take as a model, 

and directs the behavior and conducts of the employees in the implementation of 

the program. It is certain that extension organizations are unable to achieve their 

goals the in specified period time, unless of having clear policy to be followed the 

path towards the goals set (Al-Samarrai, 1992). The general policy of the extension 

planning can be represented through the public participation and in which the 

participants get a chance, freely and democratically to work, share opinions, 

cooperate, and appreciate the efforts of each other (Al-Samarrai and Al-Jadiri, 

1990).  

2.16.1.4 Approaches in the Extension Planning Programs 

(Kincaid, 1962) has defined the approach as an organization of work in the 

processes of the planning programs through participation in planning committees. 

When the policy is represented by the public, the approaches then means the ways 

of implementing the participation, whether implemented formally or informally, 

and ways that be carried out by them, and the timetable in which the approaches 

will be implemented (Al-Samarrai and Al-Jadiri,1990). 

2.16.2 The Need for Planning 

This Includes confirmation, publishing and justifying the importance of the 

planning process and giving it legitimacy among the concerned groups, entities and 

individuals involved in the educational extension programs. This phase could also 

be considered as an entrance and a transitional step to the efforts of planning to 

local levels (Al-Samarrai and Al-Jadiri, 1990). But in order to complete this phase 

and ensure its success it is supposed to introduce two main areas. Namely, the 

knowledge of the previous planning activities to ensure all attempts that are made 

in the field of planning, as well as to identify the success and the progress that has 

been accomplished, and weaknesses or failures that have occurred and the reasons 

that have led to each of these two cases, and the methods and procedures followed 
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in the work, with a full estimation of the current situation, in order to get started 

from that spot toward improvement and change. The second area is to determine 

the scope and extent of the planning activities for the future. This requires what it 

takes within the knowledge of the planning activities of other development 

agencies and the related organizations. At this stage, it is necessary to take into 

consideration the need that may appear in the future, in order to visualize the 

responsibility and the duty of each of the extension organization and other 

organizations and entities, and the quality of the required coordination for the 

development work and ways of working it out (Al-Samarrai, 1992).  

2.16.3 Organization and Formation of the Planning Committees 

This refers to the human and logistic resources that are at hand to be allocated for 

the planning process and this could be done by organizing human resources that 

consists of employees and concerned individuals who work in the agricultural 

extension. Classifying and qualifying employees and dividing them according their 

levels are necessary. Planning committees are been formed through contribution of 

local people, when the principle of public participation applied on them raise their 

ability and competence (the official version of public participation). While, the 

logistic resources can be determined through studying their qualities and quantities 

to accomplish desired goals during planning or future implementation (Al-Samarrai 

and Al-Jadiri, 1990). The committee means a group of the concerned or elected 

individuals. And their responsibilities are to do a particular job. There are many 

types of the committees divided according to the nature of the duties and tasks 

assigned to them, or on the basis of career: one may be a single function or 

multifunction, and according to the time (period) whether they are permanent and 

temporary committees, and in the light of its formation on official and non-official 

committees (Al-Samarrai, 1992). (Vanderberg, 1965) thinks that the quality and 

quantity of contributions from planning committee members increase when special 

orientation is provided to them and provisions are made for various members to 

probe, study and analyze specific program areas. One critical aspect in the 
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effectiveness of the county planning committee is the characteristics and qualities 

of its members. In that respect, (Richert, 1966) contends that the mere 

representation of people and interest in program planning committees is not 

enough. The representatives should be individuals who exhibit leadership traits, 

whose perspective goes beyond their own group boundaries and who are interested 

in the work of the program planning committee. For (Pesson, 1966) the selection of 

the committee members is not a critical issue since they may be educated for their 

functions and duties. The greatest responsibility in building extension program goes 

for the agricultural agent: Their responsibilities are to collect general information 

and facts about the area which are helpful in the processes of identifying problems, 

selecting members of the planning committees, training them if necessary, keeping 

in touch with the members of the committees, planning for and attending periodic 

meetings of committees, consulting with the representatives of other entities, 

forming necessary committees and subcommittees, giving continuous awareness of 

the needs and problems of the farmers, and cooperation with the specialists in 

showing the conditions surrounding the problems until they will be prioritized on a 

scientific basis. Boone confirms the role of the local leaders in the construction of 

the extension programs that they have an impact and influence on their followers 

from the farmers, as they made up the values and the beliefs and sentiments of their 

followers. The nature of their leading can be formal or informal as these leaders 

usually have the power, or force to grants or forbid (Al-Tnobi and Emran, 1997). 

2.16.4 The Actual Planning of the Extension Program 

After setting up policies, methods, goals and philosophy of the planning, and the 

reviewing of the sources and organizing the planning groups, the actual planning of 

the extension program starts (Al-Obeidi, 1984). The decisions related to the 

existing reality, its needs and problems are taken to get rid of the problems and 

overcome them. The stage includes all the efforts and activities through which the 

needs and problems that the locals suffer from are identified.  Also, all appropriate 
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ways and methods are used to collect facts and data and to analyze them, and to 

take necessary decisions to sort out the problems in accordance with their priorities 

in influencing people's lives and the society, and to arrange the problems priority 

basis. Then, the objectives to reach are set. The planners need to follow the 

following steps:  

1. Data-collection.   

2. Analysis and interpretation. 

3. Determining of the problems. 

4. Establishment of the objectives. 

5. Coordination with other agencies (Al-Samarrai, 1992). 

2.16.4.1 Data-Collection 

The process of collecting facts or data related to the status quo in the area, the 

situation and circumstances of the population is considered as an important piece of 

information upon which a good extension program is built. The more  collected 

facts concerning with a specific issue which needs to be solved are provided, the 

better it is, on the condition that provided facts will be irrelevant because these fats  

becomes an obstacle for the planners. The reality-knowledge process includes a 

complete study of the natural and human resources, and individuals' behaviors and 

activities which were failure in the previous extension program. The most 

important facts that need to be collected are the ones related to soil and water 

resources, irrigation methods, methods of transportation between the region and 

other towns and villages, agricultural exploitation system, and land ownership 

...etc. The information is collected from various sources as the primary sources. It 

is collected from individuals directly through the individual interviews and 

questionnaires...etc. Or, the information is collected from secondary sources 

through official reports, studies, and agricultural extensions' reports...etc. (Al-

Samarrai and Al-Jadiri, 1990).  
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2.16.4.2 Analysis and Interpretation 

The process of the collected data analysis is not less important than the process of 

collecting the data itself. Without an accurate analysis, the collected data becomes 

only facts-having no sense or content. The ability to obtain the data and to analyze 

them in a way that make them easier to use and make a  use of the data to recognize 

the actuality of a situation and a nature of problem, and this is important in the 

process of planning an extension program (Al-Adli, 1973). This includes a 

complete study of the natural and human sources, and people's thinking, conscious 

or executive behaviors to use their resources, possessions, and dealings. The extent 

of people's competence in this also means a study of de facto potentials which can 

be used to carry out an extension program successfully (Omer et al., 1971).  

2.16.4.3 Determining of the Problems 

After the completion of the data analysis and interpretation related to the present 

situation process, it is compared to the results of the data of the desirable situation. 

This is to show the extent of the disparity and variation between both situations and 

it is called a gap. The gaps represent problems or needs of people and accordingly 

people's problems and needs are identified (Al-Adli, 1973). Because of the big 

number or problems and needs that the rural communities suffer from, the planning 

committee should think of them as priority and deal with the most urgent and 

affecting problem on individuals or community. These problems can be overcome 

and resolved through the available resources in accordance with the efficiency and 

capacity of the employees of extension, and the economic, social, and educational 

capacity. On the other hand, problems are considered as extension opportunities, 

for which actions should be taken by the extension employees (Al-Samarrai, 1992). 

2.16.4.4 The Establishment of the Objectives 

After identifying the problems, the focus would be on the intended extension 

objective and on the flexible means that lead to the objective. Through the setting 
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goal, it would be clear the mentors what they trying to reach. While setting goals, 

they need to be put in order according their importance and primacy, and because 

goals are means, while one of them would be achieved, another would be reached 

relatively. In order for the objectives to be correct, they should be agreed upon by 

the extension employees and mentors; they should also be specifically based on 

locals' needs, desires, and intended behavior change, and should be formulated with 

precise and obvious expressions (Al Samarrai and Al-Jadiri, 1990). 

2.16.4.5 Coordination with other Agencies 

The rural areas were paid a great attention by many groups and organizations 

working in the field of development as well as the agricultural extension system. In 

which have their own programs that serve all of the areas in which developments 

can be responsive to all long and short term goals and that depend on the available 

human and logistic resources locally. So it became necessary for the planners to 

show interest in the agricultural extension programs in coordination with other 

relevant sides, and make sure to complete the case of coordination prior to the 

completion of the actual planning procedures and before concluding with written 

document (Al-Samarrai, 1992). 

2.16.5 Writing an Action Plan Program 

Kelsey and Hearne describe a plan of work as an outline of activities so arranged as 

to enable efficient execution of the entire program (Kelsey and Hearne, 1963). This 

means the drafting of the program document which returned has already taken 

decisions in the previous phase. It includes a complete description of reality of 

social and economic aspects in the geographical area, with the main concerns of the 

populations’ obstacles and their needs. Furthermore, it involves the available 

opportunities for the development with representing solutions to the problems, 

objectives and their alternatives. The preparation and writing program document is 

the responsibility of the extension employees in coordination with the rest of the 
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members of the planning committee. The document must be formulated accurately 

and written in a comprehensible language by the extension agents (Al-Samarrai, 

1992). 

 And when the document program got readied, it creates the content bases of the 

extension the action work of the agricultural extension employees who were 

employed at the local level (Al Samarrai and Al-Jadiri, 1990). It means to 

recommend what should be done in accordance with the extension to develop the 

action plan based on the study that we conducted on the status quo and it  

demanded extension planning program with determining the implementation 

process of the extension action plan with working procedures that includes the 

educational objectives to be achieved and educational tasks to be done in order to 

bring change to the extension agents and the public extension agents that needed to 

be instructed and educated and show them to the people who implement the 

extension process, and with collaborators, and others who contribute with them and 

to identify ways and means and extension aids that will be used during the 

operating extension and identifying places where extension process will be 

implemented in them as well as a schedule of the educational activities intended to 

be done and in the end the work evaluation and the results (Al-Samarrai, 1992). 

2.16.6 Evaluation of the Planning Procedures 

Evaluation may be thought of as a process by which the values of an enterprise are 

ascertained or an analysis by which one is able to understand and appreciate the 

relative merits or deficiencies of persons, groups, programs, situations, methods 

and processes (Kelsey and Hearne, 1963). Evaluation is the systematic application 

of scientific methods to assess the design, implementation, improvement or 

outcomes of a program (Rossi and Freeman, 1993). Program evaluation is the 

determination of the extent to which the desired objectives have been attained or 

the amount of movement that has been made in the desired direction (Boyle and 

Johns, 1970). 



 Chapter Two                                                                                                       Literature Review  

 

42 
 

Evaluation is a continuous process that starts from the first stage of the planning 

and continues until the achievement and the implementation of the planning 

process. That is, there are two types of the evaluation: Periodical evaluation that 

shows the extent of the completion of each event or activity and its strengths and 

weaknesses or deficiencies in order to be avoided in time, And final evaluation 

shows the achieved goals, and the effectiveness of the program in reaching the 

desired goals, upon the results which we direct towards the planning of the future 

extension programs (Al-Obeidi, 1984).  

Purpose of Program Evaluation 

1. Demonstrate program effectiveness to funders.  

2. Improve the implementation and effectiveness of programs. 

3. Better manage limited resources. 

4. Document program accomplishments. 

5. Justify current program funding. 

6. Support the need for increased levels of funding.  

7. Satisfy ethical responsibility to clients to demonstrate positive and negative, 

effects of program participation (Short et al., 1996).  

2.17 Models of the Extension Planning Programs 

Several researchers have applied a variety of models for the extension planning 

process according to their expectations of the process, for example Matthews 

model, Pesson model, Boyle model and others. It should be clear in advance that all 

of these models are consistent in the actual planning stage of the extension 

program, even though they basically differ from each other in the number of steps 

of each of those models. A model is a theoretical concept that determines or 

explains the basic components of the planning process and the relationship between 

those components. Below is a summary of some of those models (Al-Adli, 1973). 
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2.17.1 Pesson Model 

Consists of the following three stages; 

1. Extension Planning Program Stage: This stage includes the following 

processes which are a series of tasks, activities, events, and activities in which the 

extension agricultural agents, specialists and all the involved employees; 

a. Collection of facts about the status quo. 

b. Specifying the situation. 

c. Specifying the goals and the problems. 

d. Specifying the objectives. 

2. The Implementation of the Program and this Includes; 

a. Establishing action plan.  

b. Implementing the work plan. 

c. Reporting the progress in the implementation of the program. 

d. Reconsidering the program.  

3. Evaluation. It is a continuous process that starts from the first step of extension 

planning program until the end of the process of planning and the implementation 

of the program (Pesson, 1966). 

 

Figure 2.1: Pesson Model for Extension Planning Program (Pesson, 1966). 
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2.17.2 Leagans Model 

Leagans confirms that the process of program development consists of the 

following five stages; 

1. The situation. 

2. The objectives. 

3. The teaching and action plan. 

4. The evaluation of the educational activity. 

5. Reconsideration (Leagans, 1962). 

(3) Teaching action plan                                       

 

 

(2) Objectives and solution                                                            (4) Evaluation        

                                                              

(1)Situation and problems                                                   (5) Reconsideration 

 

Figure 2.2: Leagans Model for Extension Planning Program (Leagans, 1962). 

2.17.3 Mathews Model 

Mathew’s model consists of the following seven basic steps: 

1. Analyzing the reality. 

2. Organizing the human and material resources for planning. 

3. Extension planning program process. 

4. Planned program. 

5. Preparing extension work plan. 

6. Implementing the Extension plan. 

7. Estimating the achievement through assessment (Al-Tnobi and Emran, 1997). 
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     (4) Planned program                                                                  (5) Extension plan                 

                         

     (3) Planning process program                                                   (6) Implementing the action plan 

      

    (2) Organizing the plan                                                           (7) Estimating achievement           

              

 (1) Analyzing the reality  

             

Figure 2.3: Mathews Model for Extension Planning Program (Al-Tnobi and Emran, 1997).  

2.18 Barriers of Planning Programs 

The planning process often faces a set of problems or obstacles which lead to 

weakening the effectiveness of the planning or its failure and inability of achieving 

its objectives. The most important problems can be summarized as; (Darweesh, 

1978) 

1. Predictability Limitations and Shortages: It is well known that the planning 

happens in the present, but it is directed towards the future. Sometimes, taken into 

consideration the limited ability of human beings to predict or weaken tools used in 

forecasting, or inaccuracy of data and information and the deterioration of their 

quality, or some other reasons, the planning stage will not achieve its proper 

prediction. The prediction will be inaccurate to a degree that planning flexibility 

cannot overcome. This will lead to an unexpected problems and obstacles which 

will make it impossible for the plan to have proper solutions for it in a way that will 

make the plan implantation out of reach. Or these problems will be temporary for a 

period of time, which the planner will adjust the plan and put things on the right 

track again later.  
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2. Contradiction and Discrepancy in the Content and Procedure: This happens 

between objectives themselves or objectives and policies, or other tools. 

Sometimes, multiple planning authorities that are involved in the implementation, 

and their overlapping jurisdictions and powers lead to the failure of planning 

process and losing its effectiveness. The lack of horizontal and vertical 

coordination among the planning agencies will also have the failure results. 

3. The Absence of Participation and the Rejection of Change: The planning is a 

procedure which aims to transfer the society from a situation to a new one that is 

supposed to be better than the previous one. This means that planning does aim to 

bring a change. This change could be rejected by the people or the targeted groups. 

Rejection to accept the change has many reasons but the most important one is the 

lack or absence of the public participation in the planning and changing process.  

On one hand, the planning is taken into consideration the real needs of the people. 

On the other hand, it prepares people psychologically to accept the change, makes 

them feel responsible, and pushes them to assist and support this change with all 

their abilities, especially if they feel that this change is for their benefit (Ghanim, 

2008). 
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CHAPTER THREE 

MATERIALS AND METHODS 

3.1 Brief Description of the Study Area 

Sulaimani Governorate which is located in southern Kurdistan (northeastern Iraq), 

is the largest Governorate in Iraqi Kurdistan. The Governorate consists of ten 

districts, including: Rania, Pshdar, Dukan, Sharbazher, Sulaimani, Penjwin, 

Chamchamal, Halabja, Darbandikhan and Kalar. The geographic coordinates 

(latitude and longitude) of Sulaimani city, the capital of Sulaimani Governorate, are 

35°33′40″N and 45°26′14″E, and elevation is about (830) m above sea level. The 

Governorate features the fertile plains of Sharazur (Halabja) and Bitwen (Rania), 

which give way to hills and the Zagros Mountain range in the northeast (Ahmed,  

2016). The climate of Sulaimani Governorate is semi-arid, and is mainly influenced 

by its inland position and prevalence of continental air during most of the years 

(Rauf et al., 2015).  

3.2 Research Methodology 

This research comes as the framework of the diagnostic research within the 

descriptive approach. It is an appropriate approach to reach a detailed data and facts 

about the needs of the individuals at a certain time (Al-Asadi, 2008). 

3.3 Sample and Population in Research  

The target population of this study consists of all the employees in the agricultural 

extension in the Agricultural Districts which belongs to the Directorate of 

Agriculture of Sulaimani, and they were (137)

 employees which were spread over 

(17) Agricultural Districts. The questionnaire, distributed to all members of the 

populationtotaling (117) employees after (20) employees of them were excluded as 

they were subjected to the measurement of the reliability which is specialized to 

this research questionnaire, and also other (7) respondents later were excluded as 

                                                           


 The information get from the Agricultural Extension Directorate of Sulaimani. 
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they did not fill out the research questionnaire properly and the lack of the required 

information were lacked in them, in this regard, the final number became (110) 

respondents which were representing (80%) of the research population and 

table (3.1) explains and the distribution of the respondents according to their 

agricultural districts which they worked for. 

Table3.1: The distribution of the respondents based on agricultural extension 

districts. 

 S Agricultural District The total 

number 

Number of 

respondents 

% 

1. Agricultural Extension District of Bakrajo (Center) 52 39 35.5 

2. Agricultural Extension District of Halabja 4 4 3.6 

3. Agricultural Extension District of Sirwan 5 5 4.5 

4. Agricultural Extension District of Shahrazour 6 4 3.6 

5. Agricultural Extension District of Saidsadeq 5 3 2.7 

6. Agricultural Extension District of Qaraly 2 2 1.8 

7. Agricultural Extension District of Tanjaro 10 9 8.2 

8. Agricultural Extension District of Darbandikhan 4 4 3.6 

9. Agricultural Extension District of Dukan 10 9 8.2 

10. Agricultural Extension District of Chwarqwrna 6 5 4.5 

11. Agricultural Extension District of  Sangasar 3 3 2.7 

12. Agricultural Extension District of Qaradagh 2 2 1.8 

13. Agricultural Extension District of Chwarta 7 6 5.5 

14. Agricultural Extension District of Qaladze 4 4 3.6 

15. Agricultural Extension District of Chamchamal 9 6 5.5 

16. Agricultural Extension District of Qarahanjir 7 5 4.5 

                                                           

 Qarahanjir is administratively part of the Kirkuk Governorate; however, from a technical perspective, it 

is under the Directorate of Sulaimani Agriculture. 
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 S Agricultural District The total 

number 

Number of 

respondents 

% 

17. Agricultural Extension District of Penjwen 1 0 0 

 Total 137 110 100 

3.4 The Preparation of the Questionnaire 

The questionnaire was prepared as a tool to collect data on the subject of the 

research, inasmuch for making it appropriate to the research methodology that 

follows, as the questionnaire is considered as a convenient tool to get the 

information, data and facts, as they give more objective data than other data 

collection methods to achieve the objectives of the research (Malham, 2010). The 

questionnaire consists of two parts and was prepared as follows: 

Part I: Includes a set of questions to recognize personal and functional 

Characteristics of the respondents (age, educational level, academic specialization, 

the service duration in agricultural extension, employment center, previous 

extensional training, desire to renewal, exposure to the sources of information and 

organizational climate). Independent factors has been identified after briefing the 

researcher on the literature and previous studies on the training needs, as well as 

consulting with the specialists in the field of the management sciences, 

psychological and agricultural extension. 

Part II: Includes of creating scale (measurement) of the cognitive training needs 

for the agricultural employees in the field of the agricultural extension planning 

programs and this process has gone through a series of stages, as shown in Figure 

(3.1), as follows: 

First: The preparation of the measure in the preliminary basis (preparation 

areas and paragraphs) the preparation of the scale. 

In the light of the literature and previous studies on the subject of the research and 

opinions of the experts and specialists in this field, a measure was prepared to scale 

the cognitive training needs of the agricultural employees in the field of agricultural 
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extension planning programs initially and it includes six areas as follow (the 

general framework of the planning process, the need for planning, organization and 

formation of planning committees, the actual planning of the extension program, 

writing an action plan program and evaluation of the planning procedures) and the 

sections has reached (80) paragraphs and distributed on these (6) stages 

(21,9,17,14,10,9), respectively, as shown in the table (3.2): 

Table3.2: Distribution of the proposed areas to measure the cognitive training 

needs of the agricultural employees in the field of the agricultural extension 

programs planning. 

 

Second: Developing measurement stage (displaying the areas and paragraphs on 

the experts). 

The areas and paragraphs were displayed initially on a group of the experts and 

specialists in the field of the agricultural extension, management and psychological 

sciences, which they were (21) experts to demonstrate the degree of their approval 

for the areas and paragraphs of each axis in the light of the measure of agreement 

which would be of three levels: (agree, agree with the amendment and disagree). 

 

 S Areas  Number of sections   % 

 1. The General Framework of the Planning Process. 21       26.25 

 2. The Need for Planning. 9  11.25 

 3. Organization and Formation of Planning Committees. 17  21.25 

 4. The Actual Planning of the Extension Program. 14   17.5 

 5. Writing an Action Plan Program. 10   12.5 

 6. Evaluation of the Planning Procedures. 9  11.25 

 Total 80   100 
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Third: Stage of the average calculation approval scores of the experts on the 

measurement contents. 

The weight (numeric value) has been identified for each phrase in the measures of 

approval of the experts on areas and paragraphs, and as follows: (agree = 2), (agree 

with the amendment = 1), (disagree = 0) and average calculation in the total scores 

which were obtained on the numbers of experts. 

Fourth: The stage of determining of the approval standard (panes cut) of the 

remaining any of the proposed measurement content conclusively. 

Panes cut has been identified as (75%) of the degree of the experts’ approval on the 

paragraphs and sections according to the remaining of the fields and paragraphs in the 

measurement if it gets (75%) of panescut or more and that is equal to (1.5) degrees or 

more from the top step of the approval measure which consists of (2) degrees, and if 

the agreement was between (75%) of the arbitrators or more that that indicates the 

sincerity of the performance, and you can feel comfortable about its righteousness 

(Malham, 2010). And, the panes cut reachs at meassurs of (91%) of the need for 

training, by professional arbitrators. 

Fifth: The stage of preparing the measure conclusively (the stay of areas and 

paragraphs conclusively). 

By the application of the standard (panes cut) for the remaining areas and paragraphs. 

The training need scale was prepared finally. As some of the paragraphs were altered 

because of having similar variables and paragraph scales became (80) paragraph 

distributed on (6) areas, as shown in table (3.2): 
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(5) 

 

(4) 

(3)   

(2) 

(1)  

 

Figure3.1: Stages of creating a cognitive training need measure for the 

employees in the field of agricultural extension planning programs. 

3.5 Validity  

The validity of the measurement is intended genuinely to meet the measures of the 

purposes and special uses which is designed for (Mikhail, 2006).  And the validity 

is considered as the most important standard features in terms of degree of the 

importance compared to other features because of the correlation of the validity 

with the purpose or achieving expected goals of the measurement performance as 

well as the extent of its relationship with the type and the importance of the 

decision that will be taken accordingly (Al-Nabhan, 2004). That performance has 

been presented to the group of the experts in agricultural extension, management 

and psychology while (Eble) indicates that the best way to achieve the virtual truth 

is that a group of specialists evaluate the validity of the measure sections which 

doesn’t include measure it again (Eble, 1972). To identify their views and 

comments relating to the type of questions and the safety of their formulation and 

the clarity and appropriateness of the respondents and after taking their 

observations and suggestions, I have done some amendments on the questions 

which contained in the questionnaire which counted as virtual truth supposedly of 

The preparation of the measure conclusively. 

 

 

 

Determination of the approval standard (panes cut). 

The calculation of the average scores of experts’ approval on 

content measures. 

The development of the measurement (displaying areas and 

paragraphs to the experts). 

The preparation of the measure initially (the preparation areas and 

paragraphs). 
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the questionnaire, which is one of the means to identify the validity of the 

performance (Al-Zubaie, 1981). 

3.6 Reliability and Correction Factor 

The reliability is known as the research tool that gives the same results if it re-applied 

to the individuals themselves and under the same conditions (Abu-Hoij et al., 2002), 

and the scale in this sense means consistency and accuracy in the measurement 

(Allam, 2000). To find reliability in this study a random exploratory sample was 

selected about (20) respondents which distributed on the Directorate of the Extension 

in Sulaimani and extension centers of ((Bakrajo (center), Chamchamal, Qarahanger, 

Saidsadeq and Shahrazour)), the exploratory sample data were collected through the 

questionnaire and to find the coefficient of reliability (Alpha-Chronbach) method has 

been used because this method used to estimate the reliability of the trends and polls, 

this method gives the minimum value of the estimated coefficient of reliability (Al-

Nabhan, 2004). And then extracted correction factor of the scales by using the 

(Spearman Brown) equation and the results were as shown in table 3.3: 

Table3.3: Reliability and Correction Factor of the scales. 

S Scale Type Reliability Coefficient 

(Alpha-Chronbach) 

Correction 

Factor 

1. The areas of the extension planning 

programs in general. 

0.983 0.99 

2. Organizational climate. 0.80 0.89 

3. Desire to renewal. 0.70 0.84 
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3.7 Data Collection 

The data for this research was collected through a questionnaire interview with the 

respondents during the period from (10. 5. 2015 - 3. 6. 2015) of the samples which 

were about (110) respondents. 

3.8 Tabulation and Data Analysis 

After the completion of the data collection process, the information was taken from 

the questionnaire forms and then the data were organized in the tables to view and 

interpret the results and then extracting the conclusions and recommendations to 

highlight the most important findings of the research and the tabulation process and 

the analysis of data as was followed: 

First: The Dependent Variable  

To measure the level of training need a four-scale assessment have been prepared, as 

follows (excessive need, average need, slight need, no need) and it had given those 

values from (4,3,2,1) respectively and the sum of grades for all of the sections 

represents  the degree of the cognitive training need, and the measure would be in (6) 

areas and (80) paragraphs, and so the highest score obtained by the respondent was 

(320) degrees and the lowest score is (80) as described in the Appendix (1), after 

obtaining the degree of the need for training for each respondents in the field of the 

agricultural extension planning programs, and the degrees have been classified 

according to the need for training in order to describe the respondents into three levels: 

little need, average need, many need, and the number of respondents and the 

percentage rate and the training need for each category have been calculated. 

Second: The Independent Variables 

The First Part of the Questionnaire: Includes the data related to some personal 

and functional variables about agricultural employees had been measured it as 

follows: 
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1. Age: It is an age of the respondent which is estimated to a number of years of the 

data collection time. 

2. Educational Level: This variable measurement was, according to the following 

levels: (agricultural high school, agricultural institute, college of agriculture, higher 

degrees) has been allocated the following numeric values: (1,2,3, 4) respectively. 

3. Academic Specialization: Measured by asking the respondents for being an 

(agricultural extension or non-agricultural extension) and they have given the 

digital codes as: (1, 2) respectively. 

4. The Service Duration in Agricultural Extension: Measured by asking the 

respondent for the number of years he/she has spent in the extension work, and it 

has been given a numeric value for each year of service. 

5. Employment Center: This variable was measured by asking the respondent 

about the work that he/she has occupied, according to the following order: 

(agricultural agent, agronomist, head of agronomists, head of the agricultural 

agents, senior agricultural managers, senior agricultural agents) have given digital 

codes: (1,2,3,4,5, 6) respectively. 

6. Previous Extensional Training: This variable measured by classifying 

respondents according to their participation in the training sessions to the 

(participants or non-participants) and have given symbols of (1, 0) to them, 

respectively. 

7. Desire to Renewal: This variable measured through (18) paragraphs, half of 

them were positive and other half was negative, they were given features including 

levels (agree, neutral, disagree) and have given digital codes as following: (3,2, 1) 

respectively, to the both positive and negative paragraphs was: (1,2, 3) respectively, 

and the total scores shows  the desire to renew of the respondents. 
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8. Exposure to the Sources of Information: this variable has been measured 

through the number of sources that the respondent has got them on the extension 

information which were (16) and alternatives responses were (always, sometimes, I 

don’t look) have been given digital values: (3,2, 1) respectively. 

9. Organizational Climate: This variable was measured through the question to 

the respondents about their work circumstance and needs, which were (22) 

paragraphs, half were positive and other half were negative, and they were put in 

the incorporate feature levels: (agree, neutral, disagree) and have been given the 

following codes: (3,2, 1) respectively for the positive sections and (1,2, 3) 

respectively for the negative paragraphs. 

3.9 Statistical Techniques 

After the completion of the data collection and then the date was audited and the 

information was extracted from it and then data were tabulated in the organized 

tables according to the research objectives, and analyzed by using statistical 

analysis program (SPSS), which used the statistical means as following: 

1. The Range 

For dividing some independent variables into categories according to following:  

Range = higher value - lower value 

2. The Percentages 

To describe the respondents of according to the distribution their groups in some of 

the variables were included by studying. 

3. Mean 

It is used to describe the numerical values of the variables under study by using the 

law: (Al-Rawi, 1980). 
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n

xi
x






 

Where: 

x


= Mean. 

 xi =total numeric values.  

 n=number of respondents. 

4. Standard Deviation  

It is used to describe deviations from the averages calculation values of the 

variables included in the study and its law is the following: (Al-Quraishi, 2007). 

 

Where: 

S.d=standard deviation. 

 2xi =total square values. 

 2)( xi = square sum of the numeric values. 

n = the number of values or the number of the respondents. 

5. Persons' Correlation Coefficient 

It is used to find the correlation between the degrees of the cognitive needs of the 

agricultural employees in the areas of the extension planning programs, and among 

all variables of the independent variables as following (age, the service duration in 

agricultural extension, the desire to renewal, exposure to the sources of information 

and organizational climate), according to the following law: (Al-Quraishi, 2007). 
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Where:  

r = Person correlation coefficient. 

X = independent factor values. 

Y = the following factor values. 

n = the number of respondents. 

 xy = the total multiplication of two variables values (x, y). 

 x =the sum of the values in the variable x. 

 y =the sum of the values in the variable y. 

 2x =the sum of the squared values in the variable x. 

 2)( x =the total square variable values of x. 

 2)( y =the total square values of variable y. 

 2y
= the sum of the squared values in the variable y. 

6. Spearman Rank Correlation 

It is used to find the correlation between the degree of the cognitive training needs 

for the extension employees in areas of the extension planning programs, and 

between each of the (educational level, academic specialization, employment center 

and previous extensional training) as the following law: (Al-Badlawi, 2004). 

 1

6
1

2

2







nn

rs d
 

Where: 

rs = the correlation coefficient for spearman rank. 

di= the sum of the square differences between the ranks. 

n = the number of vocabularies. 
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7. Multistage Regression Model 

It is used to determine the most independent factors that significantly influence the 

cognitive needs of staffs in the areas of the agricultural extension planning 

programs and choosing the best equations that explain these factors according to 

the following law: (Al-Safawi, 2008) 

Y = Bo +B1 X1 + B2 X2 + ......... + Bn Xn + E  

Where: 

Y = the expected values of the cognitive training needs of the employees in the 

areas of agricultural extension planning programs. 

Bo= the fixed value of regression coefficient. 

Bn= the partial value of regression coefficient of the independent factor. 

Xn= the independent factor value. 

E = random error. 

8. Alpha-Chronbach Coefficient Method  

It is used to find reliability tool of the research in accordance with the following 

law: (Murad and Suleiman, 2002). 

 

   
 

   
[  

   

  
 
] 

Where: 

n = the number of section tools of the search. 

Si
2
= the variation in per section. 

Sx
2
= the total variation (total) of the sections of the tool search. 
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CHAPTER FOUR 

 RESULT AND DISCUSSIONS 

This chapter shows the results that have been reached after a statistical analysis as 

well as discussed below: 

4.1 The First Objective: Identifying the cognitive training needs for the 

employees in agricultural extension in Sulaimani Governorate in the field of 

the agricultural extension planning programs in general. 

The results of the study showed that, the highest numeric value to the degree of 

cognitive training needs to the respondents in the field of the extension planning 

programs was (320), and the lowest numeric value was (160) on a scale needed 

training (quad) amounted a degree between (1-4) degrees of the distributed (80) 

items, and at the rate of the training need of (279.53) degree was and the 

respondents were distributed on three categories of training needs as (low, medium, 

high) according to the level of their training needs and as it is shown in the 

following table: 

Table4.1: The Distribution of the respondents according to the levels of cognitive 

training needs for the whole areas of the extension planning programs. 

As it is seen in Figure (4.1) that the highest percentage of the respondents were 

(69.092%) were within a (high) category, and the rate of training need was 

(296.815) numeric value. And the lowest percentage of the respondents were 

among the (low) category (3.636%) and the rate of training need were (179.75) 

S Categories 

Degrees of 

cognitive 

training need 

Frequency % 

Average 

cognitive 

need 

X S.D N 

1. Low 160-213 4 3.636 179.75 
   

2. Medium 214-267 30 27.272 249.033 279.53 35.754 110 

3. High 268-321 76 69.092 296.815 
   

  
Total 110 100% 
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numeric value, which means that; a most of the respondents described the level of 

their cognitive training needs as (high) in the field of the agricultural extension 

planning programs. According to this result, there is a lack of the knowledge of the 

agricultural extension employees in the Governorate of Sulaimani in the areas of 

the extension planning programs, this may be due to the poor academic preparation 

and rehabilitation of the agricultural extension employees in the field of the 

extension planning programs and lack of interest in the field of the extension 

planning process, and an inadequate efforts by the extension organization in 

Sulaimani in the development of the specialized training in the field of the 

extension planning programs, and this result corresponds  with the study of         

Al-Abassi (2011), but the result was inconsistent with the study of Al-Talb (2013). 

 

Figure4.1: The distribution of the respondents according to the categories of 

cognitive training needs for the whole areas of the extension planning 

programs. 

4.2 The second objective: Determining the cognitive training needs for the 

employees in agricultural extension in Sulaimani Governorate in every areas 

of the agricultural extension planning programs as following:  

4.2.1 The General Framework of the Planning Process 

The results showed that, the highest numeric value acquired by the respondents to 

answer the items aspects were (92), and the lowest numeric value was (46) and the 

rate of training need were (80.672) degrees, the respondents were distributed on 

three categories of the training need rates which were (low, medium, high) 
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according to the level of the cognitive training needs as shown in the following 

table:  

Table4.2: Distribution of the respondents according to the levels of their cognitive 

training in the field of the general framework of the planning process. 

S Categories 

Degrees of 

cognitive 

training need 

Frequency % 

Average 

cognitive 

need 

X S.D N 

1. Low (46-61) 4 3.636 54.25 
   

2. Medium (62-77) 34 30.909 72.5 80.672 9.258 110 

3. High (78-93) 72 65.455 86 
   

  
Total 110 100% 

    

As it is seen in Figure (4.2) the highest percentage of the respondents were 

(65.455%) were within a (high) category, and the rate of training need was (86) 

numeric value, and the lowest percentage of the respondents were among the (low) 

category (3.636%) and the rate of training need were (54.25) numeric value, which 

means that, most of the respondents described the level of their cognitive training 

needs as (high) in the field of the general framework of the planning process. This 

result was due to the several reasons; the most notable ones were weakness of the 

role of the agricultural extension employees in the area of the research or lack of 

the participation in the extension planning program processes. And this result may 

be because of the difficulty of the concepts that contained in the planning process at 

this stage like (the philosophy, objectives, policies and methods.....). Another 

reason; for the lack of the knowledge were their need increased for the training in 

this area, especially as the majority of the respondents were non-agricultural 

extension specialists, therefore; this result is corresponded with the result of the 

Ismail’s study (2014). 
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Figure4.2: Distribution of the respondents according to the categories of their cognitive 

training needs in the field of the general framework of the planning process. 

4.2.2 The Need for Planning 

The results showed that; the highest numeric value acquired by the respondents to 

answer, the items aspects were (36), and the lowest numeric value was (18) and at 

the rate of the training need was (31.372) degree. The respondents were distributed 

into three categories of the training needs which were (low, medium, high) and 

according to the level of the training needs, as it described in the following table:  

Table4.3: Distribution of the respondents according to the levels of cognitive training 

needs in the field of the need for planning. 

S Categories 

Degrees of 

cognitive 

training need 

Frequency % 

Average 

cognitive 

need 

X S.D N 

1. Low (18-24) 6 5.455 20 
   

2. Medium (25-31) 40 36.363 28.4 31.372 4.248 110 

3. High (32-38) 64 58.182 34.281 
   

  
Total 110 100% 

    

In Figure (4.3) seen that; the highest percentage of the respondents were (58.182%) 

within a (high) category and the rate of training need was (34.281) numeric value. 

The lowest percentage of the respondents were among the (low) category (5.455%) 
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also, the rate for the training need was (20) numeric value. This means that; the 

most of the respondents described their level of the cognitive training needs as 

(high) in the field the need for planning. This due to the respondents that; they do 

not have sufficient knowledge for the importance of the need for planning stage, 

also the weakness of their information and justifying for the planning process. The 

need for giving legitimized feature between groups and parties with the relationship 

of the planning. This result can be interpreted visits of the researcher on-field, to 

close the absence of the process for extension planning on the local level, although 

the weakness of the training sessions of the respondents in the field of the extension 

planning programs. 

 

Figure4.3: Distribution of the respondents according to the categories of the 

cognitive training needs in the field of the need for planning. 

4.2.3 Organization and Formation of Planning Committees 

The results showed that the highest numeric value attained by the respondents on 

the items aspects was (68), and the lowest numeric value was (34) and the rate for 

the training need was (59.845) degree, the respondents were distributed into three 

categories of the training needs as (low, medium, high) and according to the level 

of training needs, as it described the following table: 
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Table4.4: Distribution of the respondents according to the levels of their cognitive 

training needs in the field of organization and formation of the planning committees. 

S Categories 

Degrees of 

cognitive 

training need 

Frequency % 

Average 

cognitive 

need 

X S.D N 

1. Low (34-45) 1 0.909 34    

2. Medium (46-57) 34 30.909 52.470 59.845 6.584 110 

3. High (58-69) 75 68.182 63.533 
   

  
Total 110 100% 

    

As it is seen in Figure (4.4) that the highest percentage of the respondents 

(68.182%) were within a (high) category and the rate of training need was (63.533) 

numeric value, and the lowest percentage of the respondents were among the (low) 

category (0.909%), and the rate of the training need was (34) numeric value, which 

means that most of the respondents described the level of their cognitive training 

needs as (high) in the field of the organization and formation planning committees. 

Its due to the respondents’ lack of knowledge how to organize the human and 

material resources which are necessary for the planning processes. Additionally, 

the weakness of their information to set up committees to plan and carry out the 

required tasks, In particular, these concepts and procedures require the possession 

of the respondents bending of knowledge and information in management science 

and regulation but respondents had not obtained it during their academic studies. 
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Figure4.4: Distribution of the respondents according to the categories of cognitive 

training needs in the field of organization and formation of    planning committees. 

4.2.4 The Actual Planning of the Extension Program 

The results showed that the highest numeric value attained by the respondents on 

the items aspects was (56), and the lowest numeric value was (28) and the rate for 

the training need was ( (452.94  degree, the respondents were distributed into three 

categories of training needs as (low, medium, high) and according to the level of 

training needs, as it described in the following table: 

Table4.5: Distribution of the respondents according to the levels of their cognitive 

training needs in the field of the actual planning of the extension program. 

S Categories 

Degrees of 

cognitive 

training need 

Frequency % 

Average 

cognitive 

need 

X S.D N 

1. Low (28-37) 5 4.546 32.4 
   

2. Medium (38-47) 29 26.364 43.310 49.254 6.165 110 

3. High (48-57) 76 69.090 52.631 
   

  
Total 110 100% 

    

As it is seen in Figure (4.5) that the highest percentage of the respondents 

(052656)%  were within a (high) category and the rate of the training need was 

(9.2025)  numeric value, and the lowest percentage of the respondents was among 

the (low) category (4.546%) and the rate of the training need was (32.4) numeric 

value, which means that most of the respondents described the level of their 
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cognitive training needs as (high) in the field of the actual planning of the extension 

program. This may be due to the respondents; who were deficient in their 

knowledge, the familiarity of making-decisions concerning the reality-based on 

their situations. The identification of their needs and problems are having 

undergone. Also their weakness in information in the way to use the appropriate 

methods means to collect facts and data, analyzing, then decision-making to the 

kind of problems according to their importance particularly. These processes 

require the actual implementation, so as to learn it by individuals. According to the 

principle of education, learning by doing which is the best kind of learning is. 

Figure4.5: Distribution of the respondents according to the categories of cognitive 

training needs in the field of the actual planning of the extension program. 
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Table4.6: Distribution of the respondents according to the levels of cognitive training 

needs in the field of writing an action plan program. 

S Categories 

Degrees of 

cognitive 

training need 

Frequency % 

Average 

cognitive 

need 

X S.D N 

1. Low (20-26) 4 3.636 21.25 
   

2. Medium (27-33) 26 23.636 31.307 35.454 4.252 110 

3. High (34-40) 80 72.728 37.512 
   

  
Total 110 %100 

    

As it is seen from Figure (4.6) that the highest percentage of the respondents 

(72.728%) were within a (high) category and the rate of the training need was 

(21295.) numeric value, and the lowest percentage of the respondents were among 

the (low) category (22020%) and the rate of the training need was (21.25) numeric 

value, which means that most of the respondents described the level of their 

cognitive training needs as (high) in the field of the writing an action plan 

Program. This is due to the lack of knowledge of the respondents regarding the 

ways to prepare and formulate the action plan for the extension program and the 

weakness of their information about the specification and content and types of the 

action plan because of the poor field planning and the lack of the effective training 

programs for the employees in the agricultural extension in the Governorate of 

Sulaimani for its improvement and development. 

 

 

 

 

 

Figure4.6: Distribution of the respondents according to the categories of cognitive 

training needs in the field of writing an action plan program. 
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4.2.6 Evaluation of the Planning Procedures 

The results showed that the highest numeric value acquired by the respondents to 

answer the items aspects were (36), the lowest numeric value was (18) and the rate 

of the need for training was (31.654) degree, the respondents were distributed into 

three categories of the need for training as (low, medium, high) and according to 

the level of training needs as it described in the following table: 

Table4.7: Distribution of the respondents according to the levels of the cognitive 

training needs in the area of the evaluation of the planning procedures. 

S Categories 

Degrees of 

cognitive need 

training 

Frequency % 

Average 

cognitive 

need 

X S.D N 

1. Low (18-24) 6 5.455 20.166 
   

2. Medium (25-31) 39 35.455 31.722 31.654 3.950 110 

3. High (32-38) 65 59.090 34.138 
   

 
Total Total 110 100% 

    

As it is seen from Figure (4.7) that the highest percentage of the respondents 

)59.090%) were within a (high) category and the rate of the training need was 

(242138) numeric value, and the lowest percentage of the respondents were among 

the (low) category (5.455%) and the rate of the training need was (20.166) numeric 

value, which means that most of the respondents described the level of their 

cognitive training needs as (high) in the field of the evaluation of the planning 

procedures. And this is due to the lack of the knowledge of the 

respondents regarding to the evaluation procedures planning, and the weakness of 

their information on the types and levels of the evaluation and ways to monitor and 

follow up the results of the evaluation and ways to write an evaluation report and 

convey it to those who are responsible. The reason could be the difficulty of 

evaluation process itself or fear of them and the lack of awareness of its importance 

by the agricultural employees. 
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Figure4.7: Distribution of the respondents according to the categories of the 

cognitive training needs in the field of evaluation of the planning procedures. 

4.3 The Third Objective: Identifying the importance of the cognitive training 

needs for the employees in agricultural extension in Sulaimani Governorate in 

every areas of the extension planning programs. 

For the purpose of identifying the importance of the cognitive training needs for 

employees in the agricultural extension in the Governorate of Sulaimani and 

comparison between the areas of the cognitive training needs in the areas of 
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the results were shown in the following table: 
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As it is seen from table (4.8) that the field which occupies the first place in the need 

for training is the area of the general framework of the planning process with the 

average calculations as (80.672) degrees and this means that the respondents have a 

humble information about this area. But the field of the need for planning came 

only as the last rank with the average calculations as (31.372) degree and this 

indicates that the respondents have more information and knowledge on this area 

compared to other areas of the extension planning programs. 

 

 

Figure4.8: Arrangement of the areas of the extension planning programs, according 

to the value of the Mean. 
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of (the Law of Range), and the highest rate of the respondents were (37.272%)  

from the category of (25-37) years as the average calculation for the training need 

which was (284.658) degree and the category of (38-50) years as the average 

calculation for the training need which was (283) degrees, and the lowest rate of the 

respondents was (25.456%) from category of (51-63) years as the average 

calculation for the training need  was  (275.392) degree, and this refers to a 

decrease in the percentage of the old respondents compared to the percentage of the 

respondents from the rest of other groups, as it is shown in the following table: 

Table 4.9: Distribution of the respondents according to the age groups and its 

relationship with the cognitive training needs. 

S Age categories Frequency % 

Average 

training 

need 

The value of 

the correlation 

coefficient 

X S.D 

1. (25-37) years 41 37.272 284.658 
   

2. (38-50) years 41 37.272 283 0.106
N.S

 43.39 10.445 

3. (51-63) years 28 25.456 275.392 
   

 
Total 110 100% 

    

To find the correlation relationship between the degree of the training needsage, 

Simple Correlation Coefficient (Person) has been used, and its value reached at 

(0.106) which is less than the tabular value at the level of (0.05), and this indicates 

that there was no significant correlation between the two variables and thus, it  

refuses Null Hypothesis which states that there were significant correlation 

between the level of the cognitive training needs of the respondent in the field of 

the extension planning programs and age, and it accepts the Alternative Hypothesis, 

The reason for this finding may be due to the respondents, whether they were few 

or many ages as they did not get to prepare enough in the field of the extension 

planning programs, whether it was academic or training preparation. And this result 

corresponds with Al-Obeidi (1984), Al-Abassi (2011) studies and the study of     
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Al-Abassi et al., (2009) but the result inconsistent with the Al-Talb’s study (2013) 

and the study of Al-Said (2005). 

 

 

Figure4.9: Distribution of the respondents according to the age. 
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efficient production and productivity. The results of the study illustrates that the 

graduates of the agricultural colleges have formed the highest rate of the 
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schools which was (31.818%) with the average calculation for the training need 

was (282.057) degree, while the rate of the respondents of the graduates from the 

agricultural institutes was (22.728%) with the average calculation for the training 
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Table4.10: Distribution of respondents according to the categories of educational 

level and its relationship to the training needs. 

S 

Categories of 

educational 

level 

Frequency % 

Average 

training 

need 

The value of the 

correlation 

coefficient 

X S.D 

1. 
Agricultural 

high school 
35 31.818 282.057    

2. 
Agricultural 

institute 
25 22.728 280.96 0.085

N.S
 31.00 6.411 

3. 
College of 

agriculture 
46 41.818 279.913 

   

4. 
Higher 

degrees 
4 3.636 303.25 

   

 
Total 110 100% 

    

To find the correlation relationship between the degree of the training needs and 

educational level, a coefficient correlation ranking (Spearman Brown) has been 

used, and its value reached at (0.085) which is a less than tabular value at the level 

of (0.05), and this indicates that there was no significant correlation between the 

two variables, and thus, it refuses the Null Hypothesis which states that there were 

significant correlation between the level of the cognitive training needs of the 

respondents in the area of the extension planning programs and educational level, 

and it accepts the Alternative Hypothesis, the reason for this maybe the 

respondents were having non-extension specification, and the information which is 

obtained by a respondent is a little on the side of the extension planning programs 

compared to their peer specialists in the agricultural extension as the agricultural 

employee gets the information and knowledge on the extension planning programs 

process from outside the academic curriculum. In spite of this shows, there is an 

obvious need for training of the agricultural employees who hold high school 

degree and that for the importance of the subjects that related to planning and their 

extension work, and this result corresponds with Al-Talb (2013), Al-Abassi 
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(2011) studies and the study of Al-Abassi et al., (2009) and this result inconsistent 

with Al-Said’s study (2005). 

 

 

Figure4.10: Distribution of the respondents according to the educational level. 
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Table4.11: Distribution of the respondents in accordance with the categories of the 

academic specialization and its relationship to the training needs. 

S 

Categories  of  

academic 

specialization 

Frequency % 

Average 

training 

need 

The value of the 

correlation 

coefficient 

X S.D 

1. 
Agricultural 

extension 
31 28.181 281.612 0.043

N.S
 

 

1.72 

 

0.452 

2. 
Non-Agricultural 

extension 
79 71.819 204.367  

  

3. Total 110 100% 
    

To find the correlation relationship between the degree of the training needs and 

academic specialization, the coefficient correlation Ranking (Spearman Brown) has 

been used and its value reached at  (0.043) , It is a less than tabular value at the 

level of (0.05), and this shows that there is no significant correlation between the 

two variables and thus, it refuses the Null Hypothesis which states that the  

significant correlation between the level of the cognitive training needs of the 

respondents in the area of the extension planning programs and academic 

specialization, and it accepts the Alternative Hypothesis, and this means that the 

information and knowledge of the respondent in the extension planning programs 

process has nothing to do with the academics specialization. And it would be 

obtained through reading and participation in some of the extension activities that 

related with the agricultural extension planning programs process, and it is not able 

that the training needs for the specialized agricultural extension is more than non-

specialists, and this was due to the agricultural extension specialists that they 

recognize the importance of the extension planning programs and their desire to 

gain more knowledge and experience in this area. While, this realization is absent 

by the majority of the respondents of the extension agents as they are non-

specialists, and this result corresponds with Al-Abassi (2011), Al-Abassi et al., 

(2009) studies and the study of Al-Talb (2013). 
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Figure4.11: Distribution of the respondents to their academic specialization. 

4.4.4 The Service Duration in Agricultural Extension 

The service duration is the important factor that affects the increase of functional 

experiences of the employee. The results of the study shows the highest service 

duration of the respondents was (38) years and the least was (1) year, with an 

average of the training need rate was (31.00) degree. The respondents has been 

divided  in accordance  to their extension service duration into three categories by 

using of (the Law of Range), and It was found that the highest rate of the 

respondents was (81.818%) who were a part of category that service duration was 

between (1-13) years with the average calculation of  the need  for training which 

was (282.788) degree, and the lowest rate of the respondents was (5.455%) who 

were within the category that their service duration was between (27-39) years with 

the average calculation of  the need  for training which was (259.166) degree, as it 
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Table4.12: Distribution of the respondents in accordance with the service duration 

in agricultural extension and its relationship to the training needs. 

S 

Categories  of service 

duration in agricultural 

extension 

Frequency % 

Average 

training 

need 

The value of 

the correlation 

coefficient 

X S.D 

1. (1-13) years 90 81.818 282.788                 

2. (14-26) years 14 12.727 284.214 -0.171* 31.00 6.411 

3. (27-39) years 6 5.455 259.166 
   

 
Total 110 100% 

    

* Significant at the level of (0.05) 

To find the correlation relationship between the degree of training needs and 

service duration in agricultural extension, the Simple Correlation Coefficient 

(Person) has been  used and its value reached at (-0.171*) degree and this is bigger 

than the tabular value at the level of (0.05). This shows that there is an inverse 

significant correlation between the two variables and thus, it refuses the Research 

Hypothesis, which states that there is no significant correlation between the level of 

the cognitive training needs of the respondents in the field of the extension 

planning programs and service duration in the agricultural extension, and it accepts 

the Null Hypothesis, and the reason for this is that the agricultural employee’s  

performance goes up by increasing their extension service duration in which they 

acquire further knowledge, skills and experience, and this result corresponds with 

Abdurrahman and Al-Khatib (2002) and Al-Said (2005) studies but this result 

inconsistent with Al-Zahrani and Shaybah (1988), Al-Abassi (2011) studies and the 

Study of Al-Talb (2013). 
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Figure4.12: Distribution of the respondents to their service duration in      

   agricultural extension. 
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Table4.13: Shows the distribution of the respondents in accordance with the 

categories employment center and its relationship to the training needs. 

S 

Categories of 

employment 

center 

Frequency % 

Average 

training 

need 

The value of the 

correlation 

coefficient 

X S.D 

1. Agricultural agent 28 25.455 275.964    

2. Agronomist 28 25.455 283.714    

3. Head of agronomists 18 16.363 285.222 0.129 * 3.18 2.251 

4. 
Head of the 

agricultural agents 
19 17.272 285.578 

 

  
5. 

Senior agricultural 

managers 
14 12.727 272.428 

   

6. 
Senior agricultural 

Agents 
3 2.728 313 

   

 
Total 110 100% 

    

* Significant at the level (0.05) 

To find a correlation relationship between the degree of the training needs and 

employment center which is occupied by the agricultural employees, coefficient 

correlation ranking (Spearman Brown) has been used and its value reached at 

(0.129*) which is bigger than the tabular value at the level of (0.05) and this shows 

that there is a positive significant correlation between the two variables and thus, it 

refuses the Research Hypothesis which states that there is no significant correlation 

between the level of the cognitive training needs of the respondents in the area of 

the extension planning programs and employment center, and it accepts the Null 

Hypothesis, this result can be explained by promoting employees to higher 

employment position, while the employees require more information and expertise. 

As much as he/she would promote to higher position he/she needs more training, 

and this result corresponds with the study of Al-Abassi (2003) and inconsistent 

with the study of Al-Abassi et al., (2009) and the study of Al-Talb (2013). 
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Figure4.13: Distribution of the respondents to the categories their employment center. 

4.4.6 Previous Extensional Training 

Training has been identified as a major component to increase information, 

expertise and skills of the employees in their field. The results of the study shows 

to the rate of the respondents was (72.728%) who participated in the training 

courses with average calculation of the need for training of (287.325) degree, and 
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* Significant at the level (0.05) 
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To find the correlation relationship between the degree of the training needs and 

participation  in the training courses in the agricultural extension, the coefficient 

correlation ranking (Spearman Brown) has been used and its value reached at 

(0.221*) which is bigger than the tabular value at the level of (0.05), and this 

indicates that there is significant correlation between the two variables and thus, it 

refuses the Research Hypothesis which states that there is no correlation between 

the level of the cognitive training needs of the respondents in the area of the 

extension planning  programs and previous extensional training, and it accepts the 

Null Hypothesis, and this shows the level of the participant’s cognitive in the 

agricultural extension planning programs process which would be increased with 

training courses that would be received in this area, and the result of the 

information that the respondents receives it in the agricultural extension planning 

programs process through training programs and thereby reduces 

training needs, and this result corresponds with the Al-Talb's study (2013) but this 

result inconsistent with the study of Al-Abassi et al., (2009) and the study of        

Al-Abassi (2011). 

 

Figure4.14: Distribution of the respondents according to the categories of the 

previous extensional training. 
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4.4.7 Desire to Renewal 

Desire to renewal means the degree of acceptance of the employees to change and 

apply it in the work being done. The results of the study shows that the highest 

numeric value that illustrates the desire to renewal and gained by the 

respondents was (52), and the least numeric value was (30) and the rate of the 

training need was (45.85) degree, and the respondents has been divided according 

to the categories of the desire to renewal into three categories by using the of (the 

Law of Range), and we found that the highest rate of the respondents of (63.636%) 

were among the categories of (46-53) with average calculation of the need for 

training of (285) degrees, the lowest rate of the respondents of (4.546%) were 

among the categories of (30-37) with average calculation of the need for training of 

(288.8) degree and this means that the majority of the respondents had a strong 

desire to renewal includes the category of the elderly and as shown in the following 

table: 

Table4.15: Distribution of the respondents in accordance with the categories of the 

desire to renewal and its relationship to the training needs. 

S 

Categories of 

desire 

to renewal 

Frequency % 

Average 

training 

need 

The value of the 

correlation 

coefficient 

X S.D 

1. (30-37) Low 5 4.546 288.8    

2. (38-45) Medium 35 31.818 274.028 0.110
N.S 45.85 3.814 

3. (46-53) High 70 63.636 285 
   

 
Total 110 %100 

    

To find the correlation relationship between the degree of the training needs and the 

desire to  renewal, the simple correlation coefficient (Person) has been used and its 

value reached at (0.110) which is a less than the tabular value at the level of (0.05), 

and this indicates that is no significant correlation between the two variables and 

thus, it refuses the Null Hypothesis which states that there were a significant 
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correlation between the level of the cognitive training needs of the respondents in 

the field of the extension planning programs and the desire to renewal, and it 

accepts the Alternative Hypothesis, and the results refers to the lack of the 

difference between the respondents in their views to the degree of their training 

needs in the field of the extension planning programs depending on the desire to 

renewal, and the reason for that may be the majority of the respondents got new 

information and knowledge and they were keen on to fellow up with the scientific 

developments which were irrelevant with the extension planning programs process 

and as it can be seen when comparing the rates of the people with a strong desire to 

renewal which is much higher than the rate of those with an average and weak 

desire to renewal. 

 

Figure4.15: Distribution of the respondents according to the categories of the                

desire to renewal. 
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using the of (the Law of Range), and we found that the highest rate of the 

respondents of (52.728%) were among the categories of  (26-35) with an average 

calculations of the need for training of (278.655) degree, and the lowest rate of 

respondents of (18.181%) were among the categories of (16-25) with an average 

calculations of the need for training of (279.3) degrees, as shown in the following 

table: 

Table4.16: Distribution of the respondents according to the categories of exposure to 

the sources of information and its relationship to the training needs. 

S 

Categories of 

exposure to the 

sources of 

information 

Frequency % 

Average 

training 

need 

The value of the 

correlation 

coefficient 

X S.D 

1. (16-25) 20 18.181 279.3    

2. (26-35) 58 52.728 278.655 0.053
N.S

 31.00 6.411 

3. (36-45) 32 29.091 285.968 
   

 
Total 110 100% 

    

To find a correlation relationship between the degree of the training need and the 

sources of information ,the simple correlation coefficient (Person) was used and 

which its value reached at (0.053) which is a less than the tabular value at the level 

of (0.05), and this shows that there is no significant correlation between the two 

variables and thus it refuses the Null Hypothesis which states that there were 

significant correlation between the level of the cognitive training needs of the 

respondents in the area of extension planning programs and the sources of 

information, and it accepts the Alternative Hypothesis, and the results refers to the 

lack of the difference between the respondents in the training needs according to 

their exposure to the sources of information and the may be the reason for this 

result the indifference of the respondents to the quality of information which they 
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were exposed to or lack of information presented to them in the field of the 

extension planning programs. 

 

Figuer4.16: Distribution of the respondents according to the categories of the          

exposure to the sources of information. 
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Table4.17: Distribution of the respondents in accordance with the organizational 

climate and its relationship to the training needs. 

S Categories Frequency % 

Average 

training 

need 

The value of the 

correlation 

coefficient 

X S.D 

1. (32-41) 38 34.546 277.947    

2. (42-51) 62 56.364 284.677 0.053
N.S

 43.95 5.828 

3. (52-61) 10 9.090 277.3 
   

 
Total 110 100% 

    

To find the correlation between the degree of the training need and the 

organizational climate, the Simple Correlation Coefficient (Person) has been used 

and its value reached at (0.053) which is a less than the tabular value at the level of 

(0.05), and this shows that there was no significant correlation between the two 

variables and thus, it refuses Null Hypothesis which states that there were  

significant correlation between the level of the cognitive training needs of the 

respondents in the area of extension planning programs, and the organizational 

climate, and it accepts the Alternative Hypothesis, and the results refers to the lack 

of the difference between the respondents in their views of the degree of the 

training needs in the field of the extension planning programs in accordance with 

the organizational climate, and perhaps the reason for this result is that the 

respondents live or subjected to similar working environment or the closeness of  

all of the extension directorates in the Governorate of Sulaimani and there was no 

relationship between training needs and the organizational climate in where they 

are. 
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Figure4.17: Distribution of the respondents according to the organizational                

climate categories. 

4.5 The Fifth Objectives: Determining the correlation relationship between the 

cognitive training needs of the agricultural extension employees in Sulaimani 

Governorate in the area of the extension planning programs and as personal 

and functional variables combined together. 

The purpose of determining the correlation between the cognitive training needs for 

the employees in the agricultural extension in the Governorate of Sulaimani and 

personal and functional variables together was to figure out the influence of all of 

the factors by existence of other factors on the level of the cognitive training 

needs. In light of this arrangement of those factors, and to know the amount of the 

total variation in the degree of the cognitive training needs that is explained by each 

independent factor, in addition to the amount of the total variation in the training 

needs of the identifier which interpreted in the studied personal and functional 

variables. It has been used a multi-stage regression analysis model to identify the 

relationship between the level of the cognitive training needs of inter independent 

factors which is involved in the regression analysis. This analysis shows that the 

value of multi-correlation coefficient for the independent inter factors reached at 

(0.590), which is a significant on the probability level at (0.01), and the 

independent inter factors shows that together.  

34.546% 

56.364% 

9.09% 

0.00%

10.00%

20.00%

30.00%

40.00%

50.00%

60.00%

(32-41) (42-51) (52-61)

Percentage



Chapter Four                                                                                              Result and Discussions 

 

96 
 

The regression analysis model and all phases of the analysis explained as (34.8%) 

of the variation in the level of the cognitive training needs, as the value of the 

determination coefficient reached at (0.348), which indicates a moderate

 

relationship between the level of the cognitive training needs and independent inter 

factors which is involved in the analysis, and the significant factor has been 

arranged for their impacts on the level of the defined cognitive training needs as 

described in the following table: 

Table4.18: The multistage regression analysis model of the level of the cognitive 

training needs and personal and functional variables together. 

S 
The independent factors 

 

Multiple 

correlation 

coefficient 

(R) 

The coefficient 

of determination 

(R
2)

 

The change in 

the coefficient of 

determination 

Significant 

model 

(F) 

1. 
Previous extensional  

training 
0.417 0.174 0.174 ** 

2. Educational level 0.516 0.267 0.093 ** 

3. 
The service duration in 

agricultural extension 
0.570 0.325 0.058 ** 

4. Employment center 0.590 0.348 0.023 ** 

** Significant at the probability level (0.01). 

Table (4.18) Shows the coefficient of determination (R
2
) in the first phase of the 

multi-stage regression model was (0.174) and the same is equal to the change in the 

coefficient of determination, this means that the exposure of the respondents of for 

the previous training contributed to the interpretation of (17.4%) of the variation in 

the level of the cognitive training needs of the employee respondents in the field of 

the agricultural extension planning programs. In the second phase of the coefficient 

of determination analysis was (R
2
) (0.267), as the change in it was (0.093), which 

means that the educational level of the respondents contributes to the interpretation 

                                                           


 Dr. Jasim Mohammed Aziz Al-Jubouri has reviewed the fifth objective analysis; he is the 

Professor of Statistics at the College of Agriculture, University of Tikrit. 
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of (9.3%) of the variation in the level of the cognitive training needs of the 

respondents. In the third phase of the coefficient of determination analysis was (R
2
) 

(0.325), as the change in it was (0.058), which means that the service period for the 

agricultural extension contributes to the interpretation of (5.8%) of the variation in 

the level of the cognitive training needs of the respondents. In the fourth phase of 

the coefficient of determination analysis was (R
2
) (0.348), as the change in it was 

(0.023) this means that the employment center, which is occupied by the factor in 

the agricultural extension of the respondents contributes to the interpretation of 

(2.3%) of the variation in the level of the cognitive training needs in the field of the 

agricultural extension planning programs. 
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4.6 Conclusions 

Based on the results of the search the researcher concluded to the following: 

1. The agricultural extension work in the Governorate of Sulaimani is administrated 

by the departments which lack sufficient knowledge in the area of managing 

extension units. The extension programs are administered and planning as well as 

the basics of the agricultural activities, which is prevailing in their work areas and 

this affects the level of provision of the extension service for the rural and in the 

level of their effectiveness. 

2. The agricultural extension employees in the Governorate of Sulaimani have a 

large deficiency in their knowledge in areas of the different extension planning 

programs, especially in the field of the general framework of the planning process 

and in the organizations and the formation of the planning committees and the 

reason for this, is the weakness of the setup and academic rehabilitation of the 

agricultural extension employees and the lack of interest in the field work extension 

planning process. 

3. The deficiency in efforts by the extension centers in the Governorate of 

Sulaimani, in the provision of specialized training for the employees in the 

agricultural extension and in particular in the field of the extension planning 

programs. 

4. The non-significant variables (age, educational level, academic specialization, 

desire to renewal, exposure to the sources of information and organizational 

climate) play a weak role in influencing the cognitive level of the respondents in 

the extension planning programs process. This requires further study and 

investigations for the causes. 

5. The significant variables (the service duration in agricultural extension, 

employment center and previous extensional training) play morally clear role in 

having a positive impact on the cognitive level of the employees in the agricultural 

extension in the Governorate of Sulaimani in the process of the extension planning 
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programs so that those who are responsible for planning in the region needed to be 

concerned about it and develop it. 

6. The most important in the interpretation of variation in the level of the cognitive 

training need, because previous training will improve the level of knowledge very 

effectively. Dramatically; the factor of educational level, which affects the level of 

the cognitive training need, then the factor of the service duration in agricultural 

extension. When the service would be increase, it will increase the level of 

knowledge in the field of the extension planning programs. As a result, while the 

employees have received several training courses, then confronted a lot of the 

problems during the work; that led to the acquisition of the experience and skill in 

their fields, then the factor of employment center increases with the cognitive level 

whenever the agricultural extension employee promoted to the highest position. 

7. The results of the study showed that; the four variables which were studied and 

explained, only (34.8%) required. Therefore, the existence of other factors which is 

not covered by this study that affects the cognitive training needs of the 

respondents. 
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4.7 Recommendations and Suggestions 

In light of the previous findings the researcher recommends the following: 

1. The extension centers should set up intensive training courses that concentrate on 

increasing information and knowledge in the areas of the extension planning 

programs for the employees in the agricultural extensions in the Governorate of 

Sulaimani. 

2. The results showed that there is no significant differences in knowledge and 

skills of the specialized agricultural extension agents and none-specialized 

agricultural extension agents, and raises a question about supported curriculum in 

the Department of Agricultural Extension, especially in the process of planning 

programs and the ways of the training which requires re-consideration of the 

curricula, especially the practical side.  

3. The results of a study showed that the service duration in agricultural extension 

has the moral correlation with the schematic efficiency performance. Therefore, the 

researcher recommends the need to the new extension agents to spend time with the 

old extension agents get benefit from their expertise.  

4. Being concerned with the certain categories of the employees in agricultural 

extension who are in the need of high planning as new appointed ones and those 

with a few years in service in order to raise their competence in work and prepare 

them for the future, and graduates from high school and agricultural institutes 

should be subjected to a simple training in the areas of the extension planning 

programs before joining the extension service. 

5. Working to meet the training needs in the areas in which there is the cognitive 

defect and the great need, especially in the area of the developing the planning 

process for the general framework through the preparation and implementation of 

the specialized training programs which is the responsibility of the Ministry of 

Agriculture and the Directorate of Agricultural Extension Research and in the 

coordination with the Agricultural colleges and institutes in the Region. 
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 6. Conducting similar studies in the areas of Kurdistan Region to determine the 

cognitive training need for the employees and farmers in the area of the extension 

planning programs. 

7. Conducting other studies similar to this study on the subject of the cognitive 

training needs for the extension agents in the Governorate of Sulaimani, in other 

areas of extension, and also by using methodologies and other new independent 

factors which wasn’t used in this research. 



102 
 

REFERENCES 

Abbas, S. M. (2006). Human Resource Management: Strategic Entrance, 2nd 

Edition. House of Wael for Publishing and Distribution, Amman, Jordan. 

Abdulrrahman, M. A. F. and Al-Khatib, H. K. (2002)."A study to estimate the 

training needs for agricultural Agents in the Governorate of Menoufia". 

Journal of Agricultural Research and Rural Development, Agricultural 

Extension Research Institute.www.grc.sci.eg. (Arabic) 

Abu Soud, K. H. (2001). Training.  Faculty of Agriculture, Cairo University, 

Egypt. 

Abu-Hoaij, M., Al-Khatib, I. and Abu Mghali, S. (2002). Measurements and 

Evaluation in Education and Psychology. The first edition, the first version, 

the International House of scientific for publication and distribution and the 

House of Culture for Publishing and Distribution, Amman. (Arabic) 

Abu-Sheikha, A. N. (2010). Human resources management: a theoretical 

framework and Practical conditions. House of Safaa for publication and 

distribution, Amman, Jordan. (Arabic) 

Adisa, B. and Okunade, E. Q. (2005)."Women in agriculture and rural 

development". In Adedoyin, S. E. (ed). Agricultural extension in Nigeria. 

Ilorin: Agricultural Extension Society of Nigeria. 

Al-Aajeeli, A. H. (2002). The level of motivation of the Agricultural Extension 

workers and scientific researchers toward working in agricultural 

development programs in Iraq and its relationship to some Factors. M.Sc. 

Thesis, Faculty of Agriculture, University of Baghdad. (Arabic) 

Al-Aajeeli, S. A. (2015). Creating training programs, lectures for higher students. 

University of Sulaimani, Faculty of Agricultural Sciences, Department of 

Agricultural Extension. (Arabic) 



                                                                                                                                       References 
 

103 
 

Al-Abassi, A. F. K. (1998). Training Needs for agricultural Employees in the 

Governorate of Nineveh, for some extension knowledge and experience. 

Ph.D. Thesis. Faculty of Agriculture and Forestry, University of Mosul, Iraq. 

(Arabic) 

Al-Abassi, A. F. K. (2003). "Training and educational requirements of Agricultural 

Engineers participants to the training course in the field of operation and 

maintenance of sprinkler systems and their relationship with some variables". 

Iraqi Agriculture Journal, 9(3): 168-175. (Arabic) 

Al-Abassi, A. F. K. (2011). "Determination of the training needs by using borich 

modified equation for agricultural extension workers in some Governorates 

of northern Iraq in the field of planning agricultural extension programs". 

Rafidain Agriculture Journal, 39(2): 4-9.  (Arabic) 

Al-Abassi, A. F., Hassan, A. A., Fathy, A. M., Edrees, L. M. (2009)."Needs of 

Agricultural Extension Workers in Kirkuk and Al-Sulaimani Governorates 

for Some Agricultural Extension Knowledge and Competencies". Journal of 

Tikrit, 9 :(2) 565-575. (Arabic) 

Al-Adli, A. S. (1973). The basics of agricultural extension. Faculty of Agriculture, 

Alexandria University, House of New publications. (Arabic) 

Al-Asadi, S. J. (2008). The ethics of scientific research in the humanitarian, 

educational, and social sciences.2nd Edition, and Foundation of cultural 

legacy of Studies and Research Division, Iraq. (Arabic) 

Al-Baldawi, A. A. (2004). Scientific Research and Statistical analysis planning 

methods for research and data collection and analysis manually. Sunrise 

House for Publishing and Distribution, Amman, Jordan. (Arabic) 



                                                                                                                                       References 
 

104 
 

Al-Doski, A. A. H. (2014). Agricultural Extension Planning, lectures for higher 

students. University of Sulaimani, Faculty of Agricultural Sciences, 

Department of Agricultural Extension. 

Al-Faraiji, I. R. (2010). The training needs for the Agricultural Extension managers 

in the field of management of the extension units responsible for of the 

Governorates in the central region of Iraq, M.Sc. Thesis, College of 

Agriculture, University of Baghdad. (Arabic) 

Al-Farhan, Q. M. (1973). Agriculture extension in Iraq and ways to develop it. Iraq, 

The Ministry of Planning, the agricultural department. (Arabic) 

Al-Ghamidi, K. A. A. (2013). The role of the employee in raising performance of 

the efficiency of public sector employees. M.Sc. Thesis, Faculty of 

Administration and Financial Sciences, University of Al-Baha. 

Al-Haiti, K. A. (2003). Human Resource Management: Strategic Entrance, edition 

1. House Wael for Publishing, Amman, Jordan. 

Al-Karkhi, M. (2013). Program Planning and Evaluation. Amman, Dar Al-

Manahej for Publishing and Distributing.  

Al-khalidi, M. S. (1997). The Test of Institute of Public Administration in the field 

of Administration Training. The Hashemite Kingdom of Jordan. (Arabic) 

Allam, S. M. (2000). Measurements and educational assessment, Psychology 

Fundamentals, Applications and contemporary Orientations. First Edition, 

House of Arab Thought for printing and publishing, Cairo, Egypt. (Arabic) 

Al-Liyla, Z. H. and Osman, S. A. (1987). Principles of Agricultural Extension. 

University of Mosul, Directorate of National Library for Printing and 

Publishing. (Arabic) 



                                                                                                                                       References 
 

105 
 

Al-Mola, M. A. K. (2006). Description of tasks for agricultural extension agents in 

Ninava Governorate.  M.Sc. Thesis, Faculty of Agriculture and Forestry 

College, University of Mosul. 

Al-Nabhan, M. (2004). The Measurement Fundamentals in the Behavioral 

Sciences. Sunrise House for Printing, Publishing and Distribution, Amman, 

Hashemite Kingdom of Jordan. (Arabic) 

Al-Najwim, S. M. (2005). Evaluation the efficiency of training in security training 

institutes. Unpublished M.Sc. Thesis, Riyadh, Arab University of Naif for 

Security Sciences. 

Al-Obeidi, S. D. H. (1984). The program planning process and the factors related to 

its performance by agents in some Governorates of the country, M.Sc. 

Thesis, College of Agriculture and Forestry, University of Baghdad. (Arabic) 

Al-Qurashi, A. K. (2007). The parametric and nonparametric methods in the 

statistical tests. Diwani Printing, Baghdad, Iraq. (Arabic) 

Al-Rawi, K. M. (1980). An Entrance to the statistics. House of Book for Printing 

and Publishing, the University of Mosul. (Arabic) 

Al-Saadi, B. A. (2006). Building a Model for Training the New Extension Agents 

at the Central Region of Iraq. PhD Thesis, Faculty of Agriculture, University 

of Baghdad, Iraq. (Arabic) 

Al-Safawi, S. Y. (2008). Statistical. Census House of Ibn Al-Atheer for printing 

and publishing, University of Mosul. (Arabic) 

Al-Said, T. M. A. (2005). Training Needs for the Agricultural Agents Field Schools 

for Integrated Pest Management. M.Sc. Thesis. Internet, www.grc.sci.eg. 

(Arabic) 



                                                                                                                                       References 
 

106 
 

Al-Salm, M. S. and Salih, A. H. (2002). Human Resources Management. The 

modern world of books for publication and distribution, Irbid, The 

Hashemite Kingdom of Jordan. (Arabic) 

Al-Samarrai, A. A. (1988). Extension Training. The University of Baghdad. 

(Arabic) 

Al-Samarrai, A. A. (1992). Extension planning programs. Baghdad University, 

College of Agriculture, The House of Wisdom for printing and publishing. 

(Arabic) 

Al-Samarrai, A. A. and Al-Jadiri, A. H. (1990). Agricultural Extension science. 

Baghdad University, College of Agriculture. (Arabic) 

Al-Shdaidah, A. N. H. (1999). The training needs for the Agricultural agents in 

Jordan and its relationship with some factors. Ph.D. thesis, Agricultural 

Extension, Faculty of Agriculture, University of Baghdad. (Arabic) 

Al-Shqaoui, A. (1989). "Training Management for Development: a study of 

management training program in the UK". Institute of Public Administration, 

Riyadh, Saudi Arabia. 

Al-Ta'ani, M. A. (2002). Training. House of Shrwq for Printing and Publishing, 

Amman, Jordan. 

Al-Taii, A. Y. (2012). Knowledge Needs of Agricultural Agents in Ninevah 

Governorate in the Fields of Environmental Awareness. M.Sc. Thesis, 

Faculty of Agriculture, University of Mosul. (Arabic) 

Al-Talb, A. A. A. (2013). "The Knowledge Level for Agricultural Officials In 

Planning Process Of Agricultural Extension Programs And Its Relationship 

With Some Variables In Nineveh Governorate". Tkrit University for 

Agricultural Science, 13(2): 190-197. (Arabic) 



                                                                                                                                       References 
 

107 
 

Al-Tnobi, M. O. (1989). Topics for dialogue in Agricultural Extension, Department 

of Agricultural Extension. Faculty of Agriculture, Alexandria University. 

(Arabic) 

Al-Tnobi, M. O. (1998). Statue of Agricultural Extension. Dar Alhndea, Alweeb for 

Printing, Beirut. (Arabic)  

Al-Tnobi, M. O. and Emran S. S. (1997). Basics of Planning, implementing and 

evaluating extension programs. Department of Agriculture, University of 

Omer Mukhtar. (Arabic) 

Al-Tnobi, M. O., Safa al-Din, M. and Radwan, A. (1995). Agricultural Extension. 

Department of Agriculture-University of Omer Mukhtar. (Arabic) 

Al-Twaijiri, W. K. H. (2014). Training needs for employees of agricultural workers 

in grain silos in Salahuddin and Diyala Governorate. M.Sc. Thesis, Faculty 

of Agriculture, University of Tikrit. (Arabic) 

Al-Yousef, A. A. (2004). Methods of training programs and development 

curriculum to counter contemporary crimes. Riyadh, Arab University of 

Naif for Security Sciences, First Edition. 

Al-Zahabi, J. M. and Al-Azzawi N. A. (2005). The principles of public 

administration.1st Edition, Baghdad. (Arabic) 

Al-Zahrani, K. M. and Shaybah M. M. (1988)."Training needs of agricultural 

extension workers in the area of Al-Ahsa in some areas of administrative 

agricultural extension service". Journal of College of Agriculture, King Saud 

University, 10(2): 121-143. (Arabic) 

Al-Zubaie, A. I. (1981).  Psychological Tests and Measurements. Mosul 

University, National Library for printing and publishing. (Arabic) 



                                                                                                                                       References 
 

108 
 

Amin, S. (1998). Human Resources Management from theory to practice. House of 

Al-Firarabi. 

Anderson, G. (1994). "A Proactive Model for Training Needs Analysis". Journal of 

European Industrial Training, 18 (3): 23-28. 

AOAD (Arab Organization for Agricultural Development).  (2007). Foundations 

and criteria for identifying training needs and evaluating the training 

activity. Khartoum, Republic of Sudan. 

AOAD (Arab Organization for Agricultural Development). (1997). Evaluation 

study for the development of agricultural extension in the Republic of Iraq. 

Khartoum, Republic of Sudan.  

Aqili, A. W. (2005). Contemporary Human Resource Administration: After 

Strategy. Oman: House of Awel. 

Arshad, M. A., Yusof, A. N. M., Mahmood, A., Ahmed, A. and Akhtar, A. (2015). 

"A Study on Training Needs Analysis (TNA) Process among Manufacturing 

Companies Registered with Pembangunan Sumber Manusia Berhad (PSMB) 

at Bayan Lepas Area, Penang, Malaysia". Mediterranean Journal of Social 

Sciences MCSER Publishing, 6(4): 670-678. 

Barnoti, S. N. (2001). Human resources management, personnel management. 

House of Wael for publication, Jordan. (Arabic) 

Bashat, A. (1978).  The foundations of training. Saudi Research and Development 

Corporation (RDK), House of Arab Renaissance for Publishing. 

Beavers, I. (1962). Iowa County Extension Committee Members and Agents 

Perception of Program planning..., Ph.D. Dissertation. Iowa State University, 

Ames, Iowa. 



                                                                                                                                       References 
 

109 
 

Bebarta, K. C. (2002). Planning for forest resources and Bio-diversity 

management, Principles, Organization and Methodologies. Published and 

printed by Ashok kumarmittal, A\15-16 commercial Block, Mohan Garden, 

New Delhi, 110059, India. 

Benor, D. and Harrison, Q. J. (1977). Agricultural Extension. The Training and 

Vision Systzem.World Bank, Washington. 

Bowman, J. and Wilson, J. (2008)."Different roles, different perspectives: 

perceptions about the purpose of training needs analysis". Industrial and 

Commercial Training, 40 (1): 38-41. 

Boyle, P. G and Johns, I. (1970). Program Development and Evaluation. The 

Handbook of Adult Education, Macmillan, New York. 

Boyle, P. G. (1965). The program planning process with emphasis on extension. 

University of Wisconsin. Madison. 

Boyle, P. G. (1981). Planning better programs. New York: McGraw-Hill 

Brown, J. (2002). Training needs assessment: A Must for Developing an Effective 

Training Program. Public Personnel Management. Director of Research, 

International Personnel Management Association, 1617 Duke Street, 

Alexandria, VA 22314. 

Bruton, M. J. (1984). The Spirit and Purpose of Planning. London 

Byars, L. L. and Rue, L. (2004). Human resources management, 7
th

 ed. Mc Graw-

Hill Co., Inc. 

Catanese, J. A. and Snyder, J. C. (1979). Introduction to Urban Planning. Nework. 

Cervero, R. M. and Wilson, A. L. (1996). What really Matters in Adult Education 

Program Planning: Lessons in Negotiating Power and Interests. San 

Francisco: Jossey Bass Publishers. 



                                                                                                                                       References 
 

110 
 

Chang, W. (1986).  Basic and in-service training of extension staff.  In Jones (Ed.), 

Investing in Rural Extension. London: Elsevier Applied Sciences. 

Chizari, M., Alibaygi, A. H. and Breazeale, D. (2006)."Analysis of the Training 

Needs of Multi-Functional Extension Agents Associated with 

Sustainability". Journal International, Agriculture Extension. Educ., 13(1): 

51-58. 

Coldevin, G. (2010). Participatory Communication and Adult Learning Rural 

Development. FAO, Rome. 

Cole, G. A. (2002). Personnel and Human Resource Management. (5th ed.), 

Continuum London: York Publishers. 

Darweesh, I. (1978). Public administration in theory and Practice. Anglo-Egyptian 

Printing, Cairo. (Arabic) 

Deming, W. E. (1982). Quality, Productivity and Competitive Position. MIT Center 

for Advanced Engineering, Cambridge, MA. 

Eble, R.L. (1972). Essentials of educational measurement. New York Englewood 

Cliffe, New Jersey. 

Ezza Al-Din, A. (2001). General employee training process in Algeria. M.Sc. 

Thesis, Faculty of Law, University of Algiers. 

FAO (Food and Agriculture Organization).  (1991).  Improving Training Quality. A 

trainer’s guide to evaluation. Rome, Italy. 

Ferreira, R. R., da Silva, A. G. and Mourão, L. (2015). Training Needs Analysis at 

Work. The Wiley Blackwell Handbook of the Psychology of Training, 

Development, and Performance Improvement. 

Forester, J. (1989). Planning in the face of power. Berkeley, University of 

California Press. 



                                                                                                                                       References 
 

111 
 

Ghanim, O. M. (2008). General Foundations and Principles Planning. Amman, 

Dar Safa for Publishing and Distribution. (Arabic) 

Guest, D. and Kenny, T. (1983). Techniques and Strategies in Personal 

Management. London. 

Halim, A. and Ali, M. M. (1998). Training and professional development. 

Bangladesh Agricultural University, Mymensingh, Bangladesh. 

Hamdan. M. Z. (1990). Designing implementation of programmed training with 

digital behavior method to improve the employee and the organization and 

occupation. House of Modern Education, Oman. 

Hammoud, K. K. and Al-Kharsha, Y. K. (2007). Human resource management, 1 

Edition. House of Al-Maisar for Publishing, Distribution and Printing, 

Amman, Jordan. 

Harris, B. M. (1980). Improving staff performance through in-service education. 

Boston: Allyn and Bacon, Inc. 

Heady, Earl.(1952). Economics of Agricultural Production and Resource Use. 

Prentice-Hall, Inc., New York. 

Hiwa, M. A. (2016). Ethno pharmaco botanical study on the medicinal plants used 

by herbalists in Sulaimani Governorate, Kurdistan, Iraq. Published online 

doi: 10.1186/s13002-016-0081-3. 

Houle, C. (1974). The Design of Education. Jossey-Bass Publishers, San Francisco, 

california. 

Hussain, N., Ali, T., Khan,M. A. J., Ahmad, M. (2004). Training Needs of 

Agricultural Extension Administrators in Planning Extension Activities in 

Punjab–Pakistan. International Journal of Agriculture and Biology, 6 (5): 

941-942. 

http://dx.doi.org/10.1186%2Fs13002-016-0081-3


                                                                                                                                       References 
 

112 
 

Inskeep, E. (1991). Tourism planning- An integrated and sustainable development 

approach. New York. 

Interview with Mr. Alan T. G. (Director of Agricultural Extension in Sulaimani 

Governorate) in November and December 2014. 

Ismail, R. M. (2014). "Knowledge of planning staff working in Agricultural 

Extension state with some criteria of planning Extension programs and its 

development". Anbar Journal for Agricultural Science, 12: (2) 406-419. 

(Arabic) 

Ismail, R. M. and Al-Farhan, K. M. (2009)."A Model for agriculture extension 

planning in Iraq". Iraqi Journal Agriculture, 14(9):105-116. (Arabic) 

Jaff, T. M. L. (2010). A Model for Suggested Organizational Structure of 

Agricultural Extension in Kurdistan Region of Iraq, Ph.D. Thesis, College of 

Agriculture, University of Sulaimani. (Arabic) 

Jans, F. C. (1952). Extension looks at Program Planning. Extension Service. 

Circular No. 478. United States Department of Agriculture, Washington. 

Kamath, M. G. (1961). Extension Education in Community Development. India. 

Glasgow Printing Co., UK. 

Kelsey, L. D. and Hearne, C. M. (1963). Co-operative Extension Work. Comstock. 

New York. 

Kincaid, J. M. (1962). A suggest Model for evaluating the cooperative extension 

program planning process. M.Sc. Thesis University of Wisconsin. 

Kowalski, T. J. (1988). The Organization and Planning of Adult Education. 

Albany: State University of New York Press. 

Kumar, A. and Sharma, R. (2000). Principles of Business Management. Atlantic 

Publishers. New Delhi. 



                                                                                                                                       References 
 

113 
 

Labesse, M. E. (2008). Terms of reference for training needs analysis. 

https://www.inspq.qc.ca/pdf/publications/884-Cadre-reference ang.pdf  

Laing, I. F. (2009). The impact of training and development on work performance 

and productivity in public sectors organizations: A case study of Ghana ports 

and garbous authority. A thesis submitted to Institute of Distance Learning, 

Kwame Nkrumah University of Science, and Technology. 

Leagans, J. P. (1962). Evaluation in Extension. Cornell University. 

Leagans, J. p. (1967). A concept of the Extension Education Process, in cooperative 

Extension Work.(eds.) Kelsey, L. D. and Hearne C. C., Cornell University 

Press, Ithaca, New York. 

Ling, L., Qing, T., and Shen, P. (2014)."Can training promote employee 

organizational commitment? The effect of employability and expectation 

value". Nankai Business Review International, 5(2), 162-186. 

Litman, T. (2013). Planning Principles and Practices. Victoria Transport Policy 

Institute, Internet, www.vtpi.org/planning.pdf 

Maher, A. (2004). Human Resource Management. House of University. Cairo.  

Maher, A. (2006). Human Resource Management. House of Jamiya, Alexandria. 

Malham, S. M. (2010). Research in education and science curricula. 6th Edition, 

House of March for publication and distribution, Amman, Jordan. (Arabic) 

Malone, V. M. (1984). In-service training and staff development. In B. E. Swanson. 

(Ed.), "Agricultural extension: A reference manual". Rome: FAO.  

Mari, M. B. A. (2001). Human Needs. Introduction to theory of Islamic economic. 

House of Researches for Islamic Studies and Heritage Revival, Dubai. 

(Arabic) 



                                                                                                                                       References 
 

114 
 

Mharmh, T. M. (2006). Evaluation and follow-up training in the Administrative 

Development Institute of the State of Qatar. First Arab Conference for 

training and human resource development vision for the future, Hashemite 

University, Center for Studies and consulting and community service, for the 

period from 27 to June 29, Amman, Jordan. (Arabic) 

Mikhail, A. (2006). The Measurement and Evaluation in modern education. 

Damascus University Press. (Arabic) 

Mintzberg, H. (1993).  The Rise and Fall of Strategic Planning: Reconceiving 

Roles for Planning, Plans, Planners. New York, NY: Simon and Schuster. 

Mohammad, O. M. (2009). The Extensional Training Knowledge Needs for the 

Workers in the Agricultural Extension in Sulaimani Governorate and their 

relation to some factor. University of Sulaimani, College of Agriculture. 

(Arabic) 

Mohammed, I. S. (2008). Human resources training and its impact on the 

achievement of the dimensions of the health service quality provided to 

patients, an analytical study of the views of a sample of trainees in the health 

department of Nineveh. A Higher Diploma Thesis unpublished 

specialization, Faculty of Business and Economics, University of Mosul. 

Mortaki, S. (2012)."The Contribution of Vocational Education and Training in the 

Preservation and Diffusion of Cultural Heritage in Greece: The Case of the 

Specialty “Guardian of Museums and Archaeological Sites".International 

Journal of Humanities and Social Science, 2 (24): 51- 58. 

Muhalhil, I. (1972). Agricultural Extension. House of Peace Press, Baghdad. 

(Arabic) 



                                                                                                                                       References 
 

115 
 

Murad, S. A. and Suleiman, A. A. (2002). Tests and Measurements in 

psychological science and educational preparation steps and characteristics. 

House of Modern Book for printing and publishing, Kuwait. (Arabic) 

Myerson, M. and Banfield, E. (1965). Politics, Planning and the Public Interest. 

The Case of Public Housing in Chicago. 

Newman, W. (1963). Administrative Action - The Techniques of Organization and 

Management. Prentice-Hall, Inc., Englewood Cliffs, N. J. 

NIOSH (National Institute for Occupational Safety and Health). (1999). A Model 

for Research on Training Effectiveness. Published by US Department of 

Health and Services, Washington. 

Noe, R. A., John, R. H., Barry Gernart, Partick, M. W. (2003). Human resource 

management: gaining a competitive advantage,4
th
 ed. Irwin Mc-Graw-Hill, 

Boston. 

Nuri,  M. and Kortell, F. (2011). Human Resources Management. 1st Edition, The 

Arab community for publishing and distribution library, Amman, 

Jordan.(Arabic) 

Omer, A. M. (1977). Agricultural Extension. Aofsta for printing, Qahira. (Arabic) 

Omer, A., Abu S'ud, K., Abu Sha'i', T. and Rifai, A. (1971). Agricultural 

Extension. Faculty of Agriculture-Azhar University, House of Arab 

Renaissance. (Arabic)  

Omoregbee, F. E. and Ajayi, M. T. (2009). "Assessment of Training Needs of 

Extension Staff of Agricultural Development Program (ADP). Edo State, 

Nigeria". Journal of Tropical Agriculture, Food, Environment and Extension, 

8 (2): 97-103. 



                                                                                                                                       References 
 

116 
 

Palmer, R. (2002). Training with the Midas touch: developing your organization’s 

greatest asset. Published by Kogan Page Limited, London: Kogan. 

Pesson, L. L. (1966). Extension Program Planning with Participation of Clientele. 

% n H. C. Sanders, Ed. "The Cooperative Extension Service". Prentice-Hall, 

Inc., Englewood Cliffs, N. J. 

Raborokgwe, M. V. (1995). Extension delivery in the department of animal health 

and production. Paper presented at the 1995 National Conference of 

Agricultural Extension, Gaborone, Botswana. 

Rauf, K. M., Hossieni, H., Ahmad, S., Jama, S. and Hussien, A. (2015). 

"Comparison of the Noise Pollution in Sulaimani City between the Years 

2009 and 2014". Pollut Eff Cont, 3:1 http://dx.doi.org/10.4172/2375-

4397.1000133. 

Reed, J., and Vokala, M. (2006)." Role can a training needs analysis play in 

organizational change?". Journal of Organizational Change Management, 

19)3): 393-407. 

Richert, M. (1966). A Study of Factors for Consideration in Membership Selection 

of County Extension Program Committees. H. C. Sanders, ed., "The 

Cooperative Extension Service". Prentice-Hall, Englewood Cliffs, New 

Jersey. 

Rossi, P. H., and Freeman, H. E. (1993). Evaluation: A systematic approach (5th 

Ed.). Newbury Park, CA: Sage Publications, Inc. 

Safa Al-Din, M. (1991). Extension Planning Programs. House Wisdom for 

Printing and Publishing- Mosul. (Arabic) 

Saleem, Q., Shahid, M. and Naseem, A. (2011)."Degree of influence of training 

and development on employee’s behavior". International Journal of 

Computing and Business Research, 2(3): 2229-6166. 



                                                                                                                                       References 
 

117 
 

Sanders. H. C. (1966). The cooperative extension service, prentice, INC, 

Englewood, cliffs. N.  J. 

Shaheen, A., Hussain Naqvi, S. M. and Atif Khan, M. (2013). "Employees Training 

and Organizational Performance: Mediation by Employees Performance". 

Interdisciplinary journal of contemporary research in business,  5(4):490-

503. 

Sharshar, A. A. (1988). Lectures in the planning and evaluation of extension 

programs. Department of Agricultural Extension, Faculty of Agriculture, 

University of Al-Azhar. (Arabic) 

Short, L., Hennessy, M., and Campbell, J. (1996). Tracking the Success and 

Failure. In Sork, T. J. (ed.), "Mistakes Made and Lessons Learned: 

Overcoming Obstacles to Successful Program Planning". New Directions for 

Adult and Continuing Education, no.49, San Francisco: Jossey-Bass 

Publishers. 

Sork, T. J. and Caffarella R. S. (1989). Planning programs for adults.In S.B. 

Merriam and P. M. Cunningham (Eds.), "Handbook of adult and continuing 

education". San Francisco: Jossey-Bass. 

Sork, T.J. (1991). Learning about Planning from continuing education. San 

Francisco: Jossey Bass. 

Stoner, J. A. R. and Freeman, R. E. (1992). Management (5th Ed.). New Delhi: 

Prentice-Hall of India. 

Talaba, M. (1988). Evaluation of training programs. Cairo, House of Arab 

Renaissance for Publishing. 

Tawfiq, A. (2004). Administering Training Centers: the Curriculum of Training 

skills. 3rd edition, the center of the professional expertise of management, 

Bmek. (Arabic) 



                                                                                                                                       References 
 

118 
 

Taylor, R. and Davies, D. (2004)."Aspects of training and remuneration in the 

accommodation industry". Journal of European Industrial Training. 28 (6): 

1-2.  

Torres, F. R. (1980). Factors related to the development of county agricultural 

extension programs in Iowa. Ph.D. Thesis, Iowa State University Digital 

Repository @ Iowa State University. 

Tylor, R. W. (1971). Basic principles of curriculum and instruction. Chicago, IL: 

University of Chicago Press. 

Van Dersal, W. R. (1962). The successful supervisor. New York: Harper and Row. 

Vanderberg, G. (1965). "Guidelines to Planning". Journal of Cooperative 

Extension, 3(2): 77-83. 

Waldron, M. W., Vsanthakumar, J. and Arulraj, S. (1998). Improving the 

organization and management of extension. The authors acknowledge the 

assistance of Michael Rzeznik, Ph.D. student in Rural Studies, University of 

Guelph. 

Worku, B.T. (2010). Effectiveness of modular training at Farmers Training 

Centers: The case of MIiESO Worda, Oromia Region, Ethiopia. M.Sc. 

Thesis, Rural Development and Agricultural Extension, School of Graduate 

Studies, Harmaya University. 



                                                                                                                                   Appendices 
 

119 
 

                                                                                        Appendix (1)   

 

In the name of Allah  

University of Sulaimani 

Faculty of Agricultural Sciences 

Agribusiness and Rural Development 

                                                                   

No. form  .............  

Subject: A questionnaire for employees in the agricultural extensions 

   

          Dear Agricultural Agent... 

This questionnaire that you are about to fill it out belongs to a research in the title 

of (Cognitive training needs for employees in agricultural extension in Sulaimani 

Province in the field of extension planning programs). The research aims to identify 

the cognitive training needs for the employees in the agricultural extension in the 

Governorate of Sulaimani in the field of agricultural extension programs planning 

generally. You as person who related to the research, please read the sections of the 

questionnaire well and answer them with accuracy and objectivity, which the extent 

of success of the research relays on the accuracy of your answer and we would like 

to inform you that the data contained in this form is confidential and will not be 

used except for the scientific research purposes only...... We appreciate your 

cooperation for the development of agriculture in the Kurdistan Region. 

Note:  No need to write your name.  

 

                                                     Researcher 

                                      Khansa Hameed HamaFaraj       

 Student Master Degree: The Department of Agribusiness and Rural Development          
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Please tick this mark (√) in front of each section below, according to what 

applies to you: 

Part I: Personal and Functional Variables:                

1. Age: (              ) years. 

2. Educational Level:  - Agricultural high School (        ). 

                                      - Agricultural institute (       ).                                                

                                      - College of agriculture (       ). 

                                      - Otherwise stated (      ). 

 

3. Academic Specialization: -Agricultural extension (      ).   

Or 

                                                -Non-Agricultural extension (       ). 

 

4. The Service Duration in Agricultural Extension:  (        ) years. 

5. Employment Center:   - Agricultural agent (       ). 

                                           - Agronomist (       ). 

                                           - Head of agronomists (       ). 

                                           - Head of the agricultural agents (        ). 

                                           - Otherwise stated (         ). 

                            

6. Previous Extensional Training: Did you participate in training courses between 

years (2010-2014)? 

Yes (         ).               No (         ). 

      If you were a participant in the training courses, please state follows:  

S The Subject of Course Place of the Course Duration of the Course 

1. 
   

2. 
   

3. 
   

4. 
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7. Desire to Renewal:  

S Statements Agree Neutral Disagree 

1. I think training it is not necessary for the 

development of the employees in agricultural 

extensions professionally. 

   

2. Changing habits, attitudes and negative opinions 

can be helpful to develop employee’s performance. 

   

3.  I see that research and new technologies in the 

internet are just waste of time and do not help the 

workers’ development professionally. 

   

4. I care to encourage others to give suggestions and 

present new methods in extension work. 

   

5. When I try to apply the new technology, I will be 

exposed to criticism by others. 

   

6. When I will be persuaded to a new idea to develop 

my performance in work I apply without any 

hesitation. 

   

7. Working in the field of the agricultural extension 

does not require a high level of training. 

   

8. I feel happy when I apply new things in my work.    

9. The application of the new ideas in the work is not 

guaranteed with results and consequences. 

   

10. I always contact people with expertise and 

competence for information about extension. 

   

11. The change in the ways and methods of work may 

bring negative results. 

   

12. I always look for the latest information in the field 

of my work in the agricultural extension. 

   

13. It is better to stay away from listening to the radio 

and television programs that deal with the 

extension topics. 

   

14. I would to read more when, I face a problem that is 

difficult to be solved. 

   

15. I avoid new things that are inappropriate with the 

customs and traditions of our society. 

   

16. Applying new ideas and methods as a priority in 

my work of the extension. 
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S Statements Agree Neutral Disagree 

17. I start to think about the change only when I'm 

having a problem in my work. 

   

18. I try to look at and learn from successful 

experiences of others in the agricultural extension. 

   

 

8. Exposure to the Sources of Information:  

You are exposed to the sources of information below:                  

S Sources of Information Always Sometimes I don’t look 

1. Agricultural TV programs.    

2. Agricultural radio programs.    

3. Friends and co-workers.    

4. Extension training.    

5. Extension Publications.    

6. Books and extension Bulletins.    

7. Extension newspapers and magazines.    

8. Extension exhibitions.    

9. Agricultural research centers.    

10. Agricultural colleges and institutes.    

11. Agricultural symposiums.    

12. Agricultural conferences.    

13. World Wide Web (the Internet).    

14. Posters.    

15. Agricultural companies.    

16. Agricultural offices.    

 

9. Organizational Climate:  

S Statements Agree Neutral Disagree 

1. Employees have been given opportunities to 

participate in the analysis of the work matters and 

make decisions about them. 

   

2. The extension tasks were not determined clearly by 

administration staffs. 
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S Statements Agree Neutral Disagree 

3. The high administration staff encourages innovation 

and renewal at work, in spite of all its consequences. 

   

4. There are many conflicts and problems that we face at 

work. 

   

5. The administration provided possible services to 

develop employees’ potential and keen on them. 

   

6. There is always is changes in the organizational and 

functional structure in our Directorate. 

   

7. There are similarities between my personal values and 

values of the organization that I work for. 

   

8. The time I spend in my work performance is the best 

of my time. 

   

9. The Administration is keen on to identify the training 

needs for the employees to improve their 

performance in their work. 

   

10. The high administration staff encourages all new ideas 

and invests in them strongly. 

   

11. The agricultural extension tasks which are determined 

to us aren’t unclear. 

   

12. The administration won’t bother to take part in 

happiness and sorrow moments. 

   

13. My current work place gives me the opportunity to 

exploit my maximum energies and my potential at 

work. 

   

14. The organizational and functional structure is always 

changeable in our Directorate. 

   

15. The goals were set in our Directorate cooperatively.    

16. The best time to me, is when I spend in my work 

performance. 

   

17. Employees have been given opportunities to 

analyze of the work matters and participate in making-

decisions about them. 

   

18.  The administration is keen on to provide the workers 

with necessary services to develop their capability. 

   

19. I hope to change my current work to other work. 
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S Statements Agree Neutral Disagree 

20. The administration doesn’t care about our work 

environment (ventilation, lighting and sitting places). 

   

21. There is a high degree of similarity between my 

personal values and values of the organization where I 

work. 

   

22. The management of our administration is keen on 

improving social relationship among employees. 

   

 

Part II: Areas and Sections of the Planning Extension Programs:  

 First Area: The General Framework of the Planning Process. 

S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

1.  Knowing the concept of the extension 

planning programs process. 

    

2.  Knowing the philosophy of the extension 

planning programs. 

    

3. Knowing the sources which are driven from 

philosophy extension planning programs. 

    

4. Knowing the aims of the extension planning 

programs. 

    

5. Knowing the sources which are driven from 

extension educational objectives that 

required for the planning process. 

    

6. Knowing the specifications of the 

extensional educational goals. 

    

7. Knowing the required levels of extension 

targets and methods of formulation. 

    

8. Knowing the policy planning for the 

extension programs. 

    

9. Knowing the stages and steps of creating the 

process extension programs. 

    

10. Knowing the principles of the process 

extension programs planning. 

    

11. Knowing the tasks of the extension 

programs planning process. 
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S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

12. Knowing the types of extension planning.     

13. Knowing the components of the extension 

program and the methods of implementing 

it. 

    

14. Knowing the characteristics of the 

successful extension programs. 

    

15. Knowing the educational style of the 

extension programs. 

    

16. Knowing the ways of implementing 

extension programs. 

    

17. Knowing the procedures of the extension 

planning programs. 

    

18. Knowing the concept of Balanced 

psychological reaction in the extension 

planning programs. 

    

19. Knowing the models of extension planning 

programs. 

    

20. Knowing the obstacles upon extension 

planning program. 

    

21. Knowing the characteristics of the 

employees in the extension planning 

programs. 

    

 

Second Area:  The Need for Planning. 

S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

1. Knowing the meaning and of procedures the 

need for planning stage. 

    

2. Knowing the previous programs and 

extension activities for the purpose of the 

planning process. 

    

3. Knowing how to justify the process of 

planning and obtaining fundamental 

approvals to it. 
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S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

4. Knowing how to create a future extension 

plans. 

    

5. Knowing how to predict the future needs of 

targeted ones. 

    

6. Knowing the methods for the identification of 

the training needs generally. 

    

7. Knowing how to arrange the problems of the 

targeted ones according to their priorities. 

    

8. Knowing how to convert needs into the 

release goals. 

    

9. Knowing how to choose the appropriate 

alternative decisions for the planning process. 

    

 

 Third Area: Organization and Formation of Planning Committees. 

S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

1. Knowing the concept and the importance of 

the organization in the process of planning. 

    

2. Knowing how to fill the necessary efforts 

and resources in the extension planning. 

    

3. Knowing how to organize the human and 

material resources available which is 

necessary for the planning process. 

    

4. Knowing the role of agricultural agent in the 

planning process. 

    

5. Knowing the required supplements for the 

planning process. 

    

6. Knowing the most important factors that 

affect the organization of human and 

material resources which are required for 

the planning process. 

    

7. Knowing how to form committees 

(councils) in planning. 
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S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

8. Knowing of the required qualifications to 

participate in the planning committees. 

    

9. Knowing the most important factors that 

influence the selecting the members of the 

planning committee. 

    

10. Knowing the types of committees which are 

required for planning. 

    

11. Knowing the functions and duties of the 

planning Committee. 

    

12. Knowing the local leaders who will be 

involved in the process of planning. 

    

13. Knowing required employees and their 

contribution in the extension planning 

process. 

    

14. Knowing the required supplements for the 

planning process. 

    

15. Knowing the importance of training of the 

members of the Planning Committee. 

    

16. Knowing the goals of the planning 

committees. 

    

17. Knowing how to organize the local rural 

leaders and encourage the public to 

participate in the planning processes. 

    

 

Fourth Area: The Actual Planning of the Extension Program. 

S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

1. Knowing the importance of the actual 

planning of the extension program. 

    

2. Knowing the frequent steps that are involved 

in the actual program planning stage. 

    

3. Knowing the appropriate time to carry out the 

extensional program. 
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S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

4. Knowing how to analyze the reality of 

building and planning the extension programs. 

    

5. Knowing the individuals and the required 

supplies to implement planning processes. 

    

6. Knowing the types of the data that is required 

for extensional planning. 

    

7. Knowing how to study and analyze the facts 

and the data and their interpretation. 

    

8. Knowing how to arrange the needs according 

to the facts. 

    

9. Knowing the data collection methods.     

10. Knowing the required activities to implement 

the extension programs planning. 

    

11. Knowing the nature and the number of the 

required extension activities for the 

implementation of planning. 

    

12. Knowing the statistical methods to deal with 

the data and information which is required for 

planning. 

    

13. Knowing the types of samples and methods 

and selecting them. 

    

14. Knowing the authorities that should cooperate 

and coordinate with for the implementation of 

the planning processes. 

    

 

Fifth Area: Writing an Action Plan Program. 

S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

1.  Knowing activities that are contained in the 

writing an action plan program stage. 

    

2. Knowing the responsible authorities 

for writing the action plan program. 

    

3. Knowing the specifications for the action plan 

program. 
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S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

4. Knowing how to prepare a written document for 

the planning. 

    

5. Knowing the contents of the extension action 

plan. 

    

6. Knowing the most important facts that are 

needed to be gathered to extension planning. 

    

7. Knowing the criteria to be depended on to create 

a good extension plan. 

    

8. Knowing those who are involved in the 

preparation of the action plan. 

    

9. Knowing the extension agents who contribute to 

the implementation of the action plan. 

    

10. Knowing the types of the extension plans.     

 

Sixth Area:  Evaluation of the Planning Procedures. 

S Statements Excessive 

need 

Average 

need 

Slight 

need 

No 

need 

1. Knowing the importance of the 

planning evaluation 

    

2. Knowing the kinds of the evaluation for the 

planning process. 

    

3. Knowing the required people and their 

contribution in the process of the evaluation  

    

4. Knowing the required criteria for the evaluation 

process. 

    

5. Knowing the required the evidence (data) in 

evaluation process. 

    

6. Knowing how to reach judgments and decisions 

concerning evaluation. 

    

7 Knowing the required levels evaluation for the 

planning process.  

    

8.   Knowing how to monitor and follow up the results 

of the evaluation. 

    

9.  Knowing how to write reports about evaluation and  

deliver it to those responsible authorities 
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Appendix (2): Names of Experts in Agricultural Extension, Management and 

Psychology Assessing Face Validity. 

S Expert Name Academic 

Title 

Specialization Work Place 

1. Dr.Ahmad N.AL-Shadiadeh Professor Agricultural 

Extension 

Faculty of Agricultural Technology-

Al Balqa Applied University of 

Jordan 

2. Dr.AShwaq Abdul Razak 

Naji 

Professor Agricultural  

Extension 

College of Agriculture- University 

of Baghdad 

3. Dr.Rushdi Ali Mirzh Jaff Professor psychology College of Basic Education -

Sulaimani University 

4. Dr.Kawa Muhammad Faraj 

Qaradaghi 

Professor Administration  College of Administration 

&Economics-University of 

Sulaimani 

5. Dr.Darman Suleiman Sadiq Assistant 

Professor 

Administration  College of Administration & 

Economics -University of Dohuk 

6. Dr.Abid Ali Hassan Doski  Assistant 

Professor 

Agricultural  

Extension 

Faculty of Agriculture- University 

of Dohuk 

7. Dr.Saad Fadel Abbas Assistant 

Professor 

Administration  College Administration and 

Economics-University of Dohuk 

8. Dr.Mithal Abdul Latif 

Salman 

Assistant 

Professor 

Agricultural  

Extension 

College of Agriculture, University 

of Baghdad 

9. Dr.Bayan Abdul Jabbar Rada Assistant 

Professor 

Agricultural  

Extension 

College of Agriculture, University 

of Baghdad 

10. Dr.Saber Bakr Mustafa Assistant 

Professor 

psychology College of Human Sciences-

University of Sulaimani 

11. Dr.Niyan NamiQ Saber Assistant 

Professor 

psychology College of Human Sciences-

University of Sulaimani 

12. Dr.Prshing Saleh Assistant 

Professor 
Administration College of Administration 

&Economics-University of 

Sulaimani 

13. Dr.Tahir  Mohammed Laeq 

Hassan 

Assistant 

Professor 

Agricultural 

Extension 

Agricultural Technical College-

Sulaimani Polytechnic University 

14. Dr.Wala Jawdat Ali Lecturer Administration College of Administration 

&Economics-University of Koya 

15. Dr.Hassan  Fakhraddin 

Khaled 

Lecturer psychology College of Basic Education -

Sulaimani University 

16. Dr.Rezhen Mohammed Harun 

 

Lecturer Administration Faculty of Agricultural Science-

University of Sulaimani 

17. Mr.Dara Abdulrrahman Salih 

 

Lecturer 

 

Agricultural 

Extension 

Faculty of Agricultural Science- 

University of Sulaimani 

18. Mr.Mohammad Omer     

Mohammed 

 

Lecturer Agricultural 

Extension 

Faculty of  Agricultural Science-

University of Sulaimani 
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S Expert Name Academic 

Title 

Specialization Work Place 

19. Mr.Mahmoud Ahmed Glob Lecturer Agricultural 

Extension 

College of Agriculture-University of 

Baghdad 

20. Mr.Amgad Mohammed 

Abdullah 

 Lecturer Administration College of Administration & 

Management-Human Development 

University 

21. Alan Tawfiq Gharib - Animal 

Production 

Director of Agricultural Extension 

in Sulaimani Governorate 



 الملخص

اعزٙذف اٌجحش ثصفخ سئ١غ١خ رحذ٠ذ اٌحبجبد اٌزذس٠ج١خ اٌّعشف١خ ٌٍعب١ٍِٓ فٟ الإسشبد اٌضساعٟ فٟ 

ِحبفظخ اٌغ١ٍّب١ٔخ فٟ ِجبي رخط١ػ اٌجشاِج الإسشبد٠خ ٚرحذ٠ذ اٌعلالخ ث١ٓ دسجخ ٘زٖ الاحز١بجبد ٚثعط 

 اٌّزغ١شاد اٌٛظ١ف١خ ٚاٌشخص١خ.

 ( ِٛظفبً,731الإسشبد اٌضساعٟ ثّحبفظخ اٌغ١ٍّب١ٔخ ٚاٌجبٌغ عذدُ٘ )شًّ ِجزّع اٌجحش ج١ّع اٌعب١ٍِٓ فٟ 

ِٛظفبً, رّذ دساعزٗ ثبٌىبًِ ٚلذ رُ جّع اٌج١بٔبد ثٛاعطخ ( 771) ٌٍجحش اٌخبظع١ٓ اٌعب١ٍِٓ ث١ّٕب عذد

ِٚٛافمزُٙ ع١ٍٙب،  اٌّزخصص١ٓ اٌخجشاء ظٛء ِشاجعخ اٌجبحضخ ٌلأدث١بد ٚأساء أعذد فٟ اعزّبسح اعزج١بْ

ِٓ جضأ٠ٓ: اٌجضء الأٚي رعّٓ عذد ِٓ الأعئٍخ ٌٍحصٛي عٍٝ ِعٍِٛبد شخص١خ ٚٚظ١ف١خ ث١ّٕب رىٛٔذ 

( فمشح ٌم١بط الاحز١بجبد اٌزذس٠ج١خ اٌّعشف١خ فٟ ِجبي رخط١ػ اٌجشاِج 01رعّٓ اٌجضء اٌضبٟٔ )

الإسشبد٠خ, ٚرُ رحم١ك اٌصذق اٌظب٘شٞ ِٓ خلاي عشض الاعزج١بْ عٍٝ  عذد ِٓ الاخزصبص١١ٓ فٟ 

ٚثٍغ ل١ّزٙب  ()أٌفبوشٚٔجبخ الإسشبد اٌضساعٟ ٚ ٚالإداسح ٚاٌعٍُ إٌفظ, وّب رُ حغبة اٌضجبد ثطش٠مخِجبي 

ِجبلاد رخط١ػ اٌجشاِج الإسشبد٠خ ثشىً عبَ, إٌّبخ ) ( فٟ اٌجٛأت اٌزب١ٌخ1811,  1801,  18903)

 اٌّغزخذِخ. الإحصبئ١خ الأعب١ٌت , ٚلذ رُ رح١ًٍ ث١بٔبد اٌذساعخ ثٛاعطخ(اٌزٕظ١ّٟ، اٌشغجخ فٟ اٌزجذ٠ذ

ٚلذ أٚظحذ إٌزبئج أْ اٌغبٌج١خ اٌعب١ٍِٓ الإسشبد١٠ٓ حبجبرُٙ اٌزذس٠ج١خ اٌّعشف١خ وج١شح فٟ ِجبلاد ع١ٍّخ 

رخط١ػ ثشاِج الإسشبد اٌضساعٟ ثشىً عبَ, ِجبلاد اٌزخط١ػ اٌجشاِج الإسشبد٠خ ٚفمبً لأ١ّ٘زٙب إٌغج١خ ٟ٘ 

رٕظ١ُ ٚرشى١ً ٌجبْ اٌزخط١ػ, اٌزخط١ػ اٌفعٍٟ ٌٍجشٔبِج الإسشبدٞ, )الإغبس اٌعبَ ٌع١ٍّخ اٌزخط١ػ,  اٌزب١ٌخ

وزبثخ خطخ عًّ اٌجشٔبِج, رم٠ُٛ إجشاءاد اٌزخط١ػ, اٌحبجخ ٌٍزخط١ػ(, ٚأعّٙذ أسثعخ ِزغ١شاد فٟ 

اٌّغزٜٛ  رفغ١ش اٌزجب٠ٓ فٟ الاحز١بجبد اٌزذس٠ج١خ اٌّعشف١خ ٟٚ٘ ِزغ١شاد )اٌزذس٠ت الإسشبدٞ اٌغبثك,

اٌخذِخ اٌٛظ١ف١خ فٟ الإسشبد اٌضساعٟ, اٌّشوض اٌٛظ١فٟ(, ٚاظٙش اْ ٕ٘بن علالخ ِع٠ٕٛخ اٌزع١ٍّٟ, ِذح 

 ,اٌٛظ١فٟ اٌّشوض ,ث١ٓ اٌحبجبد اٌزذس٠ج١خ اٌّعشف١خ ِٚزغ١شاد )ِذح اٌخذِخ اٌٛظ١ف١خ فٟ الإسشبد اٌضساعٟ
 ٌزع١ٍّٟ,اٌّغزٜٛ ا ,فٟ ح١ٓ لارٛجذ علالخ ِع٠ٕٛخ ِع ِزغ١شاد)اٌعّش الإسشبدٞ اٌغبثك( اٌزذس٠ت

 . إٌّبخ اٌزٕظ١ّٟ(, اٌزعشض ٌّصبدس اٌّعٍِٛبد, اٌزخصص الأوبد٠ّٟ، اٌشغجخ فٟ اٌزجذ٠ذ

ِٚٓ أُ٘ اعزٕزبجبد اٌجحش ٟ٘ أْ اٌعب١ٍِٓ فٟ الإسشبد اٌضساعٟ فٟ ِحبفظخ اٌغ١ٍّب١ٔخ ٌذ٠ُٙ ٔمص 

اٌعبَ ٌع١ٍّخ ِعشفٟ وج١ش فٟ ِجبلاد رخط١ػ اٌجشاِج الإسشبد٠خ اٌّخزٍفخ ٚلاع١ّب فٟ ِجبي الإغبس 

 )%3.80( اٌزخط١ػ ِٚجبي رٕظ١ُ ٚرشى١ً ٌجبْ اٌزخط١ػ, وزٌه رج١ٓ إْ أسثعخ ِزغ١شاد دسعذ فغشد

ِٓ اٌحبجخ اٌزذس٠ج١خ فمػ ٌٚزٌه ٔغزٕزج ٚجٛد عٛاًِ أخشٜ ٌُ رشٍّٙب ٘زٖ اٌذساعخ رٛصش فٟ الاحز١بجبد 

 اٌزذس٠ج١خ اٌّعشف١خ ٌٍّجحٛص١ٓ.



 الملخص 
 

الإسشبد٠خ ثئعذاد دٚساد رذس٠ج١خ ِىضفخ رشوض عٍٝ ص٠بدح  اوضٚلذ أٚصذ اٌذساعخ ثعشٚسح ل١بَ اٌّش

اٌّعٍِٛبد ٚاٌّعبسف اٌخبصخ ثّجبلاد رخط١ػ ٌجشاِج الإسشبد٠خ ٌٍعب١ٍِٓ فٟ الإسشبد اٌضساعٟ فٟ 

ِحبفظخ اٌغ١ٍّب١ٔخ, ٚاٌعًّ عٍٝ رٍج١خ حبجبرُٙ اٌزذس٠ج١خ فٟ اٌّجبلاد اٌزٟ ظٙش ف١ٙب خًٍ ِعشفٟ ٚحبجخ 

ي الإغبس اٌعبَ ٌع١ٍّخ اٌزخط١ػ ٚرٌه ِٓ خلاي إعذاد ٚرٕف١ز ثشاِج رذس٠ج١خ ِزخصصخ وج١شح ٚثخبصخ ِجب

رعٕٝ ثّغؤ١ٌٚزٙب ٚصاسح اٌضساعخ ِٚذ٠ش٠خ اٌجحٛس ٚالإسشبد اٌضساعٟ ثبٌزٕغ١ك ِع اٌى١ٍبد ٚاٌّعب٘ذ 

 اٌضساع١خ فٟ الإل١ٍُ.

  

 

 

 



  محافظة الشلينانية في الزراعي الحاجات التدريبية المعرفية للعاملين في الارطاد
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  رسالة

                                 نيل طهادة الماجشتير في                                                       اعية في جامعة الشلينانية كجزء مو متطلبات مكدمة الى مجلص فاكلتي العلوم الزر 

 دارة الأعنال الزراعية وتهنية المهاطل الريفيةا

 )التخطيط والتدريب( 
 

 
 مو قبل   

                                                                           حمةفرج خهشاء حميد

 (, فاكلتي العلوم الزراعية,2102في المحاصيل الحكلية ) بكالوريوض

 جامعة الشلينانية

 

 بإطراف
 

 سحاب عايد العجيلي                                            الدكتور 
 أستاذ

 

 

 ه3417 جمادي الأول                                                                                         م2016طوبات 

 



 ثوختة

ئامانجى طةسةكي ئةو تويزييةوةية بةشيَوةيةكي طةسةكي بشيتية لةدياسيكشدىي ثيَويظتيةكاىي سِاٍيَياىى صاىياسي بوَ 

 لةبواسي ثلاىذاىاىي بةسىامة كشتوكالَيةكاٌ ،كاسمةىذةكاىي بةسيَوةبةسايةتي سِيَينايي كشتوكالَي لة ثاسيضطاي طميَناىي 

 ٍةسوةٍا دياسيكشدىى ثةيوةىذي لةىيَواٌ نمشةي ثيَويظتيةكاٌ و ٍةىذيَك طوَساوي كاسي و كةطيَتيةوة.

رماسةياٌ  كوَمةلَطةي تويَزييةوةكة ثيَكَاتووة لةطةسجةو كاسمةىذاىي سِيَينايي كشتوكالَ لة ثاسيَضطاى طميَناىي كة

كة  ( كاسمةىذة.771لةكاتيَكذا رماسةي ئةو كاسمةىذاىةي كةلةتويَزييةوةكة بةشذاسياٌ كشدووة ) ة،( كاسمةىذ731)

تويَزييةوةكة ٍةموياىي لة خؤ طشتبوو، صاىياسيةكاٌ كؤكشاىةوة بةٍوَي فوَسميَكى سِاثشطي ئامادةكشاو لةريَش سِؤشيايي 

ثظجؤس و وة سِةصامةىذياٌ لةطةسي كة فؤسمةكة  ثيَذاضووىةوةي تويَزةس بؤ ىووطييةكاٌ و بؤضووىي شاسةصاياىي

ثيَكَاتوة لة دووبةش: بةشي يةكةو ثيَكَاتوة لة ٍةىذيَك ثشطياس تايبةت بة دةطتكةوتني صاىياسي كةطيَتي و كاسي 

ىامة ( بشِطة بوَ ثيَواىةي ثيويظتيةكاىي سِاٍيَياىى صاىياسي لةبواسي ثلاىذاىاىي بةس01بةلَاو بةشي دووةو ثيَكَاتوة لة )

كشتوكالَيةكاٌ، ثاشاٌ سِاطتي سِوكةشي  دياسيكشا ثاش وةسطشتني سِاوبوَضوىي رماسةيةك ثظجوَساىي تايبةتمةىذ لةبواسي 

)الفا كشوىباخ(  سِيَينايي كشتوكالَي و كاسطيَِي و دةسووىياطي، ثاشاٌ جيَطيي دةسٍيَيشا بة بةكاسٍيَياىي سيَطاي

سةكاىي )ثلاٌ داىاىي بةسىامة كشتوكالَيةكاٌ بةشيَوةيةكي طشتي، رييطةي ( لة بوا1811، 1801، 18903بةبةٍاي )

ثاشاٌ داتاكاىي تويَزييةوةكة شيكشايةوة بة ياسمةتي سِيَطاكاىي ئاماس بؤ  ئاسةصووي ىويَبوىةوة(. سِيَكخظتن،

 شيكشدىةوةي  داتاكاٌ .

يَياىي صاىياسي صؤسييةي كاسمةىذةكاىي بةشيَوةيةكي طشتي ئةنجامةكاٌ سِووىياٌ كشدةوة كة ثيَويظتيةكاىي ساٍ 

سِيَينايي كشتوكالَي صؤسة لةبواسةكاىي ثشؤطةي ثلاىذاىاىي بةسىامة كشتوكالَيةكاٌ، بواسةكاىي ثلاىذاىاىي بةسىامة 

كشتوكالَيةكاٌ بةطويَشةي طشىطي سِيَزةيياٌ بةو شيَوةيةية )ضواسضيَوةي طشتي ثشؤطةي ثلاىذاىاٌ، سِيَكخظتن و 

، ٍةلَظةىطاىذىي بةسىامةي كاس ليزىةي ثلاىذاىاٌ، ثلاىذاىاىي كشداسي بؤبةسىامةي سِيَينايي، ىووطيني ثلاىيثيَكَيياىي 

، ضواس طؤسِاو بةشذاسي دةكةٌ لة سِووىكشدىةوةي جياواصي ىذاىاٌ، ثيَويظتي بؤ ثلاىذاىاٌ(ٍةىطاوةكاىي ثلا

سِيَينايي ثيَشوو، ئاطتي خويَيذٌ، ماوةي خضمةتي كاس لة  ثيَذاويظتيةكاىي سِاٍيَياىي صاىياسي كةبشيتين لة )سِاٍيَياىي

 سِيَينايي كشتوكالَي، ىاوىيشاىي كاس(. 



 ثوختة

 

وةدةسكةوت كة ثةيوةىذي ٍةية لةىيَواٌ ثيَويظتيةكاىي سِاٍيَياىي صاىياسي و طؤسِاوةكاىي )ماوةي خضمةتي كاس 

لةٍةماٌ كاتذا ثةيوةىذي ىية لةطةلَ طؤسِاوةكاىي  (.ىاوىيشاىي كاس، خولي سِيَينايي ثيَشووتش ،لةسِيَينايي كشتوكالَي

)تةمةٌ، ثظجؤسي خويَيذٌ، ىاوىيشاىي كاسي، ئاسةصووي ىويَبوىةوة، بةسكةوتني طةسضاوةكاىي صاىياسي، رييطةي 

 سِيَكخظتن(.

طميَناىي  وةلةطشىطتريً دةسئةنجامةكاىي تويَزييةوةكة دةسكةوتووة كة كاسمةىذاىي سِيَينايي كشتوكالَي لة ثاسيَضطاي

طشفتي كةمي صاىياسياٌ ٍةية لةبواسةكاىي ثلاىذاىاىي بةسىامة كشتوكالَية جياواصةكاٌ بةتايبةتي لةبواسي ضواسضيَوةي 

طشتي ثشؤطةي ثلاىذاىاٌ و بواسي سِيَكخظتن و دسوطتكشدىي ليزىةي ثلاىذاىاٌ، وةٍةسوةٍا دةسكةوتووة كةضواس طؤسِاو 

لةبةسئةوة دةطةيية ئةو دةس  لةثيَذاويظتي سِاٍيَياىة،%( 3.80) كشاوىةتةوة تةىَاكةخويَيذىةوةياٌ بؤكشاوةو و سِووى

ئةنجامةي كةٍؤكاسي تش ٍةية كةلةو تويَزييةوةيةدا ئامارةي ثيَيةكشاوة كاسيطةسي ٍةبيَت لةطةس ثيَويظتيةكاىي 

 سِاٍيَياىي صاىياسي كاسمةىذةكاٌ.

بة بةئامادةكشدىي خولي سِاٍيَياىي ضشِ وثش لة لايةٌ بيكة لة سِواىطةي دةسئةنجامةكاىةوة ثيَشيياس دةكشيَت 

سِيَينايةكاىةوة وة تيشك بخشيَتة طةس ثةسةثيَذاىي صاىظت و صاىياسي تايبةت بة بواسةكاىي ثلاىذاىاىي صاىظتة 

 وة كاسكشدٌ لةطةس دابييكشدىي كشتوكالَيةكاٌ بؤ كاسمةىذةكاىي سِيَينايي كشتوكالَي لةثاسيَضطاي طميَناىي.

ثيَذاويظتيةكاىي سِاٍيَياٌ لةو بواساىةدا كةتيايذا دةسكةوتووة كةموكوسِي صاىياسي و ثيَذاويظتي صؤسياٌ ٍةية 

بةتايبةتي لةبواسي ضواسضيَوةي طشتي ثشؤطةي ثلاىذاىاٌ ،ئةمةش لةسِيَطةي ئامادةكشدٌ و جيَبةجيَكشدىي بةسىامةي 

يَوةبةسايةتي تويَزييةوةو سِيَينايي كشتوكالَي ثيَي ٍةطتن سِاٍيَياىي تايبةتمةىذ كة وةصاسةتي كشتوكالَ و بةسِ

 بةٍةماٍةىطي لةطةلَ كؤليَج و ثةيماىطا كشتوكالَيةكاىي ٍةسيَه. 

 



 رِيَهمايييَوةبةرايةتي بةرِ انيكارمةند بوَ سانياري رِاهيَهانى ثيَويضتيةكاني
 بةرنامة ثلانداناني لةبواري صميَماني شطايثاريَ لة كصتوكالَي

 كصتوكالَيةكان
 

 

 ئةم تويَذيهةوةية

 لة صميَماني وةك بةشيَك بة ئةنجومةني فاكةلَتي سانضتة كصتوكالَيةكان لة سانكؤيثيَصكةش كزاوة 
 ثيَداويضتيةكاني بةدةصتويَهاني بزِوانامةي ماصتةر لة                                                 

                               كارطيَزي كاري كصتوكالَي و طةشةثيَداني ناوضةي طوندنصين

 )ثلاندانان و رِاهيَهان(

                           

                                    لةلايةن             

                                               حمةفزج                                                   حميد  ءخهضا 

               ,(, فاكةلَتي سانضتة كصتوكالَيةكان2102لة بةروبوومي كيمَطةيي )بةكالؤريؤس 

 سانكؤي صميَماني                                                                               

 

            صةرثةرشتيار                                                                                         

                                                               صحاب عايد العجيمي دكتؤر
 ثزِؤفيضؤر
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