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Abstract

The research aims to determine the impact of Human Resources
Accounting (HRA) on employee’s performance. The research’s problem was
embodied in the lack of interest in HRA, which was reflected on the performance
of employees in the Ministry of Education; the research adopted the descriptive
analytical approach, and the research community included the directors of
departments and people at the headquarters of the Ministry of Education. The
sample size was (224) individuals from the total community of 533. The
questionnaire was adopted as the main tool for collecting data and information,
as well as the interviews that were conducted by the researcher. In order to
analyze the results of the field research, the researcher adopted a program
(Spss.v26) and included the search main premise and three sub-hypotheses were
represented by the relationships of influence. The data was statistically processed
using several statistical methods including Mean, Standard Deviation, and Simple
Linear Regression. The results of the research led to the acceptance of all the
alternative hypotheses and the rejection of the null hypotheses that there is a lack
of interest in HRA, and surely over their effect to HRA on the performance of
employees at the Ministry of Education.

Keywords: Human resources accounting, employees performance.



mailto:ghani@coadec.uobaghdad.edu.iq
https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/

Journal of Economics and Administrative Sciences Vol.27 (NO. 129) 2021, pp. 23-40

1- Introduction

The interest in HRA began as a result of realizing the importance of the HR
In organizations as a productive resource since the sixties of the last century, as
the basic idea of HRA revolves around the economic value of the HR in the
organization, which must be monitored and measured, such as increasing
productive skill through the application of education and training programs staff.
The importance of the research lies in employing HRA to maximize the
performance of employees, and one of the justifications for choosing this topic is
to explore the ability of Iraqi organizations to apply HRA and its impact on the
performance of employees. The Ministry of Education was chosen for its
importance in developing the performance of educational and teaching staff and
working to attract skilled workers and experiences from universities and their
development. The researcher faced difficulties due to the novelty of the topic,
which forced him to explain most of the paragraphs of the questionnaire to the
research community. Through the results of the exploratory study carried out by
the researchers and the results he reached, it was found that there is a weakness
in the management of the ministry in understanding HRA, in addition to the fact
that the performance of employees is tainted by many problems.

On this basis, the researcher’s directions came to study HRA and the
Employees Performance (EP) in detail and to search for ways to apply its
dimensions to each of them, and the main question of the research is that does
HRA affect the performance of employees in the Ministry of Education? The
following questions emerge from the main question:

A. What is the level of interest in HRA in the ministry under study?
B.What is the performance level of the Employees in the studied ministry?

C.Is there an impact relationship of HRA on the EP in the studied ministry?
A.The importance of the study is highlighted by shedding light on HRA and
realizing its importance in the ministry's office and its role in finding solutions
that the aforementioned ministry suffers from with regard to HR costs.

B. Focusing on the importance of the HR by focusing on the concept of HRA and
its impact on the performance of workers in the Ministry of Education.
C.Revealing the levels of HR accounting and EP within the researched
organization.

D.Realizing the importance of HRA and the performance of employees in the
organization in question.

Determining the direct effect for HRA on employee's performance, Also
the possibility of applying HRA, the extent by which it can be applied in Ministry
of Education, providing recommendations that contribute to assist managers to
enhance the performance efficiently and effectively manner, determining the level
of EP and identifying the dimensions of performance. While, the hypothesis of the
research represents a set of logical relationships for a group of variables in the
form of a qualitative or quantitative group that brings together the main features
of its potential indicators and their reflection on the reality of the organization in
guestion. The influence relationships between the variables, as the one-way
arrows indicate the influence relationships between the independent variable
(HRA) and the dependent variable (EP).
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1. Research’s assumptions
2- The main hypotheses: “there is no significant effect of HRA by excluding it in
the performance of workers and deporting them in the ministry under study?”
and branching out from the following sub-hypotheses:
A.There is no significant effect of HRA by its dimensions on the quality of
performance.
B. It does not have a significant effect on HRA by removing it from the
commitment.
C. It does not have a significant effect on HRA by removing it in the appropriate
time for work.
2. Search measurement tool methods

The table shows the main and secondary research variables and their
sequences that consist of two parts. The first includes seven dimensions of the
independent variable amounting to (27) items, while the second includes the three
dimensions of the dependent variable, which includes (13) items. The researcher
used a five-degree Likert scale to classify the answer, which ranges between (1-
5),the research measurement for HRA(Jassim, 2014: 216; Salem, 2008, 199 ;
Abiola & Adiosa, 2020:17; Wickramasinghe,2006:85; Abu Jalida, 2018: 127;
Dewi & Wibowo ,2020:2040).
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3- Research’s population and sample:

The current research was chosen on the Ministry of Education, to be the
place of application of the current research, and to conduct a survey of opinions
about the level of availability of the researched variables (HRA, EP), as the
ministry is one of the most prominent governmental organizations that work in
the field of developing the performance of workers, developing the educational
and teaching staff and working attracting talented individuals from colleges and
universities, developing and sustaining them, and distributing them to the
ministry's directorates and schools.

After that, 224 questionnaires were distributed (42%) from the population. Table
(2) shows the research population and sample.

Table (2) the research population and sample

Valid questionnaires Not Distribution/Community The
refundable society
224 0 224 533
100% 0% 42% 100%
19.2% 43 Head of the Department
80.8% 181 Division official
100% 224 Total

Previous studies: The Past Studies of HRA

Researcher's
name and year

Toulson & Dewe, 2004

Place of study

New Zealand.

Study method
and tool

Analytical survey method - questionnaire.

Sample volume

1000 employees.

Purpose of the

Reveal why HR accounting is important and how it relates

study to organizational strategies and HRs.

Statistical Regression analysis, test Bartlett.

methods

Results Provide descriptive information on various priority

organizational, personal and HR measures.

Similarities with
the current study

I agreed with the current research that HRA is an
independent variable, and the use of a questionnaire.

The difference
with the current

Large sample size, applied field New Zealand business
environment.

study
The extent of the | Strengthening the theoretical side of research in relation to
benefit related studies.
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Studies related to EP:

Krishnaveni & Monica (2018) Researcher's
name and year

India. A place of study

Survey study, questionnaire. A study method
and tool

205 IT directors and 41 senior managers. Sample volume

Knowing the impact of HR management practices Purpose of the

(empowerment, efficiency development, rewards, work study

participation) on EP.

Least squares regression, Cronbach's alpha. Statistical
methods

HR management practices significantly affect employees' Results

performance, and vice versa.

The study agreed that the performance of the workers is a Similarities with

dependent variable, using the questionnaire. current studies

Small sample size, applied field, business environment, India | The difference

and focus on the information technology sector. with the current
study

Strengthening the theoretical aspect of research regarding The extent of

the performance of employees. the benefit

A. Studies Linking between the researched variables

Researcher's (2014) Okpako et al
name and year
Place of study Nigeria.

Methodology Survey, questionnaire.
and study tool
Sample volume | 7 Nigeria companies.

Purpose of the The main objective of the study is to determine the

study relationship between HR accounting and organization
performance.

The secondary goals are represented by the following three
goals:

A. Check effect cost development and training for the
performance of the organization.

B. Determine the relationship between cost Accommodation
and organization performance.

C. Ensure the relationship between the cost of safety and
health of employees and the performance of the organization.
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Statistical Regression Analysis.
methods
Results There is a positive relationship between HRA and the growth

of the organization.

Similarities with | I agreed with the current study by adopting HRA as an
the current independent variable and using a questionnaire.

study
The difference | Small sample size, applied field, Nigerian Work
with the current | Environment.

study
The extent of Strengthening the theoretical side of the research.
the benefit

HRA

HRs are one of the most important assets in the organization, as they
differ from material assets that do not have feelings or emotions, if human assets
are subject to different types of emotions and feelings, and human assets are not
consumed unlike physical assets, so the measurement and evaluation of HRs
along with other assets required to know the cost total organization ( Anil el at
.,2020:21) . Therefore, the interest began in the sixties of the last century with the
concept of HRA, when the scientists of organizational behavior criticized the
traditional accounting practices that ignore the measurement and evaluation of
workers in all organizations, and they stressed that appropriate procedures,
methods and models must be developed to create value and Cost Employees of
the organization( Prajapati et al,2016:7-8) .

In 1973, the American Accounting Association defines HRA as “the
process of measuring and defining data and information about employees and
communicating them to the relevant authorities” ( Mudrakove, 2016:10).

The importance of HRA is increasing as it contributes to managing
expenses that provide future returns and develop the Organization, so the
expenses related to HR are recorded in the balance sheet as assets, unlike the old
accounting system, which considers these expenses as cost that reduces the
organization’s net profit (Cherian & Farouq, 2013: 75), and highlights in the
process of accounting and administrative decision-making, it is an effective tool in
decision-making, it helps in developing administrative decisions and prevents
wasting HR, increases the performance of human assets , improving job
satisfaction and leading to improve the quality of performance (Hossain et al,
2014: 38).

4- Dimensions of HR accounting

A. Costs of recruitment: costs incurred by the organization when searching for
workers through advertising, communications and other means, for the purpose
of appointing them to certain jobs (Al-Mutairi, 2010: 27).

B. Costs of selection: the costs that the organization spends in order to identify
new workers who will occupy specific jobs and determine the appropriate place
for them, including (interview costs, administrative costs for employment tests,
and all other costs paid by organizations in order to select workers( Flamholtz,

1999:58).
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C. Recruitment costs: represent the actual costs incurred by the organization
when appointing new employees in its organizational structure, such as the costs
of job advertisements in public agencies (television, newspaper), the expenses of
concluding the contract, and the costs of the recruitment committee (Al-Jaidi,
2007: 55). The purpose of these costs is recruiting workers to the organization
and in the right place, and these costs vary according to the job levels in the
organization (Flamholtz , 1999:58).

D. Health and safety costs: represent the expenses incurred by the organization
for non-productive working hours for employees and include sick leave,
maternity leave and military service, training leave, holiday leave and regular
events, accidents in the workplace (Oxenburgh & Marlow, 2005:10-11).

E. Compensation costs: are the costs incurred by the organization every time the
worker moves from the current level to the new one or the same degree with
moving to another job. These costs represent a part of the total costs.

F. Training costs: represent the costs incurred by the organization in order to
adapt the new employees to the organized jobs and include (the Salaries of
unproductive new employees, and the costs of trainers) (Al-Mutairi, 2010: 28).
G.Learning costs: these are the costs that an organization spends them in order
to train and improve the level of performance expected of the worker when
performing his job or at a job level higher than the current level (Jassim, 2014:
49). The costs of education are also defined from an operational point of view as
the costs incurred by the organization in order to reach the level of productivity
expected of the worker in a particular situation.

5- Performance of the employees

The term of “performance” comes from the Latin_ Performer), which
means to give from to something, from which the English word (Performance),
which means how the organization achieves its goals, or accomplishes (work)
tasks (Mazhouda, 2001: 86), either in the French Dictionary (Larousse) is the
word Performance) Performance English word derived from old French
Performance (taken from the word) which means accomplished, completed or
performed (Larousse, 2001:766). Likewise, performance means the behaviors
that stem from the workers who perform the work and that transform
performance from abstraction to work that achieves results (Armstrong &
Tayior, 2014:59). Therefore, performance is the level of individual work
completion after making efforts ,defines performance as a set of goals and results
that the organization seeks to obtain and achieve through its employees( Ngowi,
2014: 6).

The importance of the performance of workers is highlighted by the
feeling of satisfaction with  their work, so they will have
higher job performance, and thus job retention and a lower turnover rate
compared to workers who are not satisfied with their jobs, so the organization’s
management finds it easy to motivate high-performing workers in order to
achieve the organization’s goals (Elnaga & Imran, 2013: 140). Appropriate
performance is a prerequisite for reviewing observations and setting goals (Boxall
et al, 2007: 366). Therefore, the performance of employees is an important factor
for the success of the organizations as it is a concept that describes the
capabilities of the worker in using his skills and capabilities in achieving the goals
and objectives of the organization (Altindaga & Kosedagi, 2015: 274).
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The performance of the employees plays an important role in the
organizational performance, as the workers contribute to achieving the goals of
the organization. The factor is the main source of competitive advantage for the
services provided by the organization (Ying, 2012:16) .

6- Dimensions of EP
6-1 Performance guality

It means the level of quality or accuracy and the degree of conformity of
the performance performed to specific specifications and conditions. In some
works, the quantity or speed of performance may not be required as much as the
quality and quantity of the performance performed and falls under the
qualitative criterion. Performance has many measures that measure the degree of
performance free from errors: the degree of innovation and creativity in
performance and the degree of conformity of production to specifications (Al-
Rashidi, 2014: 37).

7- Commitment

The concept of commitment is one of the well-established concepts in the
behavioral and administrative sciences, and it has evolved with the development
of management theories and the nature of the relationship between workers and
the organization. The results of past studies have led to the high cost of negative
phenomena resulting from (delays in work, absence, low degrees of job
satisfaction and high rates of work turnover). Therefore, accurate diagnosis of
levels of commitment by management represents one of the basic indicators for
predicting the behavior of employees within the organization and, thus, avoiding
the negative behavior referred to above (Ramdhani et al,2017:827).

8- The right time to work

Timing means that tasks are completed faster than the specified time
(Ulfa et al,2020:3), and the appropriate timing of work refers to the completion
by the organization’s employees of the tasks and responsibilities assigned to them
by the management in the specified time in order to achieve the goals of the
organization (Edward& Susant , 2019 :33).

Third: The relationship between HR accounting and EP.

The application of the concept of HRA in a successful organization
contributes to determining the cost of human assets in it and the future return
achieved from them, as well as its primary role in developing value, and thus
increasing the performance of the organization. He argued (Likert that changes
in causal variables such as leadership strategies, organizational structures, and
management style do not only lead to improved productivity, results or costs, but
also lead to improved motivation, loyalty, attitudes, perceptions and performance
for all employees at the organization (Parijan, 2014: 39).
9-The Practical Aspect
9-1 Presentation, diagnosis and analysis of HRA:

There was shown little interest (55%0) in the process of determining the
costs of its employees, and at their various job levels, which they bear when they
engage in work, the transmission of information related to the costs of acquisition
and development, “I obtained in total” mean (2.75) of moderate availability, but
less than the hypothetical mean (3), and with (St. d= 0.316) indicating the
agreement and consistency of opinions about this weakness, HRA obtained a
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relative coefficient of variation (11.4%0), but at the level of the seven dimensions,
the following was found:

The research’s results reached to find: (cost of learning) with coefficient of
variation (15.2%), standard deviation (0.494), mean (3.24) , and it is practiced in
agreement and homogeneity of the sample’s opinions about a relative interest
(64.8%) average in “the costs incurred by the ministry in order to train workers
and reach them to the desired performance in the future if assigned jobs are
assigned them”, and as shown by the results of Table (3).

While the assignment cost variable was the second order with a relative
coefficient of difference (20.1%), and with an arithmetic mean (2.69), moderately
available, and less than the hypothetical mean (3) for the research, and the
consistency and agreement of the sample with a standard deviation (0.541) on its
weak relative interest (53.8%) in its interest in the procedures concerned with
concluding the contract, travel expenses and other matters It includes the various
administrative costs required to locate the new employee in his work.

The training cost variable was the third level of importance with a
relative coefficient of difference (20.6%). A standard deviation was (0.577),
indicating agreement and consistency in the sample’s opinions about the
ministry’s relative (56%) limited interest in training costs, which led to its
appearance with an arithmetic mean (2.80) moderately available but less than the
hypothetical mean of the research, which constituted a limitation of its interest in
the costs of developing and improving its personnel, including training programs.

While (cost selection) in which HRS was measured in the Ministry of
Education and with a relative coefficient of variation (20.8%), and a standard
deviation (0.524), indicating high agreement and harmony in the sample’s
opinions about the availability of the dimension with a moderate arithmetic mean
(2.51), but less than the hypothetical mean (3), which constituted a weak relative
interest (50.2%0) by the ministry in The costs she incurs to determine who should
get her jobs, especially when she begins responding to applicants selected to fill
her specific jobs, and includes interviewing the candidate as a full-time number of
managers or specialists at work or seeking the assistance of some experts from
inside and outside the ministry and providing some practical tests.

The health and safety costs have coefficient of variation (21.1%), standard
deviation (0.608), and mean (2.88) , less than the hypothetical mean of the
research, which constitutes a limited relative interest (57.6%) in the costs
incurred by the ministry in order to provide the necessary protection for the
health and safety of its members, which includes costs accidents, as shown by the
results of table (3).

The (compensation costs) were resolved by (c.v= 24.1%), mean (2.94) of
moderate availability, but it indicates the weighting of the hypothetical mean on
it, which made the ministry’s relative interest (58.8%) weak, and with the
agreement of the sample’s opinions and the consistency and convergence of its
answer with a standard deviation (0.710) to confirm the weak interest of the
ministry in the costs of the operations . As a result, employees are promoted from
their current grades to higher grades or remain in the same job grade.

Finally, it was resolved after the cost of polarization in the seventh order and with
a relative coefficient of variation at the general level (24.6%), as the ministry
showed a relative (43.4%) weak interest in the costs of attracting new workers,
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emanating from the search for HRs through advertising, media, correspondence
and others, as it bears the costs resulting from responding to applicants to
contract with it, as well as those rejected of them, as the dimension obtained as a
result of this weak interest the availability of an arithmetic mean (2.17) low on the
general level and a standard deviation of (0.535) indicating agreement and
homogeneity on this weakness.

The researchers note that the ministry prefers to pay attention to
development costs at the expense of acquisition costs, as the arithmetic mean of
development costs is (2.99), and it is practiced with limited interest (59.7%), while
the arithmetic mean of acquisition costs (2.65) was moderate, but the relative
interest (53%0) is weak.

Table (3)Presentation and analysis of HRS data.(n=224)

Arithmetic | standard | Relative COETERi
T | The paragraphs o X of

mean deviation | importance% _—

variation%o

polarization cost 2.17 0.535 43.4 24.6
Cost the selection 2.51 0.524 50.2 20.8
Appointment cost 2.69 0.541 53.8 20.1
Health and safety costs 2.88 0.608 57.6 21.1
Compensation costs 2.94 0.710 58.8 24.1
Training cost 2.80 0.577 56 20.6
learning cost 3.24 0.494 64.8 15.2
HR Accounting 2.75 0.316 55 114

9-2 Presentation, diagnosis, and data analysis of employees’ performance:

The median variable was measured performance of employees in the
Ministry of Education through dimensions (quality of performance, commitment,
timeliness of work, (13) paragraphs, and through the means and methods of
descriptive analysis adopted in the analysis of the primary data after it was
confirmed through the confirmatory factor analysis and the reliability coefficient,
which led to the following:

The Ministry of Education showed its relative interest (64.8%).The
average in its resort to measuring the results (outputs) achieved by its members
against their inputs, and in total obtained an arithmetic mean (3.24) Moderate
availability, but greater than the hypothetical mean)3(for search, standard
deviation(0.479) indicates the agreement and harmony of opinions about this
weakness, so the performance of the workers as a whole got a relative coefficient
of difference)14.7%. As for the four dimensions in which it was measured, the
following was found: happened (the right time to work) on the first order and
with a relative coefficient of variation (18.4%), and in the middle of my account
(3.28) moderate and greater than the hypothetical mean, with a standard
deviation)0.606(Indicates consistency and convergence in response levels about
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the ministry’s relative interest (65.6%) average in its members completing the
work on time without delay and in a manner that makes their job performance
distinct from the previous one.

The level of workers’ performance as a dependent variable, it came after
commitment(with a relative coefficient of variation(19.4%), got relative attention
(66.4%). The average is the employees’ adherence to work schedules, attendance
and departure schedules, start and completion times, as well as their adherence to
the policies, rules and regulations of the ministry and the job behavior it imposes
on them that is subject to its culture(3.32)moderate, standard deviation(0.645),
which indicates the agreement and consistency of the answers.

Finally, the dimension (quality of performance) ranked third in terms of
priority of agreement and with a relative coefficient of variation (20.3%), and in
the middle of my account (3.10) denotes the moderation of availability above the
hypothetical mean, with a standard deviation (0.632) indicates consensus and
consensus on the ministry's relative interest (62%) .The average in accuracy in
the completion of work by its personnel and is related to reliability and skill.

Table (4) Presentation and Analysis of EP Data (n=224)

Arithmetic | standard | Relative S S
T | The paragraphs o . of

mean deviation | importance% -

variation%

performance quality 3.10 0.632 62 20.3
Commitment 3.32 0.645 66.4 194
The right time to work 3.28 0.606 65.6 184
performance of employees 3.24 0.479 64.8 147

Third: The main hypothesis involved test Effect Accounting for HRs in the
performance of employees:

The fourth main hypothesis of the research started that (there is no
significant effect of HRA with its dimensions on the performance and dimensions
of employees). For the purpose of verifying the validity of the hypothesis of the
researcher, the multiple linear regression model was implemented, as well as the
value indicators of T-scheduled(1.96) and the value of F-tabular (3.841)at the
level of significance (0.05) to reject and accept the hypotheses, for the main
hypothesis and its sub-hypotheses emanating from the fourth main hypothesis
and my agency:

1. Verification of the first sub-hypothesis:

The model included a seven-dimensional impact test (recruitment costs,
selection costs, recruitment costs, health and safety costs, compensation costs,
training costs, and learning costs) which represents HRA the quality of
performance. As an approved dimension, the ministry is trying to improve it by
directing HRA, and according to the results of Table (3), the following becomes
clear.
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(Health and safety costs and learning costs) impact on the quality of the
performance with standard beta value(0.170);(0.152) respectively, at the level of
significance (P=0.021-0.025), with a value of (T)computed(2.331-2.260), while the
value of the constant (1.205)at the level of significance(0.002) and in the value of
(T)computed (3.179), that is, when the value of the marginal slope is equal to
zero, or the value of the two dimensions combined is equal to zero, then the value
of the quality of performance in the Ministry of Education is equal to the value of
the constant(1.205), and this indicates that its availability and its value can be
affected through the two dimensions, while there was no effect of the other five
dimensions (the cost of polarization, the cost of selection, the cost of appointment,
the cost of compensation, and the cost of training) on the quality of performance
due to the level of morale more than (0.05), and the value of the t-test is less than
its scheduled value. While the model explained the percentage (8.9%)of the
changes that occur in the quality of performance, while the remaining percentage
is attributed to the model(91.1%)For other variables that were not included in
the tested research model, as the value of the corrected model determination
factor was AR?=(0.089), while it was Values (F)computed(4.094) for the model,
and from all of the above, the null hypothesis is rejected, and the alternative
hypothesis is accepted (HRA in its dimensions affects the quality of performance
a positive moral effect), while the estimated equation was For the model:

performance quality (Y)= 1.205 + 0.170 * (Health and Safety Costs) + 0.152 *
(Learning cost)

2. Verification of the second sub-hypothesis:
The model included a seven-dimensional impact test (Recruitment costs,

selection costs, recruitment costs, health and safety costs, compensation costs,
training costs, and learning costs) , which represents HRA at Commitment . As
an approved dimension, the ministry is trying to improve it by directing HRA,
and according to the results of Table 30. The following becomes:

The cost recruitment and training costs impact on commitment with
standard beta value (0.180);(0.155) respectively, at the level of significance (P =
0.011-0.025), with a value of (T)computed(2.562-2.261), while the value of the
constant (1.748)at the level of significance(0.000) and in the value of
(T)computed(4.456) i.e., when the value of the marginal slope is equal to zero, or
the value of the two dimensions combined is equal to zero, then the value of the
commitment in the Ministry of Education is equal to the value of the
constant(1.748).This indicates that its availability and its value can be affected
through the two dimensions, while there was no effect of the other five
dimensions (the cost of polarization, the cost of selection, the cost of health and
safety, the cost of compensation, and the cost of learning) in the commitment
because the level of morale is more than (0.05), and the value of the t-test is less
than its scheduled value. While the model explained the percentage (6.3%)of the
changes that occur in the obligation, while the remaining percentage is attributed
to the model(93.7%)For other variables that were not included in the tested
research model, as the value of the corrected model determination factor
was(AR2=0.063), About morale level (0.003), web values (F)computed(3.941) for
the model, and from all of the above, the null hypothesis is rejected, and the
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alternative hypothesis is accepted (HRA in its dimensions affects commitment a
positive moral effect), while the estimated equation was For the model:

Commitment (Y)=1.748 + 0.180 * (Appointment cost) + 0.155 * (Training cost)

3.Verification of the third sub-hypothesis:
The model included a seven-dimensional impact test (Recruitment costs,

selection costs, recruitment costs, health and safety costs, compensation costs,
training costs, and learning costs) and represents HRA at the right time to work.
As an approved dimension, the ministry is trying to improve it by directing HRA,
and according to the results of the table (3)The following becomes clear.

Effect found (Training cost) at (The right time to work)with standard beta
value(0.166), at the level of significance (P=0.018), with a value of
(T(computed(2.391), while the value of the constant (1.866)at the level of
significance(0.000) and in the value of (T)computed(5.020), that is, when the value
of the marginal slope is zero, or the value of training costs is zero, then the value
of the appropriate time to work in the Ministry of Education is equal to the value
of the constant(1.866).This indicates that its availability and its value can be
affected through the independent dimension, while there was no effect of the
other six dimensions (the cost of polarization, the cost of selection, the cost of
appointment, the cost of health and safety, the cost of compensation, the cost of
learning) in the appropriate time of work due to the fact that the level of morale
increases About (0.05), and the value of the t-test is less than its scheduled value.
While the model explained the percentage (6.6%)of the changes that occur in the
obligation, while the remaining percentage is attributed to the model(93.4%) .For
other variables that were not included in the tested research model, as the value
of the corrected model determination factor was(AR?=0.066), about morale level
(0.016), web values (F)computed(4.217) for the model, and from all of the above,
the null hypothesis is rejected, and the alternative hypothesis is accepted (HRA in
its dimensions affects the appropriate timing of work a positive moral effect),
while the estimated equation was for the model:

time to work)Y)=1.866 + 0.166 * (Training cost)

4.Checking the fourth main hypothesis:
The model included a seven-dimensional impact test (recruitment costs,

selection costs, recruitment costs, health and safety costs, compensation costs,
training costs, and learning costs), which represents HRA at performance of
employees .As an approved dimension, the ministry is trying to improve it by
directing HRA, and according to the results of Table (5), the following:

(Health and safety costs, training costs, and learning costs) impact on
(performance of employees)with standard beta value(0.158);(0.159);(0.159)
respectively, at the level of significance (P=0.018-0.029-0.017), with a value of
(T)computed(2.195-2.387-2.402), while the value of the constant (1.606)at the level
of significance(0.000) and in the value of (T)computed(5.676), that is, when the
value of the marginal slope is equal to zero, or the value of the three dimensions
combined is equal to zero, the value of the performance of workers in the
Ministry of Education is equal to the value of the constant(1.606).This indicates
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that its availability and its value can be affected through those dimensions, while
there was no effect of the other four dimensions (the cost of polarization, the cost
of selection, the cost of appointment, the cost of compensation) on the
performance of workers due to the level of morale being more than (0.05), and
the value of the t-test is less than its scheduled value. While the model explained
the percentage (11.5%) among the changes that occur in the performance of
employees, and this indicates the synergy of the dimensions, while the remaining
percentage of the model is attributed to(88.5%)for other variables that were not
included in the tested research model, as the value of the corrected model
determination factor was(AR2=0.115), about morale level (0.000), web values
(F)computed(5.122) . For the model and from all of the above, the null hypothesis
is rejected, and the fourth main hypothesis is accepted (HRA in its dimensions
affects the performance of employees a positive moral effect), while the estimated
equation was for the model:

EP (Y)= 1.606 + 0.158 * (Health and Safety Costs) + 0.159 * (Training cost) +
0.159 * (Learning cost)

Table (5) The impact of the dimensions of HRA on the performance of employees

and its dimensions

. Cost . Health
_The_ Statistic polarizat the Appoin and Compen Traini Igarn
Dimensions al . . tment sation ing
ion cost | selectio safety ng cost
supported methods cost costs cost
n costs
Bs 0.121 0064 | 0053 | 0170 | -0.005 | 0.045 |0.152
The quality of |__AR? 0.089
the F 4.094 (0.000)
performance T 1830 | 0923 | 0770 | 2331 | 0061 | 0.662 | 2,260
0 1.205 (0.002, 3.179)
Bs 0.018 | -0.051 | 0.180 | 0.083 | -0.053 | 0.155 | 0.122
AR? 0.063
The F 3.941 (0.003)
commitment
T 0273 | -0725 | 2562 | 1.121 | -0.682 | 2261 | 1.794
a 1,748 (0.000, 4,459)
Bs -0.010 | 0.095 | 0.065 | 0.109 | -0.066 | 0.166 | 0.089
_ AR? 0.066
ks R F 4.217 (0.016)
time to work
T -0.155 | 1.337 | 0910 | 1454 | -0.842 | 2391 | 1.289
0 1.866 (0.000, 5.020)
Bs 0057 | 0046 | 0132 | 0158 | -0.054 | 0.159 | 0.159
. AR? 0.115
pertormance F 5.122 (0.000)
of employees
T 0875 | 0662 | 1.926 | 2195 | -0711 | 2.387 | 2.402
o 1.606 (0.000 , 5.676)

Source: program outputs (SPSS V.26)
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10- Conclusions and recommendations

1.1t became clear that there is a clear weakness and absence of an understanding
of HRA in general in the Ministry of Education. There is an absence of
calculating the costs of HRs management practices in the ministry, and that it
does not include these costs for the purpose of measuring the verified feasibility.
2.Although the learning costs got a moderate arithmetic mean, the calculated
costs include only determining the amount of the salary, allowances and some
deductions that the full-time graduate receives, as well as the allowances he
deserves after completing his studies. Except there is no calculation of the costs
incurred by the full-time study department, such as the costs of the replacement
employee, the low quality of work and others.

3.1t is evident from the results that the performance of the employees in the
ministry was acceptable in all its dimensions in terms of quality of performance,
commitment and appropriate timing, and the reason for this is that the Ministry
of Education is one of the ancient ministries in Iraq and has clear work contexts,
as well as the availability of competencies of a good level within the ministry and
is subject to the direct supervision of ministry.

4.The personnel of the Ministry of Education showed their commitment to work
schedules and their adherence to positive behavioral values in a moderate
manner, and that their early attendance to work and their departure did not
meet the ambition.

5.Showing the interest of the ministry's personnel in the appropriate timing of
work, which gave the ministry the ability to meet the wishes of its auditors and
accomplish them in a timely manner, especially as they accomplished their duties
before the deadline in most cases.

Recommendations

1.Giving sufficient attention by the Ministry of Education to the issue of HRA
and how to calculate the costs of HR management practices. This can be done
according to the following:

a-Holding workshops and lectures for the ministry's advanced owners to clarify
the concept and importance of accounting for how it is applied and the necessary
requirements for that.

B-Paying attention to the feasibility of compensation costs such as salaries, wages
and incentives, in order to calculate these costs represented by the time employees
spend on completing salaries, printing costs, and others.

2.Determine the study vacations inside and outside the country according to the
need of ministry, and calculate the costs of the substitute employee and the
quality of his performance in completing the tasks and the returns of ministry
from the study compared to the costs for it.

3.Although the performance of the employees was good, the workers should
possess various skills and tasks and bear greater responsibility through training
and developing their capabilities in order to complete their duties on time and
work to meet the requests of the auditors as quickly as possible in accordance
with the regulations and instructions and explain the procedures to them clearly.
4.The necessity of providing transportation for all workers in order to ensure
their commitment, their early attendance and smooth leaving when they stay late
to complete some urgent tasks and assignments.
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5.Paying attention to the needs of employees and providing them at the right time
and providing material and moral incentives that make them feel important
within the organization.
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