
The administrative structure of agricultural extension workers and its role in job performance in Iraq
Abstract 
Despite its quiet influence, how farm advisors are managed shapes who talks to whom - steering duties in ways that quietly align with farming progress. Behind each assignment lies a system nudging effectiveness, smoothing cooperation between offices while staying alert to what growers face daily. Instead of numbers, voices tell the story here - interviews uncovering patterns within Iraq's extension frameworks through careful observation and open-ended reflection. One way they reached their goals? Through a questionnaire. Mostly, folks involved were farm advisors - about seven out of ten - from Baghdad’s Extension and Cooperation team during fall 2025; ninety one took part. To check how well jobs matched office setups, researchers built a measuring tool. Two main parts made up that system. One section looked at how well the office setup works for staff, broken into 79 points across nine areas. With scores on relevance running from zero up to two hundred thirty-seven. Then came the segment about giving workers real influence in their roles - checking consistency meant polling others beyond the main group. Researchers applied the Feckernbach method, landing on figures of eighty-six percent and eighty-nine out of a hundred. Results suggested the farm training department’s management layout fits poorly with what most field officers need. The system struggles to grow stronger over time. People feel held back from using their full skills. Messages flow only downward. Tech tools hardly appear in daily tasks. A closer look showed almost no strong ties to similar farming organizations. Not much gets done without better support - motivation runs low, power stays centralized, and workplace conditions fail many. What stands out is how the system fails its people - rules get in the way more than they help. Too often, daily tasks hit roadblocks because leadership doesn’t match what fieldworkers actually need. Fixes came up after seeing these issues: changes aimed at smoothing operations and lifting barriers. When management works right, teamwork across units improves. Clarity grows around who does what. Choices become smarter when structure backs them instead of blocking progress.
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1. Introduction
Out there where things run smoothly or fall apart quietly, how people are led shapes everything. Starting at the top, handing out jobs so each person knows what fits them - that keeps groups steady, big ones, small ones, any kind you find. When systems work well, whole communities move forward. Not working? Then things stall without noise. Getting the most from teams means matching skills to duties while spelling out who does what. Behind every group that reaches its target, there sits structure - quiet, firm, laying down lines no one mistakes. Clear paths equal better results, especially when purpose stands visible[5]. Efficiency rises not by accident but design, shaped around knowing exactly who handles which piece [11].
Some experts point out how crucial it is to have clear systems in place for running things. Without a solid setup, efforts easily become messy, drift off course, because there’s no steady method guiding them [10]. Success in building the right structure ties closely to shaping a workplace that fits, where daily operations match long-term aims. When companies pick formats that don’t fit their needs, problems usually follow [13].
Picture a workplace where rules are clear but not rigid. Where roles differ widely yet fit together somehow. Power might sit at the top, or spread around loosely. How people talk matters - direct, layered, quiet, loud. Some places grow talent well; others barely try. Tools and tech either free up time or pile on clutter. Who decides what shifts slowly - or stays locked down. Adaptability shows when pressure hits. Watch how feedback loops tighten or dissolve. When things align, work flows without shouting about results. People invent quietly because space exists. Effort rises not from rewards but from rhythm. Careers stretch longer when support feels real. Workers aren’t gears - they shape outcomes daily. Without them, goals vanish like smoke. Smart leadership now means growing minds, not just checking boxes. Learning sticks better when practice leads theory. Skill builds through doing, failing, trying again. Professionalism grows in soil tended often [4].
One way workplaces operate today gives team members real control over their work. This method matters a lot in how groups plan and respond to change [6]. For clearer meaning, Muktar and others [9] explain it as leadership actions shifting power down through the ranks. In much the same way, Saleh with Elhamoly [12] see it boosting drive among staff when responsibility moves closer to those doing the tasks.
Right now, plenty of workplaces are choosing to give staff more control at work - a move built on trust and shared input when choices get made. Instead of old-style top-down structures, open conversations and solid connections help shift power closer to those doing the jobs [7]. One reason this happens? Companies must react faster to shifts outside their walls. Peeling away layers of middle oversight makes that easier. Resources stretch further when people closest to tasks make calls. Top leaders then spend less time fixing daily issues, turning attention instead toward long-term direction [7].
Melhem [8] says job empowerment involves several parts, such as mutual trust inside the company, working together in groups, inner drive, having a say in choices, power to act, surroundings at work, also steering one’s own tasks. Many studies show how a company’s design links closely to how much freedom workers feel they have. As an example, Ali, Khames, et al. [5] saw that certain features of how a business is built shape whether staff join decisions or get trusted with responsibilities. In like manner, Tran and Ye Zhuang [15] noticed that where control sits, how complex things are, plus how people exchange information tie clearly to how able employees feel to do their best. On top of that, Al-Rumaihi [1] pointed out that being adaptable, growing performance skills go hand in hand with rules set down formally, giving up authority, forming confidence, along with helping workers watch their own progress.
A report from 2018 showed how the way farming advisory services are run in Iraq tends to lower staff productivity. One reason seems to be unclear expectations about what workers should do each day. Despite having hands-on knowledge, many employees find it rarely gets used. Instead, the system around them feels disconnected from real farm-level needs. Oddly enough, there was no strong link seen between how centralized decisions were and how complex things got. Another analysis later confirmed similar patterns - some parts of how these offices are built just don’t help them function better. A few staff get a say when choices are made. Authority often stays too tightly held instead of being shared out. Some leaders hold more power than they need. Gaps show up in how teams grow skills and manage themselves at every level. Coordination falters between the main farming advice office and local offices across regions [14]
Facing many hurdles, the extension administration in Iraq shares struggles similar to other local bodies. Old ways of handling tasks mark its daily operations, while outdated processes slow progress just as much. A quota system, introduced after 2013 changes in governance, adds red tape along with tech shortcomings. Because of these conditions, researchers turned their attention to specific questions needing answers
What score do field staff give their organization's setup? Behind the scenes, does it help or hinder what they must do each day?
Right now, how much freedom do workers in the extension department actually have when it comes to key parts of their jobs?
Job empowerment among extension workers - could it hinge on how well the admin setup fits their needs? Might depend less on policy and more on daily workflow alignment. Picture mismatched systems slowing down field decisions. Then again, smooth structures may quietly boost control over tasks. What feels like autonomy might actually trace back to design quirks in management layout. A closer look at hierarchy rhythm could reveal hidden links.

Objectives 
2.1 First
Looking at how well the system runs starts with checking its structure. One way into that? Seeing how tasks move through offices. What happens when rules meet real work shows up in daily routines. Where authority sits becomes clear during decision moments. How people communicate tells a story about flow. Speed of responses gives clues about design. Gaps appear when duties overlap or vanish. Performance often hinges on unseen routines. The whole setup reveals itself under pressure
Looking at whether the system fits those doing outreach work. Does the setup help them do their jobs clearly. The way things are run - does it support these roles properly. Structure in place - can it handle staffing needs smoothly. Staff tasks lined up with office rules. Organization backing field staff effectively. Workflow matches job demands most days. System built around real daily needs of workers out front.
How farm advisors are managed often mirrors how offices run. Not every rule matches up cleanly though. Some routines fit neatly into standard frameworks. Others drift outside typical setups. Matching methods to systems shows uneven results across regions. Structure shapes actions, even when people do not notice. Daily tasks sometimes echo official designs closely. In some places, the link stays strong. Elsewhere, it fades without warning.
Running things right depends on how the setup shapes up. What matters is whether farm advice systems work within their own framework. Structure guides what happens behind the scenes. How roles split up makes a difference in real tasks. Clear lines affect who does what. Size of teams shifts how fast actions spread. Decisions travel differently based on layers above. When authority sits too high, responses slow down. Who talks to whom changes outcomes quietly. Systems breathe easier when flow stays open. Rules shape behavior without saying much. Power moves where trust goes first
Every now and then, growth shows up where effort meets chance. Learning keeps moving forward because people choose to stretch beyond what they know. Improvement hides in daily choices, not grand plans. Small steps add up when nobody is watching closely. Progress thrives where curiosity outlasts comfort.
Operational complexity sits alongside rigid procedures, one feeding into the other. Decision-making power tends to cluster tightly in specific areas. Procedures often resist change, even when adjustments make sense. Power stays centralized, limiting flexibility across operations. Complexity grows heavier where rules are fixed and choices are few.
What stands out is how well the group uses its people, weaving tech naturally into daily workflows. Not every team manages that balance - here it feels smooth, almost second nature. Tools do not overpower tasks; instead, they support what workers already do. People stay at the center, while digital aids slip quietly into routines. Efficiency rises without drawing attention to itself. Progress shows up in small steps, steady rather than sudden.
Inside talk works well - yet confusion can slip in when jobs and duties aren’t spelled out clearly.
Working together shows how teams connect across departments. Links between groups shape what gets done inside and beyond the main body. How tightly these networks operate depends on shared goals. Outside partnerships often influence internal choices. Coordination thrives when communication flows without delays. Strong ties form through repeated contact over time.
2.2. Secondly
2.3 third objective assess job empowerment levels
Now comes the third aim - checking how much control farm advisors actually have in their roles across the extension system. To see this clearly, attention turns to five separate aspects that shape what empowerment means on the job
Delegating Authority
Second: Self-motivation
Perceived Job Value
Fourth: Work environment
Fifth: Organizational loyalty
2.4 Fourth Objective Examine How It Relates to Administrative Setup
It aims to see if how suitable the admin setup feels connects to how much control staff feel in their roles. Whether extension workers think the system works might shape their sense of authority on the job. A fit between belief in structure and personal power could be at play here. Feeling backed by the organization may link to how freely they act in their work. The way people view leadership might mirror their own workplace freedom. What folks expect from management might show up in how empowered they feel doing tasks.
2.5 Research Hypothesis
Aiming at these goals, one idea takes shape through study. This thought comes from what needs testing next. It stands on its own when looking closely. What follows builds from that base without adding extra claims
One look at the data shows how views on management setup tie closely to how much control staff feel in their roles. Workers who see rules as fair also tend to report higher influence day to day. Where leadership feels balanced, personal authority often rises too. A sense of fit in office design links to stronger say in decisions. When systems appear logical, people act more independently. Clear frameworks go hand in hand with confidence in making choices. Feelings about workflow match patterns in autonomy levels.

2.6. Research importance
1. One reason this study matters shows up right away. What stands out comes down to a few clear things. Another part that grabs attention ties into real world effects. A closer look reveals how it shifts understanding. Some outcomes point directly to practical value. Each piece adds weight without needing extra explanation. Reasons build on one another, quietly
2. Right now, extension organizations run on a setup that might not fit what they actually do. This look into things checks whether the way offices are built lines up with the help they give farmers. When the framework works, staff can act more freely in their jobs. Where it does not, people feel held back doing daily tasks. How much power workers have often ties back to how well the system supports them. Structure shapes motion, even when no one plans it that way.
3. This research offers a full picture - mixing ideas with real-world use - that links how well government setups fit with how much freedom farm advisors actually feel on the job.
4. What makes this study stand out? It’s uncommon. Few others have looked at how the way extension organizations are run connects to how well they perform. This work fills that gap, showing a clear link where little evidence existed before.
3. Materials & Methods
3.1. Research Methodology
A close look at the research issue shaped how this work moved forward, using analysis to check each hypothesis step by step. Chosen because it delivers clear facts, the technique peeled back layers of the Agricultural Extension Organization's setup. How well that system supports outreach tasks came under review, along with whether it strengthens those doing fieldwork inside the group.
3.2. Research Population and Sample
Out of every ten workers, seven were picked without any pattern - this group came from a team of 130 people who give farming advice across different sections. These individuals work under the Agriculture Outreach Unit, where everyone helps farmers learn new methods. From that full number, exactly ninety one took part after being chosen purely by chance.
3.3. Scale building
Looking into past studies and science papers tied to the subject, the team built a tool meant to judge how well an admin setup works in outreach groups. Because it checked different sides of management design - while also including ways to see how much real authority farm advisors have - the first version seemed to make sense. After that, specialists in leadership, human behavior, and farming support programs looked at it, sharing thoughts on its parts. At first, it held 79 questions split into nine areas, every one rated on a four-option scale: strongly agree, agree, unsure, disagree. Starting at zero, each positive statement got a score - either 0, 1, 2, or 3 - with higher numbers meaning stronger agreement; meanwhile, answers on negative statements flipped those values. Because of that shift, when everything was added up, the lowest possible result stayed at 0 while the highest reached exactly 237.
A new tool with 41 parts was built to check how much power farm advisors feel in their jobs, grouped into five key areas. Each part matched the structure used earlier to test if the method fits its purpose well. So, people could score anywhere between zero and one hundred twenty three points on this measure, shown clearly in Table (2). For testing consistency, a small trial ran first, pulling participants directly from the group meant for full study. A score of 0.86 showed up on the appropriateness tool when checked through the Fakronbakh method, while the empowerment version reached 0.89. High consistency stands clear across both measures after that look.

Table 1:  Degrees of stability of scale suitability and functional empowerment.
	Variable
	No. Axes
	No.  Paragraphs
	% . Stability

	The suitability of administration structure of guiding organization
	9
	79
	86%

	Career	Empowerment for Agricultural Extensions
	5
	41
	89%



3.4. Data collection
From September 2025, information came directly from staff working in the extension system. Though built around two core parts, the survey tool shaped how responses were collected. One part looked at how well the organization’s management setup worked - this included 79 points across nine themes. Instead of blending topics, it kept each area separate and clear. Another portion tapped into how much authority field agents actually had in their roles, using 41 distinct statements split into five categories. Each question aimed to reflect real conditions, not ideals. Overall, the method relied entirely on written feedback from those doing the work. Despite its size, every piece fit within a practical framework meant to capture specific insights.

4. RESULTS & DISCUSSIONS
4.1 Assessing Fit of Admin Structure in Extension Org
1. This review looks at one main thing
A different way to look at how well the office setup works for staff in outreach roles. Structure shape matters when people do field-based tasks across wide areas.
Scores from the group of ninety-one people fell between eighty-eight and two hundred two, measured against a maximum of two hundred thirty-seven, landing on one hundred eight point zero three as the middle mark. Looking at Table (2), more than seven out of ten saw the setup of office systems as just so-so or worse. A full third thought it matched their workplace badly. Just one in five found it worked well for them.
Respondents Evaluate Farm Advisory System Setup
Table 2: Respondents' Assessment of the Adequacy of the Agricultural Guidance Administrative Structure
	Suitability
	Number.
	Percentage

	Low / less than 88 degrees
	30
	33 

	Medium /  (88-126) degrees
	43
	47

	More high / 126 degrees
	18
	20

	Total
	91
	100%



2. It turns out many staff see problems inside the Agricultural Extension Department when it comes to how things are run. Looking at Table (3), quite a few people said the setup doesn’t help workers do better or make tasks smoother. Instead, routines feel tangled up - too top-heavy and rigid - with little real progress in training teams or using tools well. Jumping to Table (4), clear gaps show up again: folks notice talent isn’t being used right, machines aren’t fully brought into daily work, especially where management design is concerned. On top of that, messages within management often dragged on too long. Some workers weren’t clear where their duties began or ended - boundaries blurred across teams. Not just that, cooperation between key departments limped along at a low pace. Tasks required more handoffs than usual, yet alignment stayed loose. Partnerships with outside offices barely kept rhythm, moving out of sync most days. What slipped through wasn’t always caught quickly either.
Table 3: Distribution of respondents by their assessment of the appropriateness of each dimension of the administrative structure
	Respect
	Axis
	High
	Percentage 
	Medium
	Percentage
	Low
	Percentage

	1
	Organization ability
to develop performance 
	22
	24
	38
	42
	31
	34

	2
	Central.
	17
	19
	42
	46
	32
	35

	3
	Official.
	16
	17
	41
	45
	35
	38

	4
	Complexity
	18
	20
	43
	47
	30
	33

	5
	Exploitation	of	human
resources.
	17
	19
	40
	44
	43
	37

	6
	Technology Used at work
	20
	22
	41
	45
	30
	33

	7
	Management of
Communication Efficient
	23
	35
	39
	43
	29
	32

	8
	Powers and functions
	16
	18
	41
	45
	34
	37

	9
	links of Organizational 
	-20
	22
	43
	45
	28
	31


3. A look at how well the farm advisors’ management setup works, when checked through each of its main parts
A fresh look at how well the farm advisory team can do its job better
Looking at the numbers from Table (4), it becomes clear the organization struggles to boost how well it runs. Not much progress shows up when checking how farm outreach leaders manage internal changes. There’s no solid plan guiding daily work, so people get hired but roles stay unclear. Over time, teams grow bigger without real purpose. From Table (5), another pattern emerges - leaders haven’t set long-term goals worth following. Structure expands, yet nothing meaningful gets built. Many in charge seem underprepared, their backgrounds light on field expertise. Hired more for loyalty than skill, they carry titles without depth behind them.
Table 4 lists of the paragraphs concerning the organization's capacity for performance improvement, ordered by their arithmetic mean from highest to lowest.
	Respect
	  Paragraphs
	Mean
	Rank

	1
	The management organization keeps pace with the development of the world's administrative system and strives to catch up with it.
	1.54
	6

	2
	Seeks to develop work" became "committed to continuous professional development
	1.68
	8

	3
	Plans to create new jobs" became "actively pursues the creation of new employment opportunities
	1.52
	5

	4
	Optimal use of administrative competencies
	1.32
	1

	5
	Deliberately accumulated employees in a department
	1.45
	4

	6
	The organizational structure of the Agricultural Extension Department was instrumental in the unification of the efforts of the agricultural extension agents.
	1.62
	9

	7
	The Agricultural Extension Department is known for delivering high-quality services to both its staff and stakeholders
	1.72
	11

	8
	the department's organizational structure currently lacks a clear, defined strategy.
	1.40
	3

	9
	Despite this, the existing framework is flexible enough to accommodate fundamental changes with relative ease
	1.74
	10

	10
	the current staffing structure ensures that all assigned tasks and responsibilities are fully covered.
	1.74
	10

	11
	The managers of Agricultural	extension	adjust	the administrative structure through an in-depth study.
	1.39
	2

	12
	The relationship between the parties in the Guidance Department's senior management is marked by incompatibility and ongoing conflict.
	1.55
	7



b- Looking at Table (5), most people who answered feel their jobs in the extension group are very complicated. Because every staff member must send ideas and feedback up the chain, things get layered. Higher-ups make nearly all choices, so workers depend heavily on them. Planning tasks and deciding objectives happen only through top-level leaders. Control over frontline decisions stays tight, adding more stiffness. The result feels tangled, yet fixed in place.
Looking at how strict things are, Table (5) shows most people see clear rules running the place. Every rule gets written down, passed along as official notices, shaped by laws that guide what staff can do. How tasks get done stays the same everywhere, spelled out in step-by-step guidance. People also said control comes from the top, where nothing moves unless bosses sign off first. Power doesn’t spread outward; it sticks to one path. Messages travel only downward, never looping back up.
What you see in the structure today comes from deep-rooted habits built over time. Because old routines stick, change rarely takes hold. Without solid research to guide updates, improvements stall. Leaders who arrive often do not stay long enough to make a difference. Their grasp on how organizations truly function tends to be shallow. Expertise gaps show up clearly when decisions pile up. One after another, weak foundations repeat themselves. Real movement forward gets blocked by repetition, not design. Shifts fail to catch momentum due to scattered focus. The system runs on memory, not method. Progress stumbles where learning should lead. Little changes because little is questioned. Experience does not always shape choices made here. Time passes without deeper understanding taking root.
Table 5: Mean Values and Rank Order of Central, Formal, and Complexity Paragraphs
1- Paragraphs (central degree)
	Respect.
	Paragraphs (central degree)
	Mean
	Rank

	1
	Interdepartmental collaboration—including between core divisions and extension units—is governed by clearly defined regulations
	43.1
	4

	2
	Agricultural extension work is characterized as centrally coordinated
	33.1
	2

	3
	allowing for certain decisions to be made without seeking approval from higher authorities.
	31.1
	1

	4
	However, task implementation remains tightly monitored
	55.1
	5

	5
	all procedural reports must be submitted to the departmental director
	60.1
	7

	6
	The organizational framework of the Agricultural Extension Department supports the delegation of authority
	59.1
	6

	7
	while administrative communication primarily flows from the top down.
	1.38
	3

	8
	Communication, instructions, and operational protocols are documented in written form
	1.38
	3


2- Paragraphs (official degree)
	Respect.
	Paragraphs (official degree)
	Mean
	Rank

	1
	Governance: A strict legal framework governs employee behavior,
	40.1
	4

	2
	power structures defined by administrative orders.
	38.1
	3

	3
	Operations: The operational style is formal, relying on specific instructions to carry out procedures under close supervision.
	29.1
	1

	4
	Discipline: Penalties for misconduct are transparent and universally known.
	42.1
	5

	5
	Continuous and careful supervision of work procedures.
	52.1
	6

	6
	The culture is predominantly formal, with daily tasks carried out according to specific directives and continuous oversight
	58.1
	7

	7
	Management: Decision-making is top-down; senior management plans, and staff implements.
	32.1
	2

	8
	Collaboration: Departmental isolation often creates barriers to interdepartmental communication.
	61.1
	8



3- Paragraphs (complexity degree)
	Respect.
	Paragraphs (complexity degree )
	Mean
	Rank

	1
	Decision-making within the department is centralized
	38.1
	2

	2
	employees deferring to senior leadership.
	39.1
	3

	3
	Objectives and program planning are exclusively determined by upper management
	49.1
	5

	4
	the scope for delegating authority is severely restricted
	51.1
	6

	5
	Operational procedures are heavily shaped by directives from officials
	41.1
	4

	6
	contributing to the complex nature of the work
	56.1
	8

	7
	any employee input must be channeled through top management
	36.1
	1

	8
	also required to approve even the most routine or minor matters.
	53.1
	7

	9
	The organization's numerous administrative levels create a bureaucratic environment
	39.1
	3



C. A close look at Table (6) shows the group struggles to make the most of its people. Training gets little attention, which affects how well farm advisors grow in their roles. Most staff do not hold higher credentials, pointing to gaps in skill building. Advancement often skips thorough reviews, relying instead on unclear standards. Workers say hiring practices miss the mark when it comes to bringing in top talent. The way things are run today does not pull in experts easily.
Looking at how tech fits into everyday work, numbers from Table (6) show usage is medium yet slipping over time. Many staff members do not have enough digital know-how, which slows down getting things done. On top of that, designing, rolling out, and reviewing outreach efforts still depends on old-fashioned approaches, dragging overall performance down even more. 
Table 6 Descriptive Stats HR Exploitation Tech Use
Factor 1: Organizational Capacity for Human Resource Utilization 
	Respect
	Organization's ability utilize of human resources
	Mean
	Rank

	1
	The Agricultural Extension Department places a high priority on workforce excellence, striving to recruit exceptionally qualified individuals.
	71.1
	7

	2
	This is supported by an internal structure that ensures the optimal deployment of human expertise
	48.1
	5

	3
	The Agricultural Extension Department actively seeks and develops a highly skilled workforce.
	36.1
	3

	4
	Its organizational structure is strategically designed to leverage the full potential of each employee's abilities.
	41.1
	4

	5
	Only after successfully completing a demanding testing process are agents permitted to lead public campaigns, a standard that upholds the organization's reputation for high qualification.
	35.1
	2

	6
	To foster continuous growth, the department runs regular training programs aimed at boosting employee performance on both a scientific and professional level.
	54.1
	6

	7
	This commitment is backed by a considerable annual investment specifically for training and upgrading the skills of its agricultural extension agents.
	34.1
	1



2-Using of technology within the organization
	Respect
	Using of technology within the organization
	Mean
	Rank

	1
	The organization integrates modern technology as a core component of its operational strategy to achieve its mission.
	72.1
	8

	2
	As a pioneer in its field, the Guidance Organization is equipped
	54.1
	5

	3
	state-of-the-art equipment and a robust, modern network that connects all its advisory departments
	55.1
	6

	4
	Staff members possess advanced technical skills, enabling rapid task completion and efficient workflows.
	33.1
	1

	5
	This technological infrastructure facilitates quicker, more informed decision-making.
	36.1
	2

	6
	The technology used made it easier to make important decisions quickly.
	45.1
	3

	7
	the Agricultural Extension Department demonstrates adaptability by leveraging these modern tools to plan
	49.1
	4

	8
	implement, and enhance its extension programs.
	75.1
	7



D. This part looks at how well office messages work, while also checking where power and duties start to blend together.
Despite what Table (7) reveals, communication inside the extension setup runs at just an average pace, leaning more toward decline than progress. Flowing mostly one way - from top to bottom - it rarely loops back up through feedback from field staff to leadership. Opinions seldom travel far beyond their starting point. Messages crawl across layers instead of moving freely, slowed by too many ranks in between. Each added level acts like another wall blocking clear contact.
Some people said the group’s management does not divide work or power well - answers showed it was only somewhat okay at best (Table 7). Because roles are unclear, many farm advisers do little useful work. Their pay sometimes costs more than what they actually deliver. Efforts often overlap, one person doing what another already covers. Workers get assigned jobs outside their skills. This confusion makes reviews uneven, some judged harsher without good reason. Power struggles pop up when no one knows who should decide what (Table 8).
Table 7: Mean Scores and Rank Order of Paragraphs Pertaining to Administrative
1- Communication Efficiency and the Degree of Functional Overlap
	
Respect
	Efficiency of administrative communication
	Mean
	Rank

	1
	Rigid organizational structures within the Guidance Department hinder open dialogue between management and staff.
	67.1
	7

	2
	The Guidance Department's positive atmosphere is driven by effective administrative communication.
	59.1
	6

	3
	Efficient communication between management and employees accelerates workflow in the Guidance Department.
	67.1
	7

	4
	Strong inter-departmental communication is the foundation of the Guidance Department's cohesion.
	43.1
	3

	5
	Multiple layers of management complicate and slow down administrative communication.
	51.1
	5

	6
	Internal communications are generally slow and unproductive.
	46.1
	4

	7
	Information typically flows one-way: from the top down.
	29.1
	1

	8
	Employees maintain strong, open lines of communication with senior management to share feedback.
	35.1
	2


2- Overlapping of powers and functions
	Respect.
	Organizational Structure and Role Clarity
	Mean
	Rank

	1
	Ambiguity and Duplication
	
	
	
	
	37.1
	5

	2
	There is a lack of adherence to official job descriptions
	52.1
	9

	3
	leading to a conflict of authority and frequent overlap in tasks.
	62.1
	10

	4
	Inconsistent Supervision
	22.1
	2

	5
	creating confusion and undermining a unified chain of command.
	52.1
	9

	6
	A significant number of staff are assigned to duties outside their area of specialization, leading to inefficiency.
	48.1
	7

	7
	Despite having adequate staff numbers, work is not balanced. Some employees are overworked with duplicative tasks
	31.1
	3

	8
	others remain idle due to the absence of defined roles.
	45.1
	6

	9
	The lack of clear functions and an over-concentration of duties on specific
	50.1
	8

	10
	individuals results in many inactive employees who are not held accountable.
	20.1
	1

	11
	Performance reviews are conducted without clear functional benchmarks, making the appraisal process arbitrary and biased.
	32.1
	4



E: Links between groups inside and outside the organization
Looking at Table (8), the data shows weak connections between the organization and key partners. Not surprisingly, ties to farming groups mostly happen through casual contact. What stands out is how little teamwork exists with universities. Average response scores confirm that structured partnerships are rare. Instead, most engagement feels unplanned. A pattern emerges where formal collaboration takes a back seat. Rarely do shared projects with schools show up in the results. Behind the numbers sits a reliance on personal touch rather than official channels. Little effort seems directed toward building strong academic links. Without steady coordination, outcomes stay limited. The overall picture points to missed opportunities.
Still, numbers show few voices from farm study hubs, agri-schools, or support services shaping how outreach efforts take form, run, or get reviewed. What adds weight? Poor links with research groups - often because no regular teams exist, nor temporary ones formed when needed.
Table (8) the arithmetic means and ranking of items related to organizational linkages with relevant bodies.
	Respect
	
Organizational Interconnections and Collaboration
	Mean
	Rank

	1
	A significant degree of interdepartmental coordination is evident.
	66.1
	7

	2
	In contrast, the linkage between the Department of Extension and Agricultural Research is reportedly fragile.
	48.1
	5

	3
	There is an absence of collaborative engagement with agricultural educational bodies.
	39.1
	2

	4
	To ensure synchronized efforts with agricultural research, permanent joint committees have been established.
	42.1
	3

	5
	Interactions with mainstream agricultural organizations typically occur through informal channels.
	28.1
	1

	6
	Key stakeholders—including members from agricultural research, agricultural colleges, and various agricultural services—participate in shaping and executing extension initiatives.
	42.1
	3

	7
	The Agricultural Extension Department relies heavily on the support of agricultural research and services to fulfill its objectives.
	46.1
	4

	8
	The communication and coordination with agricultural equipment suppliers and agricultural research entities have proven to be effective.
	45.1
	6



4.2. Secondly: Determining the level of functional empowerment among agricultural extension personnel within the extension organization.
From 42 up to 104 - that's where the answers fell, according to those working within the Department of Agricultural Extension. Each number came from a checklist built on 41 points, split into five main areas. The whole thing could go as high as 123, if every box had been ticked. Numbers like these show how much power people actually have in doing their jobs.
Looking at Table (9), nearly four out of five people feel they have only some or little power to do their daily work. A third of those surveyed said they felt especially limited in what they could decide on the job. What stands behind this sense of being held back seems tied to how management operates - alongside how tasks are set up in the Agricultural Extension Department - both often falling short when it comes to backing staff fully.
Table 9: Distribution of respondents by number and percentage according to their level of job empowerment.
	Respect
	Level of Employment.
	Number .
	Percentage 

	1
	High more (63) degrees.
	19
	21

	2
	Medium (42-36) degrees.
	44
	48

	3
	Low less (42) degrees.
	28
	31

	4
	Total
	91
	100%



4.3. Third: Identifying the level of job empowerment among agricultural extension workers in the extension department 
What stands next is figuring out how much control farm advisors feel in their roles, broken into parts. One part looks at who hands down responsibilities. Another touches on inner drive to act without being pushed. Then there's whether the work feels meaningful to them personally. The surroundings they operate in matter too. Loyalty toward the agency ties it together somehow. Most people who answered said the farm advice office did little to help workers grow stronger at what they do. Without push from government leaders, effort faded. Workers felt less driven when no real support showed up. Doing daily jobs became harder without encouragement standing nearby.
A little more than thirty percent saw the department as holding back on passing down real responsibility. Work freedom seemed blocked, not opened up by management actions. Motivation from within staff? That spark wasn’t being lit through current practices. Worth felt low among team members doing field outreach. The mood around offices leaned heavy - more draining than energizing. Tasks piled up under a cloud of disinterest fed by surroundings. Effort dipped where support should have lifted it.
Table (10): Distribution of Respondents by Number and Percentage According to Each Dimension of Job Empowerment
	Respect
	Axes.
 Career	Empowerment

	High
	Pre.
	Medium
	Pre.
	Low
	Pre.

	1
	Empowering Through Trust
	18
	20
	44
	48
	29
	32

	2
	Finding Personal Drive
	14
	15
	46
	51
	31
	34

	3
	A Tangible Impact
	21
	23
	46
	51
	24
	27

	4
	A Positive and Supportive Space
	12
	13
	49
	54
	30
	33

	5
	A Deep-Seated Partnership
	24
	26
	45
	50
	22
	24



Looking at how much power farm advisors actually have, every part of the measurement tool was checked one by one. Once averages were worked out for each point, it became clear that these workers get very little real control. They cannot fix problems on their own; instead they must ask their boss before doing anything different. Besides that, the team meant to guide them gives no chance to lead others or take charge in projects. Workers find themselves stuck when trying to decide things alone about daily duties. What little permission they do receive falls short when carrying out even basic job requirements.
When it comes to staying driven, farm advisors often find little backing from their supervisors. Low pay chips away at their willingness to stay involved. Instead of clear rewards, effort goes unnoticed too often. Because of this, many feel stuck rather than inspired. Tasks pile up without proper guidance or feedback. Rarely do they get chances to grow through training or new challenges. Without praise, even small wins fade fast. Support systems are thin, making progress harder than it needs to be. Workers show up, yet feel overlooked week after week.
Frustration bubbles up among farm advisors who feel their jobs fall short on personal fulfillment. Their degrees sit heavy while daily duties barely touch what they trained for. What they studied does not match what they do. Worth leaks away when effort meets mismatched expectations. Roles designed one way end up lived another. Most people who answered said chances to learn new skills aren’t open to everyone. Workers often feel held back instead of pushed forward. Not many feel free to try fresh approaches. Doing your best isn’t something the workplace pushes for. Few see room to grow where they are. Loyalty among farm advisors to the Extension Department sits somewhere in the middle ground. About three out of every four workers show decent commitment, staying fairly tied to their roles. On the flip side, one in four wouldn’t hesitate to walk away if something else came along. That weaker bond often comes with little emotional connection - leaving doesn’t weigh on them much. For these staff members, moving on feels more like shifting gears than breaking ties.
4.4. Fourth: Examining the Relationship Between the Appropriateness of the Administrative Structure of Agricultural Extension Workers and Their Level of Job Empowerment.
Looking across Table (11), we see how well the setup of management ties into how much control field staff feel in their roles. At the 0.01 significance mark, better alignment in administrative design goes hand in hand with stronger feelings of authority among extension personnel. Where the system supports growth, uses people wisely, and makes responsibilities clear, workers report higher autonomy. On the flip side, when rules are rigid or layers pile up, that sense of influence drops. Meanwhile, access to tech, smooth internal messaging, and strong external coordination each show meaningful links to empowerment - each hitting significance at the 0.05 threshold. What holds back independence often mirrors what's overbuilt or slow.
Looking at Table (11), it becomes clear how well jobs fit within a company's setup shapes workers' ability to do what they’re supposed to. When progress is constantly encouraged, people tend to feel more driven - especially if learning happens regularly and personal growth gets attention. Getting the most from each person also helps, just as using insights from solid studies does. Tools based on up-to-date tech matter too, along with knowing exactly what duties belong to which role. Clear job outlines support this even more. Working together across departments - or even outside groups - adds strength when teamwork flows naturally. On the flip side, things get harder when work environments grow tangled. Too much red tape slows everything down, while top-down control, rigid instructions, and one-way messaging take away freedom to act.
Table 11: Relationship between the appropriateness of the administrative structure dimensions for workers in the extension organization and the variable of job empowerment.
	No.
	  Axes
	Correlation
factors

	1.
	Organizational Adaptability
	**443.0

	2.
	Governance Structure
	**354.0

	3.
	formalization, and administrative complexity.
	**437.0

	4.
	Operational Efficiency
	**482.0

	5.
	Communication Flow
	**523.0

	6.
	Effectiveness of managerial communication
	**371.0

	7.
	Role Clarity
	*203.0

	8.
	decision-making authority
	*184.0

	9.
	Interagency Coordination
	**418.0

	10.
	collaboration with relevant authorities
	*196.0



5. Conclusions
Most farm advisors feel their efforts go unnoticed, rarely showing pride in what they do. Without solid support around them, chances to grow skills on the job stay slim. Little encouragement comes through from management, making it harder to care about doing well. A lack of real investment leaves many just going through motions each day. A closer look shows the extension group struggles to boost its effectiveness, even though some management skills are already in place. Without a defined path forward, progress stalls. Changes that matter rarely take root because leaders hesitate or lack tools to reshape how things run behind the scenes.
Most staff in the extension group aren’t getting enough training. Because of that, their knowledge stays behind what’s needed today. While some try to keep up, tools like software and data systems slip through the cracks. Outdated ways of running programs still dominate, even when better options exist. Without skilled people guiding efforts, progress slows down over time.
From the top, messages crawl down through layers, rarely looping back up. Information drags its feet, weighed by one-way directives. Duties blur for field staff - what they must do lacks clarity on paper. Tasks pile onto them that stretch beyond written roles. At the same time, others linger with little expected, doing even less. Work piles where it shouldn’t, gaps stay open where effort fades.
One thing the study showed was how casual connections tend to shape the way people work together inside the organization - this pattern lines up with poor teamwork when it comes to farming research and training groups. Not having a solid setup gets in the way too; most participants said they felt only somewhat, or barely, able to act on their responsibilities
6. Recommendations

Friendship at work grows when people feel safe. A steady atmosphere keeps folks around longer. Team spirit rises where bosses listen closely. Fairness spreads when everyone plays by the same rules. Respect sticks better than rewards ever could. Start fresh with how farming advice gets shared. Build the new setup using real research, not guesses. Shape training that meets official standards, making sure people do better work. Change follows proof, results grow from careful steps. Start fresh with shared control. Bureaucracy fades when power shifts closer to those doing the work. Decision roles open up, pulling staff into shaping how outreach plans take form. Procedures shrink, becoming lighter, more direct. People weigh in on both design and review, not just tasks. Authority spreads out, not down. Involvement grows where trust replaces layers.
Now think different - use today’s tools to move faster, spend less on daily tasks, while making sharper choices that actually line up with what the team aims to achieve. Start by trusting people more at work. When someone steps up, let them lead without looking over their shoulder. Praise what they do well, not just when it's perfect but also when they try. Help them grow through regular check-ins that feel like conversations, not reviews. Let learning happen on the job, not only in training rooms.
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