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ABSTRACT  

The aim of this study was to determine the efficiency of agricultural extension training in many 

aspects, then to find the differences between the total estimation of training efficiency and some variables 

.The research involved 148 employees who participated in training courses in all governorates of 

Kurdistan region during five years (2013-2017). The data were collected through personal interviews. A 

questionnaire was prepared for this purpose. To confirm the validity, the questionnaire was reviewed by 

some experts. The reliability coefficient was calculated by Cronbach's Alpha coefficient, and its value was 

(0.92). The results showed that the estimation level of the extension training efficiency by respondents was 

medium tending to low, and the trainer's ability estimation occupied the first rank, giving the interesting 

percent of (56.37%). While the methods of selecting the trainees occupied the last rank recording the 

interesting percent (53.18%). The results indicated significant differences among (location of the work, 

number of training courses, period of training, extent of training benefit, attitude towards training, job 

satisfaction, and problem solving ability). While no significant differences were found among (age, gender, 

academic achievement, and extension service duration).The researcher recommended activating the 

training efforts adopted on the principles of planning, execution, and evaluation, and also recommended 

the adoption of suitable and logical mechanisms of selection of the trainees for training courses according 

to their needs and problems during the work, increasing the numbers of training courses with increasing 

the period of training. The researcher encourages the trainees to participate in training programs and 

formulating the objectives and training topics. Also concerns about all employees especially those who 

work in cities and districts, and attempting to raise the attitude of trainees and making a good 

environment of the work.   
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INTRODUCTION 

 

uman development represents the main 

issue for the overall growth of 

developing and developed countries (Al-

Abbassi, 1998). It has been agreed that the 

agricultural development focusing basically on 

the human ability (Arshidat, 2002). Training is a 

process aimed at bringing positive change in the 

knowledge, skills and attitudes of the trainees 

(Maher, 2008). Training is an attempt to improve 

the current and future performance of employees 

by increasing their ability to achievement (Evan, 

1995). It is clear that the extension training for 

the employees of any extension organization 

(especially agents whom are working at the local 

level) is important as it has the role in 

agricultural development events, also as the 

trainers are responsible for the transfer of all 

kinds of agricultural technologies and modern 

information based on the results of scientific 

research to the farmers and encourage them to 

apply these technologies (Al-Radi, 2003).This 

situation requires to train workers academically, 

technically and professionally, and continuously 

by providing them with modern knowledge and 

skills for new technologies and innovations, 

qualifying the training process of agricultural 
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staff represents the main factor of succeeding the 

extension structure (Al-Samawi, 2004). 

Raising and improving the level of 

performance of agricultural extension agents 

depends on what they have learned in the 

training courses, specialized technical 

knowledge, skills and attitudes in their work in 

field with farmers, as training courses are one of 

the most important activities for the extension 

centers to improve their professional levels and 

to achieve positive development (Al-

Mashhadani, 2006). Agricultural Extension 

depends a lot on research centers as a source of 

new information and agricultural innovations 

which are changing from time to time.   

In light of this result, it will be necessary to 

evaluate and follow these changes, also 

extension workers need continuous training to 

keep pace with the changes and development 

which are occurring, and therefore workers 

should get in agricultural extension on a 

substantial share of training sessions in order to 

increase organizational effectiveness in the 

agricultural extension for the agricultural staff of 

different disciplines (Taqi et al., 1997).  

Importance of training for the workers in the 

agricultural extension sector is being in the point 

of their ability to join the information centers of 

the local areas and the rural groups those 

benefiting from agricultural extension services. 

This can be achieved by raising their knowledge 

abilities, activating and renewing their 

professional experiences, although the training 

programs for agricultural extension workers 

efforts aimed to make or bring a change, which 

seeks the agricultural extension organization to 

achieve its goals and objectives. It is necessary 

to monitor and evaluate overall discretion 

compatibility or satisfying the needs of the 

trainees and educational paybacks which is to 

improve the ability of these personnel to perform 

training activities aimed at changing cognitive 

behavior, skill and attitude (Al-Saidi, 2006).  

Efficiency is a situation in which a person, 

company, factory, etc. uses resources such as 

time, materials, or labor well, without wasting 

any efforts; efficiency in performance or 

accomplishment of, or ability to accomplish a 

job with a minimum expenditure of time and 

effort (dictionary.cambridge.org). Efficiency is 

the amount of the resources that achieve the goal 

of the organization (Daft, 2000). Despite the 

training being is an active way to achieve 

efficient functions, its effect will not be accurate 

if there is no progress to evaluate the outcome. It 

has been mentioned that there is no possibility to 

judge the range of the training program benefit 

and its action without a reasonable evaluation. 

This evaluation cannot be investigated in the 

absence of clear principles and evaluation 

standards (Swailim, 1998). 

Efficiency of the training is the degree of 

experience gained by the trainees from the 

exercise of training activity with significant 

gains, measured by comparing the output of the 

activity cost in terms of human resources (Raab 

et al., 1991). Despite the importance of 

measuring the efficiency of agricultural 

extension training programs for agricultural 

extension workers, however it has not received 

enough attention from officials or institutions 

concerned with agricultural extension training. 

So it becomes important to evaluate the 

efficiency of training programs for agricultural 

extension workers through training them in their 

workplaces in advance in order to evaluate the 

validity of various aspects of the process of 

training for the needs and the factual 

circumstances of the trainees and determine the 

extent of their abilities to perform outreach 

activities of the training after their return to their 

fields. The extension organization has increased 

the training investment from its budget 

practicing several efforts and experiences in the 

program preparation and implementation. The 

money spent in the training investments 

considered as an input of the extension 

organization. Hence, the benefit, and outcomes 

of this project and the performance of production 

development levels have to be evaluated to 

determine the effect of inputs on the incomes 

achievement (Al-Mashhadani, 2006). 

From the previous display, the research 

problem formulated through the following 

questions:  

1. What is the estimate degree of the extension 

training efficiency from the employee's point of 

views in the various aspects of training in 

general? 

2. What is the estimate degree of the extension 

training efficiency from the employee's point of 

views in the various aspects of the training 

programs in terms of (training objectives, 

method of selecting of the trainees, time and 

period of training, trainer's capabilities, training 
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content, methods and means of training, 

facilities and capabilities for training? 

3. What are the differences in extension training 

efficiency according to some characteristics of 

the trainees such as (age, gender, academic 

achievement, extension service duration, 

location of the work, number of the training 

courses, duration of the training courses, training 

benefits, attitude towards training, job 

satisfaction, and problem resolving ability)? 

 

RESEARCH OBJECTIVES 

 

This research aimed at estimating the 

efficiency of extension training in governorates 

of (Duhok, Erbil, Sulaymaniyah and Garmian) in 

Kurdistan region of Iraq through the following 

sub-objectives:  

1. To estimate the degree of efficiency of 

extension training from the worker trainees’ 

point of views in general.  

2. To estimate the degree of efficiency of 

extension training from the worker trainees’ 

point at views in each aspect in terms of 

(training objectives, method of selecting the 

trainees, time and period of training, capabilities 

of the trainers, scientific content of the training, 

methods and means of training, facilities and 

capabilities available for training).   

3. To determine the differences in efficiency of 

extension training according to some 

characteristics of the trainees such as (age, 

gender, academic achievement, extension service 

duration, location of the work, number of the 

training courses, duration of the training courses, 

training benefits, attitude towards training, job 

satisfaction, problem resolving ability). 

 

MATERIALS AND METHODS 

  
A descriptive approach was used to conduct 

this study, taking in consideration the following 

spans: 

1. Geographical Span: This research conducted 

in all governorates of Kurdistan region-Iraq 

(Duhok, Erbil, Sulaymaniyah and Garmian).  

2. Human Span: The research population 

included all the workers in agricultural extension 

organizations whom participated in the training 

courses during (2013–2017), they were (178) 

workers which spread over 4 departments and 

(46) centers. After excluding a (30) respondents 

for the pretest, the study sample remained (148) 

respondents, as shown in table (1) below.

 

 
Table (1): The populations and samples of the study 

 City  Population   Sample Percentage 

Duhok  35 30 20.27% 

Erbil   49 40 27.03% 

Sulaymaniyah  82 70 47.29% 

Garmian  12 8 5.41% 

Total   178 148 100% 

 
The data were collected through a 

questionnaire consisted of two parts:  

First part: Included a number of questions 

related to the independent variables such as age, 

gender, academic achievement, extension service 

duration, location of the work, number of the 

training courses, duration of the training courses, 

training benefits, attitude towards training, job 

satisfaction, problem solving ability. These 

factors were determined and fixed after 

reviewing the literatures and some studies 

related to the study subject, in addition to the 

comments and the perspectives of some 

specialists in the agricultural extension filed. 

These variables were measured as follows: Age 

was measured according to the number of years, 

gender was measured according to male and 

female by giving the digital codes of (1 and 2) 

for male and female, respectively, academic 

achievements was measured by giving the codes 

of 1, 2, 3, 4, 5 and 6 according to the degree 

level obtained (high school, diploma, bachelor, 

high diploma, MSc and PhD.), respectively, 

extension service duration was measured by the 

years had spent in extension,  location the work 

was measured by giving the digital codes (1, 2, 3 

and 4) according to the location work (city, 

district, sub-district, and village),  previous 

training was measured by the number of training 

courses participated by the trainee during the 
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period of Jan. 1st, 2013 – Dec. 31st, 2017,  period 

of the training courses was measured by the 

number of training days participated by trainee, 
training benefits was measured by giving the 

digital numbers (0, 1, 2, 3) respectively, 

according to the total numbers were obtained 

(no, few, neutral, a lot). attitude towards training 

was measured through (12) items half of them 

were positive and the other half were negative 

by giving the digital numbers (3, 2, 1) for 

positive and (1, 2, 3) for negative, respectively,  

job satisfaction was measured through (12) items 

half of them were positive and the other half 

were negative by giving the digital numbers (3, 

2, 1) for positive and (1, 2, 3) for negative, 

respectively, problem solving ability was 

measured through (10) items by giving the 

digital numbers (3, 2, 1).   

Second part: Estimating of extension training 

efficiency: This part included eight aspects for 

the estimation (objectives, time and duration of 

training, selection of trainees, trainers, contents, 

methods and means of training, facilities and 

equipment, results), comprising of 81 items as 

follows (10, 10, 10, 14, 12, 9, 9 and 7), 

respectively. These items were arranged and 

purified depending on the literatures, and views 

of specialist perspectives in the training subjects 

depending on the previous investigations on the 

entire subjects. To evaluate each aspect giving 

the total number of (81) items for estimate the 

training course. Five alternatives were designed 

to each item as an indicator to determine the 

level of the items achievement. The alternatives 

of achievement levels (weak, fair, good, very 

good and excellent) were detected with the 

values of 1, 2, 3, 4 and 5, respectively. The 

determination of training evaluation level was 

done by collecting the digital values of 

evaluation items that determined to be (81- 405).    

The first draft of questionnaire was shown to 

a group of specialists in the fields of agricultural 

extension, psychology, measuring and 

evaluation. Depending on their views, the items 

were reformatted. The content validity was 

measured by comparing the standards with the 

evaluation items according to the results of 

related studies. It also measured by the 

determination of relative significant of all 

evaluation training courses depending on the 

hypothesis of some experts.  

Reliability was measured through the 

exploratory sample of 30 respondents during the 

period (Aug. 13-25th, 2018) using Cronbach's 

Alpha method. This method gives the minimum 

value of the estimated coefficient of reliability 

(Al-Abbassi, 2018), the reliability coefficient 

was (0.922) degree.   

After data collection at the period (Sept. 10th 

– Nov. 27th, 2018), the data were arranged and 

classified before analyzing with SPSS 

application. The statistical methods used in the 

analysis were frequency, percentage, arithmetic 

means, standard deviation, simple correlation 

coefficient (Pearson), t-test and F test. 

 

RESULTS AND DISCUSSIONS 

 

1. To determine the total estimate degree of the 

extension training efficiency in general, the 

respondents    were classified into three levels 

depending on the range, as described in table (2).

2.  
 

Table (2): Total estimate of extension training efficiency 

Levels of total estimate   Frequency  Percentage Mean of  estimate   

Low  (118 - 195) degree  65 43.49% 169.00 

Medium  (196 - 273) degree   74 50% 224.78 

High (274 - 351) degree 9 6.1% 293.33 

Total  148 100%  

Minimum = 118, Maximum =351, Standard Deviation =40.96, Mean=204.453 

 

  

It is appearing from (Table 2) that the total 

estimate was nearly 50% of the training 

efficiency which was medium toward low. This 

result is indicating the need to comprehensive 

plan and a good performance of the efforts that 

had been put forth by the staffs of training 

departments at the agricultural extension in 

Kurdistan region during their organizing of the 

training courses. This indicates that the training 

programs not led to a positive impact and not on 
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the requirement level for the trainees for all 

aspects of training satisfactory.     

2. To determine the estimate degree of the 

extension training efficiency in each aspect,   the 

aspects were arranged according to the level of 

their achieving. It is appeared that the "ability of 

trainers" estimation was rated the first rank with 

percentage of 56.37%. This result referred to the 

scientific and practical ability of trainers in 

delivering the target subject as most of them 

were in academic degrees at the university and 

they have training experiences and previous 

teaching. While the trainees selection was 

occupied the lowest ranking with percentage of 

43.18%. This result may be attributed to that the 

trainees are not satisfied with the mechanism of 

their candidacy for the courses, or there could be 

biases by officials and staff, or there might be no 

justice for the candidate to the training courses, 

as described in Table (3).

 
Table (3): Arranging the estimation of extension training aspects according to their efficiency percentage 

 

No. 

 

Estimation of Extension  

Training Aspects 

Minimum    

Value 

Maximum 

Value 

Mean 

Value 

Standard 

Deviation 

Efficiency 

Percentage 

Rank 

1 Ability of trainers  22 63 39.46 8.88 56.37% 1 

2 Training results 10 33 18.93 4.11 54.08% 2 

3 Facilities and possibilities 9 44 23.17 6.30 51.48% 3 

4 Training content  16 53 30.68 7.34 51.13% 4 

5 Training objectives  10 48 24.94 6.13 49.88% 5 

6 Methods and means  10 37 22.14 5.46 49.20% 6 

7 Timing and duration  10 41 23.49 6.30 46.98% 7 

8 Method to select the 

trainees 

10 40 21.59 6.38 43.18% 8 

 

3. To determine the differences in extension 

training efficiency according to the different 

characteristics of the trainees: t-test and analysis 

of variance were used to determine the 

differences of means among the total estimate of 

extension training efficiency (as a dependent 

variable), and some independent variables.  

3.1 Age: The results indicated to the range of 26-

66 years for the ages, divided into three 

categories according to the real range. F-test was 

used to find the differences between age and 

total estimate. Since the calculated F-value was 

(0.004), and it was less than the table value, so 

the differences are not significant between the 

age and the total estimate. Meaning that the age 

is not related to the estimation of extension 

training efficiency and most of the trainees are in 

agreement to train either young or old. This 

result is consistent with the findings of 

(Mohamed, 2012; Al-Abbassi and Al-Chalabi, 

2014 and Sakina, 2017) (Table 4). 

3.2  Gender: The results showed that most of 

the trainees were male compared to females. T-

test was used to find the differences between the 

gender and total estimate. Since the calculated t-

test was (0.476), and it was less than the table 

value, so the differences are not significant. 

Meaning that the gender is not related to the 

estimate of extension training efficiency and 

both of them have the same participation 

opportunity to training courses without 

difference or bias. This result is consistent with 

the finding of (Abul-Ros et al., 2012).  

3.3 Academic achievement: The results showed 

that most of the trainees were qualified the 

university degree. To find the differences 

between the academic achievement and the total 

estimate, the analyses of variance (F) was used. 

As it is appeared in (Table 4), the calculated F-

value was (0.77), which was less than the table 

value. So the differences are not significant 

between the academic achievement and the total 

estimate. This is confirming that the academic 

levels are not related to the estimate of extension 

training efficiency. Although the estimation of 

high diploma category was higher because most 

of them are specialized in agricultural extension, 

since 13 of 15 respondents were high diplomas. 

This result is consistent with the findings of (Al-

Abbassi and Al-Naqqash, 2010; Al-Abbassi et 

al., 2013 and Al-Abbassi and Al-Chalabi, 2014).    

3.4  Extension service duration: Depending on 

the obtained results, most of the respondents 

were within the first category (1–12) years of 
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extension service duration. To find the 

differences between extension service duration 

and total estimate, analyses of variance (F) test 

was used. As shown in (Table 4), the calculated 

F-value was (0.673), and since this is less than 

the table value, so the differences are not 

significant between them, although the large 

duration of extension service obtained the high 

value of total estimate. This result will affirm 

that the extension service variation has no 

relation with the total estimate, and training 

sessions were suitable for all workers even if 

their services are different. This result is 

consistent with the findings of many researchers 

(Al-Abbassi and Al-Naqqash, 2010; Al-Abbassi 

and Al-Naqqash, 2013; Al-Abbassi et al., 2013 

and Al-Abbassi and Al-Chalabi, 2014).  

3.5  Location of the work: Depending on the 

results obtained in this study, most of the 

respondents were worked in sub-districts. To 

detect the differences between locations of the 

work and total estimate, analyses of variance (F) 

was used. It is clear from (Table 4), that the 

calculated F-value was (4.78); which is more 

than the table value. So the differences are 

significant between them. This result is 

confirming that the location of the work relates 

to the estimate of respondents, meaning that they 

work at the village level and they have direct 

contact with the farmers and apply what they 

have learned in training sessions. This result is 

consistent with the results found by (Al-Ajeeli, 

2013). 

3.6  Number of training courses: The results 

indicated that most of the respondents were 

participated in the training category (1–3) 

courses. To determine the differences between 

the number of training courses and total 

estimate, analyses of variance (F) was used. As 

it is appeared from (Table 4), the calculated F-

value was (4.80 which is more than the table 

value. So the differences are significant. It is 

clear from this result that the number of training 

courses is important to come out with the good 

estimation to the efficiency of training. It means 

that the number of training courses gave the best 

information and experience to compare the 

results and making decision about training 

program. This result is consistent with the 

findings of each (Al-Abbassi and Al-Naqqash, 

2013; Al-Ajeeli, 2013 and Al-Abbassi and Al-

Chalabi, 2014).  

3.7  Duration of the training courses: It is 

appeared from the results that most of the 

respondents had 3-21 days of training courses. 

Analyses of variance were used to find the 

differences between the duration of training 

courses and total estimate. Since the calculated 

F-test was (6.29), is more than the table value, so 

the differences are significant. The best 

explanation for this relation is that those 

participated in the longer periods of training 

courses were able to collect a good adequate 

information on the courses subjects, as they were 

investigated all subject sides and they have a 

reasonable time  for the practical and field works 

during the training courses. This result is 

consistent with the findings of each (Al-Abbassi 

and Al-Naqqash, 2010; Al-Abbassi et al., 2013; 

Al-Ajeeli, 2013; Al-Abbassi and Al-Chalabi, 

2014 and Sakina, 2017). 

3.8  Benefit of training: The results in (Table 4) 

show that most of the respondents were of the 

high category about extent of training benefit, 

analyses of variance were used to find the 

differences between extent of training benefit 

and total estimate. Since the calculated F-test 

was (4.64), and it is more than the table value, so 

the differences are significant. These results 

explain who were benefited from training 

activities have given a good assessment of 

training programs, this result is consistent with 

the finding of (Mohamed, 2012).      

3.9  Attitude towards training: The results 

confirmed that most of the respondents were had 

a high degree of positive attitude. To find the 

differences between attitude and total estimate, 

analyses of variance (F-test) was used. Since the 

calculated F-test value was (4.96), is more than 

the table value, so the differences are significant. 

This is might be refer to the reason that the 

respondents with positive attitude were benefited 

of training programs, and the training programs 

were related to these respondents, therefore they 

had well estimated the training courses and this 

result is consistent with the findings  of both (Al-

Abbassi  and Al-Naqqash, 2013 and Oreibi, 

2011).  

3.10 Job satisfaction: The results showed that 

most of the respondents were of the medium 

category about satisfaction toward jobs. To find 

the differences between job satisfaction and total 

estimate, analyses of variance (F-test) was used. 
It is appeared from (Table 4) that the calculated 

F-value was (8.72); is more than the table value, 
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so the differences are significant. It means that 

the training program was related to trainees and 

the training was created an appropriate 

atmosphere to work.  

3.11 Problem resolving ability: The results 

showed that most of the respondents were of the 

high category about ability of resolving 

problems. To find the differences between 

problem solving ability and total estimate, 

analyses of variance (F-test) was used. It is 

appeared from (Table 4) that the calculated F-

value was (3.6); more than the table value, so the 

differences are significant. It means that the 

training program was related to trainees and the 

training was created an appropriate atmosphere 

to work. This result is confirming that the 

training session affected on the respondents, led 

to increased self-confidence, raised the morale of 

respondents to face difficulties and work 

problems. This result is consistent with the 

finding of (Al-Abbassi and Al-Naqqash, 2013)

 

Table (4): Differences in training efficiency according to some variables 

Variables Categories Freq

uenc

y 

Percent

age 

Means 

estimate 

t-value 

F-value 

Significance Duncan’s 

Coefficient 

Age/ years   28 – 40 52 35.1% 204.09 F (0.004)   (0.995) 

NS 

 

41 – 53 53 35.8% 204.45 

54 - 66 43 29.1% 204.88 

Gender Male  115 77.7% 203.59 T (0.476)  (0.63) 

NS 

 

Female  33 22.3% 207.45 

Academic 

achievement 

High school 33 22.3% 209.18 F (0.771)   (0.546) 

NS  

 

Diploma 25 16.9% 197.68 

Bachelor 70 47.3% 202.32 

High diploma 15 10.1% 217.86 

M.Sc.  5 3.4% 196.60 

Extension 

service 

years    

1-12 115 77.7% 206.13 F (0.673)   (0.512) 

NS 

 

13–24 30 20.3% 197.03 

25-36 3 2.0% 214.33 

Location of the 

work  

Sub-district   57 38.5% 194.94 b F (4.786)   (0.003)** 

Sig. 

Duncan’s 

Coefficient  District  47 31.8% 201.10 b 

City 28 18.9% 211.82 b 

Village 16 10.8% 235.25a 

Number of 

training  

1–3 92 62.2% 196.52 b F (4.803)   (0.010)** 

Sig. 

Duncan’s 

Coefficient  4–6 38 25.7% 216.92 a 

7-9 18 12.2% 218.66 a 

Duration of 

training 

3–21 108 73% 198.13 b F (6.295)   (0.002)** 

Sig.  

Duncan’s 

Coefficient  22–40 29 19.6% 214.37 b 

41-59 11 7.4% 238.54 a 

Extent of 

training benefit  

1–10 109 73.6% 199.05 b F (4.640)   (0.013)* 

Sig. 

Duncan’s 

Coefficient  11–20 35 23.6% 216.97 a b 

21 - 30 4 2.8% 242.00 a 

Attitude 

towards 

training 

Low (19-24) 12 8.1% 188.41 b F (4.960)   (0.008)** 

Sig. 

Duncan’s 

Coefficient  Medium(25-30) 32 21.6% 188.62 b 

High (31 – 36)  104 70.3% 211.17 a 

Job 

satisfaction  

Low (16 – 22) 25 16.9% 189.28 b F (8.728) (0.000)** 

Sig. 

Duncan’s 

Coefficient  Medium (23–29) 99 66.9% 201.32 b 

High (30 – 36) 24 16.2% 233.167a 

Problem 

resolving  

Low (19 – 24)  10 6.8% 197.30 b F (3.063) (0.050)* 

Sig.  

Duncan’s 

Coefficient  Medium (25–30) 49 33.1% 193.81 b 

High (31 – 36) 89 60.1% 211.11 a 
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CONCLUSIONS 

 

1. The study results estimated that (93%) of the 

respondents were described as having a medium 

tending to low to the training courses aspects of 

the agricultural extension training in all 

directorates of Kurdistan region-Iraq. Hence, we 

concluded that the efforts of training centers in 

all agricultural extension departments need to 

work with safe planning and performance in 

holding the training courses. 

2. The aspect of trainers’ estimation occupied 

the first rank. We can conclude that the 

agricultural extension training organizations 

were able to select the suitable staff and 

specialists in the training activities precisely, 

then those who had an experience (lecturers and 

other academic staff) at the universities had their 

logical and scientific way. While the method to 

select the trainees was occupied the last rank, 

concluding that the selection might be not 

knowing whom need training or there is no 

scientific method to analyses of the training 

needs of the trainees. 

3. The age was not related to extension training 

estimation; we can conclude that the training 

programs took into consideration the individual 

differences of the trainees such as age. Also 

academic achievement is not related to 

estimation, this concludes that the training 

subjects may be new to the trainees, as well the 

gender is not relating to estimation, therefore 

there is a consideration for both gender, to 

participate in the training courses, as well as the 

choice of subjects for them. Location of the 

work related to the estimation, concluding that 

those who work at the village level and applying 

the subjects of the course, the estimates were 

more accurate for them. As the number and 

period of training courses were related in 

estimation; we conclude that increasing the 

number of training courses as well as extending 

their duration may possibly lead to increased 

utilization of training activities, the positive 

attitude towards training increases the conviction 

of training, and any increase in job satisfaction 

creates a suitable  economic and social 

environment for trainees in training courses, also 

the increased ability to solve problems may be 

due to the application of the content of training 

programs. 

 

ECOMMENDATIONS 

 

1. Depending on the results, the training 

programs of the agricultural extension 

departments have to focus on activating the 

training efforts according to the scientific 

principles of planning, execution and evaluation.  

2. Creating the reasonable mechanism for 

selection process of trainees by extension 

organizations for the training courses and taking 

in to consideration the training needs and the 

problem they are facing during the work. 

3. Increasing contribution of the trainees in 

formulating and setting training objectives and 

content convenient and parallel to their personal 

and scientific abilities. 

4.  More attention should be paid by the 

extension departments to the workers regardless 

of their age, gender, academic achievement 

and/or years of service.  

5. Focusing on the participation of the workers 

who are working in sub-districts and districts in 

the training courses by agricultural extension 

organization.   

6. Focusing on the practical sides of the training 

more than theoretical, holding the training 

courses outside the department and in the site of 

problems by agricultural extension organization. 

7. Focusing on increasing the training courses 

and the appropriate duration of each course to 

encourage the contribution of the workers of 

their work by extension training centers. 

8. Concentration of the increasing employee 

attitudes and satisfaction, as well creating 

appropriate environment of work by agricultural 

extension organizations.  
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 بە توانایی ڕاهێنانی ڕێنمایی كشتوكاڵ لە هەرێمی كوردستانی عێراق 

 ە دیدگای ڕاهێنراوەكانەوەل( 3102 – 3102)لە ماوەی نێوان 

 

 پوخته

ئامانج لەنجامدانی ئەم توێژینەوەیە بریتی بوولە دیاریكردنی بە توانایی ڕاهێنانی ڕێنمایی 

جیاوازییەكان لە نێوان خەمڵاندنی گشتی بە كشتوكاڵی لە هەندێ بواردا ، هەروەها دیاریكردنی 

توانایی ڕاهێنان بە پێی هەندێ فاكتەر . توێژینەوەكە هەموو كارمەندانی بواری ڕێنمایی لە خۆ 

كارمەندی كشتوكاڵین  لە هەموو پارێزگاكانی هەرێمی كوردستان كە ( 041)دەگرێت كە ژمارەیان 

. (3102 – 3102)ی كوردستان لە ماوەی نێوان بەشداریان كردوە لە خولەكانی ڕاهێنان لە هەرێم

ۆكرایەوە لە ڕێگایی چاوپێكەوتنی ڕاستەخۆی ڕاهێنراوەكان بە بەكارهێنانی فۆڕمێكی ك داتاكان

ڕاپرسی كە ئامادە كرابوو بۆ ئەو مەبەستە. بۆ دڵنیابوون لە ڕاستی شێوەكی فۆڕمەكە خرایە 

فۆڕمەكە پێورا بە بەكارهێنانی یاسای بەردەست چەند شارەزایەكی بواری ڕێنمایی ، جێگیری 

بەكار هات بۆ (  Spss)پرۆگرامی ئاماری كۆمپیوتەری  (19.39)ئەلفاكرۆنباخ ، كە ئەنجامەكەی 

شیكاری داتاكان . ئەنجامی توێژینەوەكە دەریخست كە ئاستی خەمڵاندنی بەتوانایی ڕاهێنانی 

ەوە ، خەمڵاندنی بواری بەتوانایی ڕێنمایی لە دیدگای كارمەندەكانەوە ناوەندە بەرەو نزمبون

( %73922)ڕاهێنەرەكان پلەی یەكەمی بەدەستهێناوە لە ڕیزبەندی بوارەكان كە گرنگی ڕێژەییەكەی

، وە خەمڵاندنی بواری هەڵبژاردنی ڕاهێنەرەكان كۆتا پلەی بەدەستهێناوە كە گرنگی ڕێژەییەكەی 

بەرچاوو هەیە لە خەمڵاندنی  ئەنجامی توێژینەوەكە دەریخست كە جیاوازیەكی (72901%9)

بەتوانایی ڕاهێنانی ڕێنمایی لە دیدگای كارمەندەكان  بەم فاكتەرە سەربەخۆیانە)شوێنی كار، 

ژمارەی خولەكانی ڕاهێنان ، ماوەی خولەكانی ڕاهێنان ، ئاستی سوودمەندی لە خولەكانی 

چارەسەركردنی كێشەكان(. ڕاهێنان ، هەڵوێست بۆ ڕاهێنانی ڕێنمایی ، ڕازیبوون لە كار ، توانای 

بەڵام جیاوازیەكی بەرچاوو نیە لە خەمڵاندنی بە توانایی ڕاهێنانی ڕێنمایی بەم فاكتەرە 

سەربەخۆیانە)تەمەن ، ڕەگەز ، ڕەچەڵەك ،بڕوانامە، پسپۆڕی ،  ماوەی خزمەتی گشتی ، ماوەی 

یاری چەند خزمەتی ڕێنمایی(. لەبەر ڕۆشنایی ئەنجامەكانی توێژینەوەكە، توێژەر  پێشن

ڕاسپاردەیك  دەكات كە گرنگترینیان ئەمانەن: چالاك كردنەوەی ڕاهێنانی ڕێنمایی لەسەر بنەمای 

بەسیستەم كە پلاندانان و جێبەجێكردن و هەڵسەنگاندنە, دیاریكردنی میكانیزمێكی تەندروست بۆ 

ێیان لە كاركردن هەڵبژاردنی ڕاهێنراوەكان لەسەر بنەمای پێویستی ڕاهێنان و ئەو كێشانەی دێتە ڕ

، زیادكردنی خولەكانی ڕاهێنان و ماوەكەشی ، هاندانی راِهێنراوان بۆ بەشداریكردن لە داڕشتن و 

دیاریكردنی ئامانجی  خولەكانی ڕاهێنان  بابەتی خولەكانیش. هەروەها بەرزكردنەوەی هەڵوێستی 

ردن زیادكردنی ئارەزووی ئەرێنی  بۆ ڕاهێنانی ڕێنمایی   و دروسكردنی ژینگەیەكی لەبار بۆ كارك

 كاركردن.
 

 ڕاهێنان ، ڕاهێنانی ڕێنمایی ، بە توانایی ، بە توانایی ڕاهێنانی ڕێنمایی :دەسپێك ووشەكانی

 

 

 كفاءة التدريب الارشادي الزراعي في اقليم كوردستان العراق للفترة 

 من وجهة نظر المتدربين( 3102 – 3102)ما بين 

 

 الخلاصة
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استهدفت هذه الدراسة تحديد كفاءة التدريب الارشادي الزراعي في بعض المجالات ، ثم ايجاد 

 (041) تضمنت الدراسةالفروقات بين التقدير الكلي لكفاءة التدريب وفقا لبعض المتغيرات ، 

شاركوا في الدورات التدريبية في كافة محافظات اقليم كوردستان العراق للفترة ما  ممنموظفا 

استخدام استمارة و بواسطة تم جمع البيانات من خلال المقابلة الشخصية (9 3102 – 3102)ن بي

استبيان التي اعدت لهذا الغرض. للتأكد من الصدق الظاهري تمت عرض الاستمارة الى مجموعة 

لإيجاد معامل الثبات وكانت قيمته  كرونباخ(الفا ). استخدمت طريقة في هذا المجال من الخبراء

يميل الى اظهرت النتائج بان مستوى تقدير كفاءة التدريب الارشادي كانت متوسطة (9 19.3)

الانخفاض، وان مجال تقدير  قدرة المدربين سجلت المرتبة الاول وكانت اهميتها النسبية 

بينما كانت طريقة اختيار المتدربين سجلت المرتبة الاخيرة وكانت اهميها النسبية (9 73922%)

موقع العمل الارشادي ، عدد الدورات  فروقات معنوية في كل من ) اظهرت النتائج(9 72901%)

، التدريبية ، مدة الدورات التدريبية ، مدى الاستفادة من التدريب ، الاتجاه نحو التدريب الارشادي 

فروقات معنوية في كل من )العمر ،  وعدم وجودالرضا الوظيفي ، القدرة على حل المشكلات( ، 

اوصي الباحث بالعمل على تنشيط الجنس ، النشأة ، التحصيل الدراسي ، مدة الخدمة الارشادية(. 

الجهود التدريب الارشادي مبني على اساس التخطيط والتنفيذ والتقويم , وبناء آلية علمية ملائمة 

وزيادة عدد الدورات التدريبية اء العمل، لاختيار المتدربين على ضوء حاجاتهم ومشاكلهم اثن

رسم اهداف برامج التدريب ومواضيع الدورة. كذلك تشجيع مشاركة المتدربين في   ومدتها ،

في المدينة و الاقضية، ومحاولة رفع الاتجاهات الاهتمام بكل الموظفين خصوصا الذين يعملون 

 الإيجابية للمتدربين، وبناء مناخ ملائم للعمل.

 

 التدريب ، التدريب الارشادي ، الكفاءة ، كفاءة التدريب الارشادي :الافتتاحية اتالكلم
 

 

 

 

 

 

 

 

 

  

 




