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Abstract 
This study objective to identify commitment level of employees in the Department of Agricultural 
Extension of Baghdad Governorate through opinions and perceptions of respondents. If work 
ethics (respect of laws and regulations, justice sense, work perfection, respect for time and 
confidentiality, trust and responsibility, Integrity, transparency, cooperation and good treatment). 
Also, this study aimed to identify level of employees ’performance for job tasks and its effect of 
commitment level for work ethics on efficiency of employees’ performance. The study was 
conducted on a random sample of research community of (96) respondents. Questionnaire form 
was used as a tool to collect research data. The results showed that employees ’commitment 
towards to work ethics is not at required level, weakness of employees to respect laws and 
regulations. A large number of respondents were feeling unequal. It was found that there is a 
decline in work perfection, integrity and transparency. It was found that employee's performance 
level of tasks entrusted to them is a degree of humility and that there is an effective impact on level 
of employees’ commitment to work ethics and its dimensions on the efficiency of their 
performance of their job duties. The study included some recommendations that would raise the 
efficiency performance and improve work. 
Keywords: Work ethics, laws and regulations, integrity and transparency, honesty and 
responsibility, performance efficiency. 
 
In The work ethic is not different for two people since success, advancement and progress of 
countries and realization of their aspirations and goals has a great link and connection with organs 
ability and institutions to carry out tasks entrusted to them efficiently and effectively and that 
largely depends  success on human element quality and  level of values it carries, as an effective 
tool in developing organizations and bringing about desired changes. Al-Ejlla (2009:2) was 
mentioned that heavenly religions and social beliefs have considered morals and values an 
effective part in efficient performance in institutions.So that individual is not sufficient 
scientifically, physically and mentally qualified, but he should be able to perform his functional 
work in an optimal manner and that it is characterized by rational behavior and good morals. Al-
Qaidi (2008: 82) indicates that job performance has received great attention in recent times and 
has witnessed continuous of research looking for solutions to related problems efficiency of 
performance and completion of functional tasks, as human head owned by organizations represents 
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scarce wealth and most of important resources that it determines success or failure of these 
institutions. Al-Rikabi (2000: 28) was mentioned that most organizations have care to give workers 
wide attention to their feelings towards their work, and to provide all possible means that guarantee 
their continuity and develop their loyalty and devotion to the organization  which they work. As 
stated in some studies (Al Douri, 73: 2010) and Lameck, 2022: 6) that relationship between the 
organization and individuals is a reciprocal and complementary.It is an interest of the organization 
to maintain efficient workers by developing their capabilities and skills, and to give them material 
and moral incentives that contribute to filling its expenses and needs and ensuring their loyalty to 
it. Najim (2015: 114) indicates that most prominent work problems at the present time is ethics 
trouble. Modern theories have tried to determine behavioral influences of working individuals and 
what motivates them to perform well and what keeps them from shortcomings, weakness, slippage 
and corruption, which have spread widely in recent times.As Yaghi (105:2012), said developed 
societies do not always to depend on their material and technical capabilities as much as they 
depend on human powers of capabilities and profession ethics.The profession to despite scarcity 
of what has been written about it is one of topics that have received and will receive great attention 
from many specialists and academics due to increasing cases of fraud, bribery, forgery, 
embezzlement and exploitation of the job to achieve personal purposes (Al-Asmari, 2012:10).In 
English dictionaries we find that ethics mean a group of behaviors, morals, and values that govern 
an individual (Al-Hiyasat et al., 2012: 28). Abdul-Karim Zidan defined it as s group of meanings 
and attributes that are stable in soul and in its light and balance.The action improves in eyes of the 
human being and then he submits to it or refrains from it (Sakarneh, 2012: 379).As for the concept 
of professional ethics, Boyer defined it as a set of specific principles or rules that must be respected 
and it can be described as an analysis of applying ethical standards of individuals in their decisions 
from inside within the organization and that affect on decisions of the organization in general (Ibn 
Namah and Al-Ashashi, 2012: 46).Whereas, Yaghi (2012: 7) defined it as a set of principles and 
standards that govern  an individual  behavior and these principles are linked to determining what 
is wrong or what is right in a particular situation. While Bilqis believes that professional ethics is 
a set of values, norms and traditions that are agreed upon and recognized by individuals. The 
profession and society expresses its displeasure and denunciation of any departure from these 
morals in various forms, ranging from dissatisfaction and boycotts and material punishments (Al-
Roumi: 22: 2009). Al-Ghalbi and Al-Amiri (2005) were mentioned professional ethics are of great 
importance to organizations, which are manifested in following benefits:  
1. Enhancing the organization’s reputation in the local, regional and international environment.  
2.Obtaining international certificates and special privileges associated with the organization’s 
commitment to many ethical standards. 
3.The organizations may cost a lot as a result of their ignoring the commitment to ethical standards, 
and this behavior puts the organization in the face of many legal cases and lawsuits . 
4.The organization’s commitment to work ethics reduces its exposure to risk. 
Radi, (2012), Sakarneh, (2012), Al-Hamaidan, (2010), Al-Shaibani, (2014), Al-Boot, (2014) were 
agree that work ethics have dimensions that its entirety, shape of individuals behavior within 
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organizations which are as follows (respect for laws and regulations, Justice, perfection, respect 
for time, confidentiality, honesty, responsibility, teamwork, respect and good treatment, integrity 
and transparency. 
Study Problem  :  
 The human element represents one of the pillars of work to any organization, whether economic 
or social, and cornerstone of foundation, and is effective engine for collection of activities provided 
by the organization. Accordingly, to order for organizations or institutions to be able to raise 
efficiency of their performance and develop their productivity, this depends to a large extent on 
the success of the management of these institutions on the development and development of the 
job performance of their workers. Numerous studies, research and scientific articles (Al-Dhoraibi, 
2010, Younis, 2010 , Al-Qurayshi, 2011, Mahdi 2013, Ismail, 2014, Lafta et. al.,2021) indicated 
that the level of performance of employees in Iraqi institutions has declined to a large extent after 
the occupation of Iraq in month of April 2003. The job ethics of most workers were affected, so 
bribery increased, financial and administrative corruption spread, forgery, lack of justice, poor 
respect for laws and regulations, and the absence of integrity, transparency and honesty.While it 
was noted that government departments suffer from weakness in performance of their employees, 
and based on that the idea of this study came to try to answer the following question: Impact of 
work ethics on job performance of agricultural extension workers were working in the Department  
of Extension and Training.  
Objectives   :  
The study aims to analyze impact of adherence to work ethics on level of workers performance in 
Agricultural Extension and Training Department through : 
1. Knowing opinions of the respondents and their perceptions of commitment to work ethics for 
employees of the Agricultural Extension Organization. 
2.Knowing opinions of the respondents and their perceptions about each dimension of work ethics . 
3.Knowing opinions of the respondents and their perceptions of the job performance of workers in 
agricultural extension institution. 
4.Determine whether there is a correlation between variable of commitment to work ethics and its 
dimensions and the variable (job performance of the respondents) . 
Importance of studying  :  
1.This study contributes to identifying and diagnosing weaknesses and shortcomings of the 
employees performance were  working in the Agricultural Institution and its evaluating them in 
the future. 
2.This study contributes to identifying the reasons that led to the decline in work ethics of 
agricultural employees, their causes and mechanisms for dealing with them. 
3.This study provides a realistic database for senior management of the agricultural institution on 
nature of work and extent of the employees' job commitment. 
4.This study constitutes the nucleus of future studies for researchers and graduate students.  
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5. Contribute to providing a scientific and objective evaluation for decision-makers on reality of  
work ethics prevailing in Agricultural Extension and Training Department and its impact on 
determining level of efficiency of the performance of its employees. 
6.It constitutes a scientific addition in research circles that have been conducted to study effects 
and importance of employing management ethics in developing efficiency of job performance. 
7.The results of the study can be used in building training programs for workers in field of job 
ethics to develop their job performance. 
Research hypotheses: 
The research requires of following hypotheses  :  
1.There is no significant correlation between each variable of work ethics and variable of employee 
job performance efficiency. 
2.There is no significant correlation between each dimension of the work ethic variable and 
employee's job performance efficiency variable. 
Research methods and materials: 
Research Methodology  :  
For purpose of encompassing all aspects of the research and choosing its hypotheses, descriptive 
and analytical approach of this study was adopted, which describes what is a living organism and 
gives an explanation for it, determines and defines the logical relationships that are related to 
reality and its interpretation, as the descriptive method was used in all the data of the study, in 
addition to use of statistical analysis of that data to obtain facts of high objective accuracy. 
Study area: 
This study was conducted in Baghdad governorate, specifically Agricultural Extension and 
Training Department and its training centers. Baghdad was tested as an area for conducting the 
study in order to concentrate large numbers of agricultural employees and extension workers in 
the agricultural extension organization and its training centers. 
Study population: 
This study included all agricultural employees and extension workers in Agricultural Extension 
and Training Department and its training center in Baghdad, whose number was (128) employees. 
A random sample was withdrawn from the total number of employees by (75%), thus determining 
the total of the research community (96) respondents. 
Scale construction: 
1.A blueprint for the research was prepared in its initial form, by referring to literature related to 
topic of the research and previous studies. In addition to field survey and contact with some 
officials in Agricultural Training and Administration Department, as the scale included eight 
dimensions that define the work ethics of the employees as follows: (respect of laws and 
regulations, justice, work perfection, respect for time, confidentiality, honesty and responsibility, 
integrity and transparency, cooperation and good treatment) . As the total of the paragraphs reached 
the Work Ethics Scale (65) items, while the Job Performance Scale included (18) items. 
2.  The plan was presented to a group of experts in field of administrative work and some specialists 
in field of agricultural extension through a questionnaire that included the dimensions and 



 
 
 

4672 
 

Ann. For. Res. 65(1): 4668-4691, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 

© ICAS 2022 

paragraphs of the subject of the research in order to verify the apparent validity and authenticity 
of content. The experts were asked to indicate the degree of their agreement with the dimensions 
and paragraphs (work ethics subject of the study) according to following paths: (agree, agree with 
the amendment, disagree) and the numerical values for each phrase (3, 2, 1) were given according 
to the order. The average approval rating of the experts was calculated, as the percentage of 
approval ranged (80-89%) after excluding five paragraphs while the components of the outline 
remained in their final form. 
3.For purpose of collecting data from the respondents, a questionnaire form consisting of two parts 
was prepared, the first part included the 60 paragraphs related to work ethics variable, which 
numbered (60) paragraphs distributed in eight dimensions, as follows: respect of laws and 
regulations (6) paragraphs, justice (7) paragraphs, perfection By working (5) paragraphs, 
respecting time (6) paragraphs, confidentiality (5) paragraphs, honesty and responsibility (9) 
paragraphs, integrity and transparency (10) paragraphs, cooperation and good treatment (12) 
paragraphs. As for the second part of the questionnaire, it included a measure of employee 
performance efficiency consisting of (18) paragraphs. The paragraphs related to work ethics 
variable were placed under a four-step gradient scale consisting of the following statements 
(strongly agree, disagree, neutral, agree) and the numerical tools (3, 2, 1, 0) were given according 
to order and thus degrees of measurement of the work ethics variable ranged between (0 - 180) 
degrees. For the purpose of measuring employees' performance efficiency, the items of the variable 
were placed under a four-way graded scale consisting of statements (3, 2, 1, 0) respectively, and 
thus degrees of the variable scale of job performance were limited between (0 -54) degrees. 
4.For the purpose of ensuring the stability of the research tool, a preliminary test of questionnaire 
form was conducted on an exploratory sample (15) respondents, and the reliability coefficient was 
calculated using the mid-segmentation method, as the value for the work ethic variable was (0.86) 
and the job performance variable (0.91), and after making sure of the apparent validity, content 
and consistency of the questionnaire form, the research data was collected from the respondents 
working in the Agricultural Extension and Training Department and its training center in Baghdad, 
who numbered (96) respondents, as data were collected during the month of September, 2020 and 
after data collection and unpacking, statistical methods were used to analyze data and present final 
results. 
Results of discussion: 
First: The respondents’ perceptions about level of commitment to work ethics of guiding 
organization between (75-180) degrees as the lowest and highest numerical value, with an average 
of (100.4) according to a scale of the extent of commitment to work ethics, whose degrees were 
determined between (0-180) degrees. The results showed through the data in table (1) that the level 
of commitment of employees to work ethics within the indicative organization is not at the required 
level, as it was found that one third of the respondents believed that the level of commitment was 
low, while (42.7%) of them believed that the level of commitment was moderate. Perhaps the 
reason for the weak commitment to work ethics for some employees is due to fact that most of the 
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workers in the indicative organization are newly recruited and do not have sufficient experience 
and weak professional abilities. 
Table 1.Numbers and percentages of the respondents according to their perceptions about 
level of commitment to work ethics of Extension Organization. 

        Levels   Numbers           % Average  of role 
Low (86) degrees or less . 29 30.2 79.6  
Medium (87 - 98) degrees . 41   42.7  93.2 
High (99) degrees or more.  26   27.1  127.9  
Total  96 100%       

 
Second: The respondents' perceptions about level of employees' commitment to each 
dimension of work ethics. 
1. Respect for laws and regulations: 
Through the data contained in table (2), the respondents’ degrees in relation to the extent of 
commitment to laws and regulations ranged between (5-18) degrees, with an average of 
(10.61). relative. Perhaps the employees’ lack of awareness of the work-related rules and 
regulations is the most important reason for the weakness of commitment and the lack of 
follow-up and accountability by the senior management, which led a number of employees 
to ignore labor laws and stay away from following them. 
Table 2. Numbers and percentages of the respondents according to their perceptions about 
employees respecting of laws and regulations in Extension organization. 

        Levels   Numbers     % Average  of role 
Low (10) degrees or less . 82  29.2 66.  
Medium (11 - 15) degrees . 42 43.8 412.  
High (16) degrees or more.  26 27.1 9.61  
Total  69  100%       

 
The data contained (table 3) shows the respondents’ perceptions about the extent to which 
employees apply each of the paragraphs (respect for laws and regulations), and given the relative 
weight of the paragraphs, we find that a high percentage of employees are keen to attend work-
related meetings and meetings, and they are keen to follow up on various activities, On the other 
hand, it appears that a not small number ignore and restrict labor laws. They also do not abide by 
the legality of everything related to work and the performance of their job duties in the light of the 
provisions and laws. 
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Table 3. Average and relative weight of the paragraphs about employees' commitment to 
respecting laws and regulations.  

Resp.     Paragraph  Mean    Relative 
weight 

Ranking 

   1 Commitment to the legality of everything related to 
work and  performance of their job and professional 
duties in light of  provisions and laws. 

   1.39        83      5  

   2 Directly follow instructions issued by the senior 
management. 

   1.48        88      4  

   3 Follow-up and implementation of the circulars and 
directives included in the organization. 

   1.55        93      3  

   4 Ensure to attend meetings and meetings related to the 
work of the organization. 

   1.94       116      1  

   5 Ensure that all activities of organization are followed 
up. 

   1.84       109      2  

   6 Respecting and adhering to labor laws.   1.35       81      6  
 
2.A sense of justice: 
The lowest and highest value of the respondents' scores with respect to between (2-19) degrees 
reached an average of (9.17) degrees, according to the justice scale, whose degrees were 
determined between (0 - 21).The data contained (table 4) show that the respondents see the absence 
of justice in many aspects, as it was found that (38.5%) of the respondents believe that the level of 
employees’ sense of the fairness of the guiding organization is weak, while (42.7%) of them 
believe that justice is not as it should be. be. Perhaps the most important reasons for this weakness 
are due to the lack of experience of work managers and their lack of knowledge of leadership 
duties, especially since most managers are appointed for partisan and sectarian examinations. 
Table 4. Numbers and percentages of respondents according to their perceptions of justice 
in the extension organization.  

        Levels   Numbers     % Average  of role 
Low (7) degrees or less . 37 38.5 41. 1  
Medium (8 - 13) degrees . 41 42.8 8.9  
High (14) degrees or more.  18 18.8 51. 1  
Total  69  100%       

 
Through table (5), the employees working in the indicative organization have their privileges over 
their peers in other organizations and they see higher management in which they work does not 
deal with equality between employees and that the promotion criteria are unfair and have a kind 
of discrimination and that not a small number do not feel fair in the organization’s dealings with 
employees. 
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Table 5. Average and relative weight of items related to level of justice of Agricultural 
Extension Organization. 

Ranking  Relative 
weight  

 
Mean  

The paragraphs Respct. 

    7       83    
1.19 

Employees enjoy job privileges no less than the 
privileges of employees in other organizations. 

1 

    5       95    
1.36 

The standards for employee promotion are very 
fair. 

2 

    6            89    
1.28 

Management deals with equality and non-
discrimination among employees. 

3 

    1      114    
1.64 

The administrative penalties stipulated in the 
organization are very commensurate with 
violations. 

4 

   4      97    
1.39  

A sense of fairness in the organization's dealings 
with all employees. 

5 

   3       98    
1.41 

Monthly salaries are appropriate for the efforts 
made. 

6 

    2      102   1.46 Employees receive incentives according to the 
level of performance of their duties. 

7 

  
.3 Workmanship: 

The degrees related to respondents’ perceptions about the level of employee proficiency in their 
work ranged between (6-15) degrees as the lowest and highest numerical value, with an average 
of (11.5) degrees, according to the proficiency scale, whose degrees were set between (0-15). The 
data in table (6) show that more than Three quarters of the respondents believe that the level of 
work proficiency by the employees working in the extension organization is average, tends to be 
relatively high. While (24%) of them believe that the level of proficiency is low. This result does 
not show a high degree of proficiency in work. About 50% of the respondents believe that the level 
of proficiency is not at the required level and at a medium degree that does not meet the ambition 
of the guiding organization. 
Table 6. Numbers and percentages of respondents according to perceptions of level of work 
proficiency of the extension organization.  
        Levels   Numbers     % Average  of role 
Low (9) degrees or less .   23 24    7.7  

Medium (10 - 13) degrees .   46 48   11.9   
High (14) degrees or more.    27 28   16.2  
Total  96 100%       

 
It is noted from table (7) that respondents' performance and their perceptions of the paragraphs 
related to work perfection do not have a great discrepancy, as employees seek to develop their 
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capabilities and practical skills to raise work efficiency. While it came to fore in ranking, followed 
by their high and quick response to meet the farmers' services. While the respondents believe that 
taking advantage of professional errors and being keen to correct them in the future has come at 
the bottom of the ranking ladder. However, the dedication and workmanship of the employees 
working in the guiding organization is not at the required level and does not meet the goals and 
aspirations of the work. 
 Table 7.Average and relative weight of the paragraphs related to mastery of work of the 
indicative organization.  

Ranking  Relative 
weight  

 
Mean  

The paragraphs Respct. 

    2       83    
1.66 

High and rapid response to meet the services of 
farmers. 

1 

   4       78    
1.56 

Make sure to make efforts to get the work done 
to the fullest. 

2 

    1           87    
1.74 

Seeking to develop capabilities and practical 
skills to raise the efficiency of business 
performance. 

3 

    5      75    
1.50 

Take advantage of professional errors and make 
sure to correct them in the future. 

4 

   3     80    
1.61  

Striving or keen to complete the assigned work 
efficiently and effectively. 

5 

  
4. Respecting time : 
From table (8), it was found that the respondents’ perceptions about the extent to which the workers 
in the indicative organization respect time were somewhat low, as it reached the lowest and highest 
numerical value (3-17) and an average of (9.5) degrees according to a scale that determines respect 
for time whose degrees were limited to (0-18) ) degree, more than (80%) of the respondents believe 
that the extent of respect for time by the workers in the guiding organization is moderate and tends 
to decrease significantly, more than one third of the respondents see a decrease in respect for 
working time within the organization, and the reason for this decline may be attributed to weakness 
of supervision and follow-up by administration and weakness of training programs to develop the 
capabilities of workers to love work, respect time and strive to raise the efficiency of performance. 
 
 
Table 8. Numbers and percentages of the respondents according to their perceptions about 
the extent to which time is respected of the Extension Organization.     
The level   No. %  Mean  
Low (8) degrees or less.   29        30.2          4.8  
Average (9-14) degrees.   45        46.9         10.6   
High (15) degrees or more.   22        22.9         15.7  
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Total 96 100%         9.5  
  
In order to identify each of the paragraphs related to respecting time, the results showed through 
data in table (9) that a large percentage of employees do not work overtime to compensate for 
wasted time and they do not prepare in advance for work required before starting work and their 
performance does not depend Any modern methods that will complete the work in a short time. 
Table 9. Average and relative weight of the paragraphs related to respecting time for 
employees working of  Agricultural Extension Organization.       

Ranking  Relative 
weight  

 
Mean  

The paragraphs Respct. 

    2        91     
1.52 

Ensure that work hours are adhered to. 1 

    3        84     
1.41 

Complete all daily work on time without delay. 2 

    4        83     
1.39 

Seeking to accomplish tasks within a short time 
by adopting new ways of working. 

3 

    1        93     
1.56 

Respecting others' time while performing their 
job tasks. 

4 

   6        75     
1.25  

Working extra hours to make up for the wasted 
time. 

5 

  
5. Confidentiality: 
The data contained in table (10) showed that level of confidentiality of work within the guiding 
organization is average, tending to a relative high, as the value of average confidentiality according 
to the respondents’ performance reached (10.8) degrees. The tendency to a relative high degree of 
confidentiality, but according to the administrative standards of ratios within the required level. 
As the disclosure of secrets outside the work of the organization may have significant harmful 
effects, and the reason may be due to poor training, lack of experience of employees and their 
novelty in appointment. 
 
Table 10.Numbers and percentages of the respondents according to perceptions about level 
of confidentiality of the Extension Organization.    
The level   No. %  Mean  
Low (8) degrees or less.   21        21.9          6.4  
Average (9-12) degrees.   41        42.7         11.3  
High (13) degrees or more.   44        35.4         14.1  
Total    96        100%          6.4  

  
Despite the slight increase in level of confidentiality, a high percentage of employees are not keen 
not to see the work reports submitted by them, and there is curiosity on the part of employees 
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seeking to know the achievements of other employees. While we find the obligation to preserve 
work secrets and leak outside the organization At the top of the ranking ladder for the level of 
confidentiality as shown in table (11). 
Table 11. Average and relative weight of the paragraphs related to the level of confidentiality 
within Agricultural Extension Organization.       

Ranking  Relative 
weight  

 
Mean  

The paragraphs Respct. 

    2        88     
1.76 

Commitment and adherence to private and 
public information security procedures. 

1 

    4        79     
1.58 

Stay away from curiosity and not see 
information and reports that are not related to 
my work. 

2 

    1        97     
1.94 

Commitment to preserving business secrets and 
not leaking it abroad. 

3 

    5        76     
1.52 

Keeping others informed of instructions and 
work reports. 

4 

   3        83     
1.67  

Ensure to provide realistic and correct data and 
information according to the need and purpose. 

5 

  
.7 Trust and Responsibility: 

The data in table (12) showed that more than half of the respondents believe that the level of 
responsibility on the part of employees is modest, with an average of (15.4) degrees, according to 
a scale that determines level of honesty and responsibility at work. Its degrees are set between (0-
27) degrees. (12.9%) of the respondents see a significant decline in level of honesty and 
responsibility on part of the employees, which negatively affects the ethics of work and the job, 
while nearly a quarter of the respondents believe that the responsibility of the employees working 
in the guiding organization is at a high level. 
 
Table 12. Numbers and percentages of the respondents according to their perceptions about 
safety and responsibility of the Extension Organization.   
The level   No. %  Mean  
Low (12) degrees or less.   21        21.9          9.3  
Average (13-19) degrees.   51        53.1         15.6  
High (20) degrees or more.   24        25           22  
Total    96      100%          15.4  

  
It is clear from the data in table (13) that the concern to use work tools for work purposes only and 
to preserve the property of the indicative organization came in first and second place, respectively, 
within the order of the paragraphs of trust and responsibility. While it was found that the two 
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paragraphs of carrying out additional work by employees and submitting proposals for the purpose 
of developing work methods came in the last sequence in the order.  
Table 13. Average and relative weight of paragraphs related to  level of trust and 
responsibility for employees working of Extension organization.      

Ranking  Relative 
weight  

 
Mean  

The paragraphs Respct. 

    5        145     
21.6  

Take care to take responsibility for assigned 
business.  

1 

    8        110     
1.23 

Submit proposals to develop and develop ways 
of working of the organization. 

2 

    4         149     
1.66 

Ensuring the reputation of organization and 
giving a positive image of it. 

3 

    7        138     
1.54 

Ensuring the achievement of organization's 
goals and interest in its future. 

4 

    9        107     
1.19  

Carrying out additional work and striving to 
develop and advance work. 

5 

    3         153     
1.70 

Ensure to perform tasks assigned to him 
honestly and sincerely. 

6 

    2         155     
1.72 

Maintaining work property, tools and supplies. 7 

    1         158     
1.76 

Ensure that supplies and tools are used for work 
purposes only. 

8 

    6         142     
1.58 

Holding yourself accountable and remorseful 
when feeling inadequate. 

9 

 
 
7. Integrity and Transparency: 
It is evident from table (14) that level of integrity and transparency of the employees working in 
the guiding organization is a degree of humility, as the average general level of integrity and 
transparency reached (17) degrees according to a scale that determines level of integrity whose 
degrees were set between (0-30). It was found that more than three Quarters of the respondents 
believe that level of integrity and transparency of the employees ranged between average and 
weak. While (22.9%) of them see that there is an increase in it. Perhaps the conditions that the 
country has suffered from years of unjust siege and occupation have directly and significantly 
affected the behavior of workers in government institutions, the control of ruling parties over state 
institutions, and the spread of financial and administrative corruption are all factors that lead to 
poor integrity and transparency for large numbers of workers. 
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Table 14. Numbers and percentages of the respondents according to their perceptions about 
integrity and transparency of the Extension Organization.   
The level   No. %  Mean  
Low (13) degrees or less.   29        30.2          9.2  
Average (14-22) degrees.   45        46.9         17.9   
High (23) degrees or more.   22        22.9           25.01  
Total    96      100%          17.01  

  
In order to identify the weaknesses within the paragraphs constituting integrity and transparency. 
The data in table (15) show that most employees are not involved in drawing up the organization's 
work policies. Also,the performance of employees in senior positions is unclear and undefined. 
And employment is carried out according to favoritism and mediation far About experience, 
competence and merit, and that mediation and nepotism are applied during the performance of job 
duties.  
Table 15. Average and relative weight of paragraphs related to the integrity and 
transparency of the employees working of Extension organization.     

    
Ranking  

Relative 
weight  

 
Mean  

The paragraphs Respct. 

    4        153     
1.53 

Dealing with auditors without discrimination 
and at one level. 

1 

    2        158     
1.58 

Avoid accepting gifts and money from others in 
order to achieve goals. 

2 

    5        143     
1.43 

Striving to achieve the department's goals 
regardless of personal interests. 

3 

    9        113     
1.13 

The roles of employees in higher positions are 
clear and specific. 

4 

    10        109     
1.09  

Involving employees in formulating and setting 
general policies for work. 

5 

    3         155     
1.55 

Updating and announcing laws and regulations 
to remove ambiguity. 

6 

    8         120     
1.20 

Recruitment is done in the light of competence, 
experience and merit according to declared 
standards. 

7 

    1         161     
1.61 

All job duties assigned to employees are clear 
and announced. 

8 

    6         141     
1.41 

Allow employees to give their opinion, object, 
and discuss decisions with the superiors. 

9 

    7         131     
1.31 

Avoid favoritism and mediation while 
performing job duties. 

10 
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8. Cooperation and good treatment: 
The respondents' scores ranged between (16-36) degrees as highest and lowest numerical value, 
with an average of (27.9) degrees, according to a scale that determines the level of cooperation 
and good treatment between (0-36) degrees. It is clear from the data in table (16) that a high 
percentage of the respondents (45.8%) believe that level of cooperation and good treatment is high 
among the employees working in the guiding organization. While a percentage of (40.6%) of them 
see that the level of cooperation and good treatment is present, but to a moderate degree and 
perhaps The reason for this relative rise is due to the goodness of the Iraqi employee. He is social 
in origin, loves cooperation and seeks to show his positive behavior towards others. 
Table 16. Numbers and percentages of the respondents according to their perceptions about 
level of cooperation and good treatment  Extension Organization.   
The level       No.      %    Mean  
Low (22) degrees or less.   13        13.6          20.9  
Average (23-29) degrees.   39        40.6          27.4   
High (30) degrees or more.   44        45.8           34.7  
Total    96      100%          27.9  

 data shows in table (17) that a high percentage of employees participate in social events with their 
colleagues, and also keen on humility when dealing with them, and that they help the new 
employee so that he can accomplish his assigned tasks and avoid provoking problems and disputes 
within the guiding organization, and help each other in Between them to fill void in the absence 
of one of their colleagues and perform the tasks in his place. The spirit of cooperation exists to 
some extent among the employees. 
 
Table 17. Average and relative weight of paragraphs that related to the level of cooperation 
and good treatment of the employees working of Extension Organization.  

    
Ranking  

Relative weight   
Mean  

The paragraphs Respct. 

    3        238     1.99  Helping a new employee to be able to accomplish his 
assigned tasks.  

1 

    5        226     1.89  Helping to fill the void in absence of one of the 
employees. 

2 

    7         211     1.76  Initiate an apology in event of a mistake with co-
workers. 

3 

    2        252     2.10  Be humble when dealing with coworkers or auditors. 4 
    1        278     

2.32  
Colleagues participate in their social events. 5 

    4         228     1.90  Avoid stirring up problems or disagreements within 
the organization. 

6 

    8         208     1.74  Providing services to employees or clients with 
kindness and with a face. 

7 
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    12         183     1.54  Keeping colleagues' secrets, respecting them and not 
defaming them. 

8 

    10         194     1.62 Helping colleagues at work to accomplish their job 
duties. 

9 

    11         189     1.58 Share information to coworkers to save effort and 
facilitate work. 

10 

     9         202     1.69 Coordination, cooperation and assignment of tasks 
among employees to implement joint work. 

11 

      6         216     1.80 The spirit of cooperation and altruism prevails among 
employees. 

12 

 
Third: Identifying the employees’ performance and their perceptions of the job performance 
of the workers in the guiding organization. 
The respondents’ performance degrees ranged according to their perceptions about level of job 
performance for employees between (12-47) a minimum degree and the highest numerical value 
with an average of (31.6) degrees according to a scale representing the level of job performance 
identified. Its degrees range between (0-54) degrees. The data contained in table (18) show that 
level of job performance of the workers in the Guiding Organization is at medium degrees. More 
than half of the respondents see that the level of job performance is at a modest degree. While 
(21.9%) of them see that The level of performance is low and this level does not meet the ambition 
and goals of the organization’s indicative goals. The researchers believe that the reason for this 
modesty in level of performance may be due to several factors, including weakness of 
administrative procedures such as supervision, follow-up and training, and the lack of national 
agricultural extension programs that would work to activate the job performance of workers due 
to neglect of the agricultural sector Especially after the events of 2003. Also, most of the workers 
in the extension organization are new employees, as they lack many practical and professional 
experiences and skills to raise the efficiency of performance.  
Table 18. Numbers and percentages of respondents according to their perceptions about level 
of job performance of workers in the extension organization.   
The level       No.      %    Mean  
Low (24) degrees or less.   21       21.9         21.6  
Average (25-37 degrees.   55       57.3         30.4   
High (38) degrees or more.   20       20.8          42.2 
Total    96      100%          27.9  

The data contained in table (19) shows the variation of the paragraphs related to the job 
performance of the workers in the indicative organization according to respondents’ perceptions. 
The paragraphs that topped the ranking ladder that employees have the ability to communicate and 
cooperate among themselves and have the ability to adapt to emergency changes and a large 
number of them have knowledge and knowledge of the nature of work entrusted to them, and a 
good percentage compete with each other for the purpose of improving job performance, while we 
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find that the paragraphs that came at the end of ranking ladder. The employees believe that 
administration does not pay much attention to their suggestions and that the organization does not 
seek to develop the performance of employees, and that not a small percentage of the employees 
lack knowledge and experience necessary to perform the functional tasks, and that the work in the 
organization is not carried out in accordance with the plans and programs established. 
Table 19. Average and Relative weight of paragraphs that related to job performance of 
workers of Extension Organization. 

    
Ranking  

Relative 
weight  

 
Mean  

The paragraphs Respct. 

    16        248     
1.38 

Employees have expertise and technical 
knowledge necessary to accomplish work tasks. 

1 

    8        291     
1.62 

Employees are characterized by seriousness, 
dedication and ability to take responsibility. 

2 

    11           271     
1.51 

The work in the organization is performed 
according to quality standards. 

3 

     6         300     
1.67 

Employees go to great lengths to get their jobs 
done on time. 

4 

    13         266     
1.48  

Employees perform their work according to 
clear and specific policies and procedures. 

5 

    9         286     
1.59 

Employees are keen to improve and raise work 
performance continuously. 

6 

    3       320   1.78  The employees possess sufficient knowledge 
and a good familiarity with nature of work 
assigned to them. 

7 

    10       282   1.57  Employees shall abide by the instructions and 
directives issued by their heads of work. 

8 

    15       250   1.39  The work is carried out according to the 
established plans and programs. 

9 

    1       369   2.05  The ability of employees to communicate and 
cooperate with each other. 

10 

    5       306    1.70  Adopting effective and continuous coordination 
between administrative levels to achieve quality 
of work performance. 

11 

   17       237    1.32  The organization which I work strives to 
develop the performance of employees through 
training and qualification programs. 

12 

    2       338     1.88  Workers have ability to adapt and adaptation 
with changes that may occur in the organization.  

13 
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   12       270    1.50  Policies and procedures drawn up in the 
organization contribute greatly to 
accomplishing tasks efficiently and effectively. 

14 

   14       253    1.41  The management of the organization informs 
the employees on the results of performance 
evaluation and to identify strengths and 
weaknesses. 

15 

    7        298    1.66  Organization management understand the true 
meaning of effective performance at work. 

16 

   18        221    1.23  The management of the organization pays great 
attention to suggestions made by the employees 
related to the quality of job performance. 

17 

    4        315   1.75  Employees compete to improve job 
performance. 

18 

 
The Pearson correlation coefficient was used to determine the correlation, and the data in table 
(20) show that there is a significant correlation at the probabilistic level (0.01) between the 
respondents' job performance variable and each of (work ethic in general and a sense of 
justice).between the job performance variable of the respondents and each of (work ethic in general 
and a sense of justice). This result was in agreement with the findings of the researchers (Al-Sharif, 
2013 , Holmquist, 2013 , Al-Daraji, 2011 and Al-Ajiz, 2014) who indicated that there is a 
correlation and impact Significant for the level of job commitment to work ethics and their sense 
of fairness and their job performance. The study also showed that there was a significant 
correlation at the probability level (P≤0.05) between employees' performance of the tasks entrusted 
to them on variables of respect for regulations and labor laws, mastery of their job duties, respect 
for time, and level of integrity and transparency.This result was consistent with the findings of 
(Sabourin, 2015 , Abu El- Kass, 2015 , Kumar and Rose, 2012 , Al-Rawashda, 2017, and Al-Atwi, 
2013), who showed a close relationship between (integrity, transparency, respect for time, labor 
laws and employees’ mastery of their duties) and another hand between the efficiency of their 
performance of job tasks, while the study did not show any significant relationship between 
variable job performance and both of (confidentiality of work, honesty and responsibility, 
cooperation and good treatment).   
Table 20.The relationship between employees' job performance and every dimension and 
work ethics. 
Dimensions   Correlation coefficient 

value 
Probability level  

1-generally of Business Ethics. 0.309 **  ** high significant at 
0.01. 

2. Respect of laws and regulations.  0.264*  *significant at 0.05.  
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3. A sense of justice. 0.419**  ** high significant at 
0.01.  

4.Workmanship. 0.273*  *significant at 0.05.  
5. Respect of time. 0.288*  *significant at 0.05.  
6. Confidentiality. 0.142 Non-significant  
7. Honesty and responsibility. 0.167 Non-significant 
8. Integrity and transparency. 0.291*  *significant at 0.05.  
9. Cooperation and good treatment. 0.137 Non-significant  

 
 Conclusions : 
1.It was found that general level of commitment of employees working in the Agricultural 
Extension Organization to work ethics does not meet aspirations of the organization and that there 
are shortcomings of large numbers of employees in compliance with job ethics. 
2.A  large numbers of employees working of Extension Organization are described as having weak 
respect for laws and regulations related to work, and a large percentage of them do not feel fair 
and believe that they do not enjoy the same privileges as their peers in other organizations and feel 
inequality and discrimination within the workplace. 
3.A high percentage of employees have a weakness in mastery of work in terms of benefiting from 
previous mistakes and not repeating them, and keenness to make efforts to get the work out 
completely, and respect for working time by workers is not at required level. 
4.It appears that a high percentage of employees have problems with commitment to integrity and 
transparency, and that level of trust and responsibility within work is a humility degree. 
5.The general level of employees ’performance of job tasks assigned to them has been described 
as average and tends to decline, and that work administration does not pay much attention to 
employee proposals to improve the quality of work, and that training programs related to raising 
the efficiency of the performance of employees are absent, and that a high percentage of employees 
working in the organization were lack of expertise and the scientific and technical skills needed to 
complete the work. 
6.The study showed that there is more significant for each (employees ’commitment to work 
ethics, respect of laws and regulations, a sense of fairness, work perfection, respect for time, 
integrity and transparency) on level of employees’ performance of the job tasks assigned to them. 
Recommendations 
1.Forming a specialized supervisory to supervise and follow up the employees ’commitment to 
work ethics and granting it sufficient powers to enable it to control procedures. 
2.Working to include the ethical standard within standards of employment and appointment in 
labor organizations. 
3.Work to develop the efficiency of employees performance by preparing training and 
qualification programs that would work to raise the efficiency of work performance in the 
organization. 
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4.Preparing employee development programs for purpose of improving compliance with work 
ethics. 
5.Achieving fairness and equality among employees and adopting a unified standard for 
promotions and granting incentives. 
6.Encouraging workers to submit proposals and ideas that contribute to improving work 
performance, and urging them to volunteer with work, and extra time to perform tasks that 
contribute to progress in achievement. 
7.Involving employees in setting the general policies of the organization, and listening to 
employees' complaints and objections and taking them into account. 
8.Implement a unified salary system according to recognized peace in a fair manner. 
9.Ensure that workers are rewarded for achievement in both material and moral form. 
10.Adopting a promotion system that includes clearly and fair standards and applying it to all 
employees. 
Acknowledgements : 
We extend our thanks and appreciation to the Deanship of the College of Agriculture and Forestry/ 
University of Mosul and to the Presidency of the University of Mosul, as well as to the Deanship 
of the College of Environmental Sciences and Energy / Al-Karkh University of Science and to the 
Presidency of Al-Karkh University of Science for their endless encouragement and support for us. 
And from God success and success. 
References 

Abou El-Kass Hani Ali (2015). Professional Ethics and its Role in Job Performance for Workers 
in Non-Cellular Organizations of Gaza Strip, Unpublished Master Thesis, Gaza,Palestine. 
https://scholar.alaqsa.edu.ps  

Al-Ajiz Abdel Rahim Fouad (2014).The degree to which educational counselors in secondary 
schools in the governorates of Gaza practice the ethics of the profession and its relationship to their 
job satisfaction. Master's Thesis, Islamic University, Gaza. 
https://search.emarefa.net/ar/detail/BIM-BIM-521252   

Al-Asmari Sultan Faleh (2015). Perceptions of organizational justice and its relationship to job 
security, unpublished master's thesis, University of Naif Abdulaziz Arab for Security Sciences, 
Riyadh, Saudi Arabia. https://repository.nauss.edu.sa/123456789/58931  

Al-Atwi Awwad bin Muhammad , Tahseen Ahmed Musharraf Al-Tarawneh, Hizam bin Mater, 
Minaqish Al-Mutairi, and Ibrahim Abdullah Minaqish Al-Mahi (2013).Work ethics and its role in 
achieving administrative efficiency. Unpublished Mster Thesis, college of graduate, Naif 
University for Arab Sciences, Riyadh - Kingdom of Saudi Arabia.  
https://repository.nauss.edu.sa/handle/123456789/54526 



 
 
 

4687 
 

Ann. For. Res. 65(1): 4668-4691, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 

© ICAS 2022 

Al-Awsi, A. I., Al-Saad, I. H., & Lafta, A. H. 2008. Wheat grain farmers desire to the use of central 
pivot irrigation (A survey study in Al-Saqlawia region). Anbar Journal of Agricultural 
Sciences, 6(1), 343-352.  

 Al-Darraji Najim Aboud Aboud (2011).Management Ethics and Business Responsibilities in 
Companies,Durra Publishing and Distribution,Amman-Jordan. 

Al-Dhoraibi Abdullah (2010).Methods of coping with occupational pressures and their 
relationship to some variables: a field study on a sample of workers in the foot glass factory in 
Damascus, Journal of Damascus University,Volume4,No.26,(669-717). 
www.damascusuniversity.edu.sy/mag/edu/images/stories/669-719.pdf   

Al-Douri Abdul Qader Saeed (2010).Principles, Entrances and Functions of Administration in the 
Twenty-first Century,Al-Hussein House for Publishing and Distribution,Amman, Jordan. 
https://yazori.com/product/  

Al-Ejlla Tawfiq Attia Tawfiq (2009).Administrative creativity and its relationship to job 
performance of public sector managers, An applied study on the ministries of the Gaza Strip, 
unpublished master's thesis,College of Commerce Islamic University, Gaza, Palestine. 
http://hdl.handle.net/20.500.12358/17282  

Al-Faydi Salem Bin Baraka Barak (2008).Work teams and their relationship to the performance 
of workers in the security services in Riyadh. A comparative study between some security 
agencies.PhD thesis, Thabit Arab University of Science, Riyadh, Kingdom of Saudi Arabia. 
https://repository.nauss.edu.sa/bitstream/handle/123456789/50825/%D9%81%D9%87%D8%B1
%D8%B3.pdf?sequence=6&isAllowed=y  

Al-Ghalibi, Taher Mohsen and Saleh Mahdi Al-Ameri (2005).Social Responsibility and Business 
Ethics (Bussiness and Society).Wael Publishing House, Amman- Jordan. 
https://iefpedia.com/arab/wp-content/uploads/2010/06/  

Al-Hiyasat Khaled Muhammad, Muhammad Mufdhi Al-Kasasbeh and Abeer Hammoud Al-Fauri 
(2012).Islamic work ethics and its impact on enhancing organizational commitment in Jordanian 
press institutions from the point of view of their employees. Al-Manara Journal for Research and 
Studies. Volume (11) No. (1). Wael Publishing House, first edition, Amman,Jordan. 
http://hdl.handle.net/123456789/851  

Al-Humaidan Essam Abdul-Mohsen (2010).Ehics of the profession in Islam.Al-Obaikan 
Publishing, 1st edition, page; 213, All-Riyadh – Saudi Arabia.  



 
 
 

4688 
 

Ann. For. Res. 65(1): 4668-4691, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 

© ICAS 2022 

Al-Kubaisy, M. I. S., & Lafta, A. H. 2021. The productive obstacles in the process of marketing 
agricultural vegetables in Fallujah district. Annals of the Romanian Society for Cell Biology, 25(4), 
14124-14134.  

Al-Qurayshi Medhat Kazem(2011).Administrative and financial activity in Iraq (its secrets,its 
economic impacts and ways to combat it).Journal of Economic and Administrative Sciences;20, 
(2),304-319. http://www.siirooline.org/olabwab  

Al-Rawashda Reem Yasser (2017).Impact of commitment to important job ethics on 
organizational loyalty level of workers in Jordanian public institutions. Unpublished Master's 
thesis, College of Business Administration. Mu'tah University, Amman - Jordan. 
https://search.emarefa.net/ar/detail/BIM-303413  

Al-Rikabi Kazem Nizar (2008).Strategic Management, Globalization and Competition, Wael 
Publishing House, Amman, Jordan. https://eprints.usq.edu.au/212/  

Al-Roumi Salman Salam (2009).The degree of commitment of the educational supervisors in 
Tamra governorate to ethics of the profession and ways to develop it, an unpublished master's 
thesis,Islamic University -Gaza/ Palestine. http://hdl.handle.net/20.500.12358/17041  

Al-Shaibani Badr Muhammad (2014).A strategic development to enhance integrity in order to 
achieve national security in the Kingdom of Saudi Arabia, an unpublished master's thesis, Naif 
University for Security Sciences, Riyadh - Saudi Arabia. 

Al-Sharif Rashid Ibn Muslat(2017).The relationship between commitment to business ethics and 
the level of individual and institutional performance An applied study on Saudi banks in Jeddah. 
Journal of Applied Sciences. Volume (10) Number (1). Riyadh - Saudi 
Arabia.https://elwahat.univ-ghardaia.dz/article/view/802  

Challob, M., Lafta, A. H., & Ridha, B. 2020. Study on major constraints and problems in transfer 
of technology by agricultural extension organization. Indian Journal of Ecology, 47(12), 373-375. 

Elliot Freidson (2014).Professional dominance.The social structure of medical care.New Book,1st 
edition. New York Athernton Press,1970,(OCoLC) 648620843.OCLC,Number: 90300. 

Holmquist P.John (2013).Work place ethics at time clock Fudging time with respect to western 
and eastern views.The international journal of human resources 
management.vol.(24),No.(11).Page;(1-116). https://doi.org/10.1080/09585192.2012.723018 

Ibn Namah Fatima Al-Zahra and Thabet Awal Al-Ashashi (2021).Business Ethics, a competitive 
multiplicity of business requirements. Case Study of Grand Mills of Dahra in Mostaganem, 
University of Tlemcen,Algeria. https://asjp.cerist.dz/en/downArticlepdf/276/2/3/7349   



 
 
 

4689 
 

Ann. For. Res. 65(1): 4668-4691, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 

© ICAS 2022 

Ismael Muhammad Sadiq (2014).Administrative Corruption in the Arab World, Knowing Its 
Different Dimensions Management book, Business and Administration, The Arab Group for 
Training and Publishing, page (165). https://jarirreader.com/book/3922/  

Jasim, A., Norsida, I., Nolila, S., Lafta, A. H., Man, N., Latiff, I. A., & Habeeb, A. K. 2015. The 
learning experience of Iraq middle-aged adult learner in online undergraduate degree Developing 
Country Studies, 5(21), 56- 60.  

Jasim, M. S., Norsida Man, J. M., Lafta, A. H., Saleh, M. H., Salim, H., Nolila, M. N. and Bassim 
H. K. 2016. A review: Training requirement of agriculture extension officers in Iraq. Asian Journal 
of Applied Science, 9(2), 34-40.  

Kumar Naresh and  Rose Raduan Chri (2012).The impact of knowledge sharing and  Islamic work 
ethics on innovation  capability.Cross cultural management..An international journal ,vol 
(19),No.(2), page (142-165).   

Lafta, A. H. 2007. The level of job performance of agricultural extension workers in the general 
board of agricultural extension and cooperative. Iraqi Journal of Agricultural Science, 38(4), 10-
16.  

Lafta, A. H. 2009. Constraints to technology transfer as viewed by extension farmers. Iraqi 
Journal of Agricultural Sciences, 40(4), 86-91.  

Lafta, A. H. 2011. Factors affecting work motivations and their relationship to performance. Iraqi 
Journal of Agricultural Sciences, 42(2), 103-110. 

Lafta, A. H. 2011. Trends in agricultural extension workers towards the profession of agricultural 
extension.  Journal of Kerbala University, 9(2), 292- 298. 

Lafta, A. H. 2016. Conceptualizing workplace conflict from diverse perspectives. Journal of 
Business and Management, 18(1), 49-53. 

Lafta, A. H., & Alwan, M. F. 2012. Satisfaction of farmers benefiting from the training centers 
and farms indicative of its. Diyala Journal of Agricultural Sciences, 4(1), 235-247. 

Lafta, A. H., & Jasim, M. 2016. A synthesis of research paper in adult learning literature. Journal 
of Business and Management, 18(1), 45-48.  

Lafta, A. H., Challob, M. A., & Ridha, B. A. J. 2021. Study on major constraints and problems 
facing the agricultural extension workers in Iraq. Annals of the Romanian Society for Cell Biology, 
25(4), 8440-8447.  



 
 
 

4690 
 

Ann. For. Res. 65(1): 4668-4691, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 

© ICAS 2022 

Lafta, A. H., Jasem, S. D., & Hamad, T. N 2007. Job satisfaction of agricultural extension workers 
in Iraq. Iraqi Journal of Agricultural Sciences, 38(5), 24-33. 

Lafta, A. H., Man, N., Salih, J. S., Samah, B., Nawi, N., & Yusof, R. 2016. A need for investigating 
organizational climate and its impact on the performance. European Journal of Business and 
Management, 8(3), 136-142. 

Lafta, A. H., Mazher, S. H., & Khamees, A. A. 2007. The level effect of organizational climate on 
workers in the general board of agricultural extension and cooperative in Iraq. Iraqi Journal of 
Agricultural Sciences, 28(5), 15-23. 

Lafta, A. H., Norsida, M., Khamees, A., Bahaman, S., Nawi, N., & Yusof, R. 2017. Extension 
workers' perception of organizational environment and job satisfaction in agricultural organization 
in Iraq. International Conference on Agricultural Extension (AGREX’17) Universiti Putra 
Malaysia. University Community Transformation Centre, 1 (1), 125- 132.  

Lafta, A. H., Salih, J. M., binti Man, N., Samah, B. A., & Malaysia, P. 2016. Adult learning and 
lifelong learning and their socio-economic contribution. Information and Knowledge Management 
Journal, 6(1), 113- 118.  

Lameck Wilfred Uronu (2022).The influence of ethical leadership in the delivery of agricultural 
advisory services in Tanzania local government authorities Public Administration and Policy Vol. 
25 No. 1, pp. 78-88 Emerald Publishing Limited 1727-2645.DOI.10.1108/PAP-05-2021-
00.Morogoro,Tanzania. https://www.emerald.com/insight/2517-679X.htm 

Lilo Mazen Rady (2012).Administrative Law,University Press.1st print, House of Culture for 
Publishing and Distribution. Riyadh, Saudi Arabia.https://ao-academy.org/2006/08/550.html  

Mahdi  Saher Abdel-Kadhim (2013).Administrative corruption, its causes and effects, and the most 
important treatment methods. https://hrdiscussion.com/hr9597.html  

Mahmoud, Y. A. Lafta, A. H., & Fayadh, S. U. 2009. Knowledge level of side damages of 
horticultural growers when using excess fertilizers. Iraqi Journal of Agricultural Science, 40(6), 
101-107. 

Mahmoud, Y. A., Lafta, A. H., & Fayadh, S. U. 2010. The reality of use of fertilizers by farmers 
in the district of orchards Tarmiya– Baghdad and the degree of knowledge of their risks. Iraqi 
Journal of Agricultural Sciences, 8(4), 281-288. 

Najim Abboud Najim (2015). Management Ethics in a Changing World, Arab Organization for 
Administrative Development, Qadisiyah, Kuwait. https://www.example.edu/paper.pdf  



 
 
 

4691 
 

Ann. For. Res. 65(1): 4668-4691, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 

© ICAS 2022 

Razzaq, A. A. A., Fadel M & Lafta, A. H. 2010. Achievement motivation of students in agriculture 
college/university. Diyala Journal of Agricultural Sciences, 2(1), 76-87. 

Ridha, B. A. J., Challob, M. A., & Lafta, A. H. 2020. Agricultural extension system industrial 
managers in the light of their training needs to face job stress-A field study. AIP Conference 
Proceedings, 2292(1), 030010 - 030011.  

Sabourin Vincent (2015).Strategy execution: fire drivers of performance..Journal of Strategy and 
Management;Volume;(8),No.(2),page;(12-20).Montreal Canada. 

Sakarneh Bilal Khalaf (2012).Work ethics circle in managing the mental image of business 
requirements, a field study of Jordanian communication companies, Journal of Baghdad College 
of Economic Sciences University, No. 33, Newspaper,373-407.Baghdad- Iraq.  

Saleh, J. M., Man, N., Lafta, A. H., Salih, M. H., Latiff, I. A., Nawi, N. M., & Mohammed, S. J. 
2015. Needs of farmers for guidance publication to the development of agricultural extension in 
Anbar, Iraq. Journal of Economics and Sustainable Development, 6(24), 51-59. 

www.worldcat.org/title/professional-dominance-the-social-structure-of-medical-care/oclc/90300   

Yaghi Mohamed Abdel Fattah (2012).Ethics in Management, Wael Publishing House, First 
Edition, Amman,Jordan. 

Younis Mufeed Thanoun (2010).The Impact of Corruption on the Government’s Economic 
Performance, Al-Rafidain Development Journal, Volume (32), No. (1), page (243-263). College 
of Administration and Economics / University of Mosul, Nineveh/Mosul-Iraq.  
 


