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Abstract

The current study aims to reveal the role of leadership characteristics (team knowledge, team
positions, team diversity) in team cohesion (individual attractiveness to social group, individual
attractiveness to group-task, group-task integration, group-social integration) by mediating
organizational identity, It identified the research problem with a number of intellectual and applied
guestions aimed at identifying the intellectual frameworks of their variables, and then diagnosing the
level of interest in them on the ground, in addition to the actual measures taken by the administrative
leaderships in universities and civil colleges operating in central and southern Irag to improve the level
of team cohesion. Three main hypotheses were developed, including a number of sub-hypotheses to
test the level of impact between research variables, and the researcher used the cognitive interaction
and descriptive analytical approaches to visualize, analyze, and interpret research information.

The study was applied to the administrative leaderships in universities and civil colleges operating in
central and southern Irag, and the research community reached 587 leaders. The research used special
statistical packages in the program (SPSS.V.27) and the program (Amos.V.26), results of natural
distribution were extracted, the modeling of the structural equation, the stability factor, the arithmetic
means, and the standard deviations. Relative importance, correlation matrix, and regression factor.

The study reached a number of conclusions, the most important of which is that the studied sample is
keen on building the professional background of faculty board members through developing their
expertise and skills in a way that complements each other. Management leaders at studied colleges and
universities recognize the importance of diversity in their teams as they address problems in the
workplace by building as much fundamental ideas as possible that will achieve the best results that
achieve their goals over the long term. The study made a number of recommendations, which
highlighted the need to institutionalize adaptation capacity and create a stable regulatory environment
conducive to sustained change compatible with the Organization.
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THE FIRST RESEARCH

METHODOLOGY: RESEARCH
METHODOLOGY

First: problem of study

There is no doubt that team work has become
one of the most prominent elements of the
success of organizations and their distinction in
the most difficult and difficult circumstances,
and that the success of teams of all kinds depends
on the cohesion of their members, their cohesion
and their feeling of belonging to their
organizations.  In  conducting  numerous
interviews with some members of the faculty
councils in a number of universities and private
colleges in the central and southern governorates
of Iraq (see Appendix 1), researchers found that
there is limited understanding on the part of the
members of these councils of the administrative
concepts necessary for the success and
excellence of the team work. What aspects
should be considered in establishing the basis for
cohesion among members, their sense of
belonging and their pride in, as well as a limited
knowledge of the most important characteristics
that make college boards pioneering?

Based on the above, the problem of the current
study can be reflected by two main questions:

1. To what extent can the pioneering
characteristics of the councils of private colleges
and universities in the governorates of central
and southern lIraq contribute to the cohesion of
these councils?

2. Does the feeling of the members of those
councils that they belong to their universities and
universities increase the degree of cohesion
among the members?

Second: Objectives of study

The main objective of the current study is to
measure the nature and type of relationship
between the Entrepreneurial Team
Characteristics, coherence, and organizational
identity. A set of important sub-objectives
emerges from this objective:

1. Identify the Entrepreneurial Team
Characteristics  (college councils) at the
universities and private colleges operating in
central and southern Iraq.

2. To determine the degree of cohesion among
the board members of these faculties.

3. To know how much members of community
college councils feel they belong to their colleges
and feel proud to be affiliated with them.

4. To highlight the type and nature of the
relationship between ownership of leadership
characteristics by the studied college boards and
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the degree of cohesion among the board
members.

5. To identify the Mediating role that the feeling
of being affiliated with college boards can play
in improving the level of relationship between
ownership of leadership characteristics and the
coherence of those boards.

Third: importance of study

The importance of the study lies in defining the
sample of the Entrepreneurial Team and the
importance of having leadership qualities by the
senior management teams, and in increasing the
level of cohesion among the members of these
teams, and the exceptional importance that
organizational identity plays in raising the level
of cohesion.

The present study also derives its field
importance from the results it is expected to
reach and the contribution that these results can
make to producing adequate answers to the
guestions in the study's problem.

On the other hand, the follower notes that from
time to time the Entrepreneurial Team
Characteristics at the conferences are discussed
in order to demonstrate the increasing interest of
professionals, practitioners and academics, thus
making this study more consistent with the
global trend.

The study is also important in the attempt to
select global standards that have long been the
focus of researchers' attention after adapting
them to the reality of the education sector, as
well as contributing to the creation of a unified
standard for leading senior management teams.
Fourth: Hypothesis of study

In the light of the methodology and objectives of
the study and in light of the results of previous
studies, the hypotheological plan of the study has
been prepared, see Figure 1, to express the
relationship between the study variables.

1. Independent variable: The Entrepreneurial
Team Characteristics, this variable has three sub-
dimensions (Team knowledge, Team positions,
and Team diversity).

2. Mediating variable:
organizational identity,
dimensional variable.

3. Variable adopted: Team cohesion this
variable consists of four dimensions (individual's
attractiveness to  group-social, individual's
attractiveness  to  group-task,  group-task
integration, and group-social integration).

The system of
which is a one-
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Figure 1 Study hypothesis

Source: Researchers' preparation

Fifth: Study hypotheses

The First Key Hypothesis: There is a
statistically significant correlation between the
Entrepreneurial Team Characteristics and the
organizational identity, and this hypothesis
follows from several sub-claims:
Sub-hypothesis 1: There is a statistically
significant correlation between team knowledge
and organizational identity.

Sub-hypothesis 2: There is a statistically
significant correlation between team positions
and organizational identity.

Sub-hypothesis 3: There is a statistically
significant correlation between team diversity
and organizational identity.

Second Key Hypothesis: The second key
hypothesis: There is a statistically significant
correlation between the Entrepreneurial
Team Characteristics and the team cohesion,
and several sub-hypotheses come from this
hypothesis:

Sub-hypothesis 1: There is a statistically
significant correlation between team knowledge
and team cohesion in its dimensions (individual
attractiveness to the group-social, individual
attractiveness to the group-task, group-task
integration, and group-social integration).
Sub-hypothesis 2: There is a statistically
significant correlation between team positions
and team cohesion in its dimensions (individual
group-social attractiveness, individual group-task
attractiveness, group-task integration, group-
social integration).

Sub-hypothesis 3: There is a statistically
significant correlation between team diversity
and team cohesion in its dimensions (individual
group-social attractiveness, individual group-task
attractiveness, group-task integration, group-
social integration).

Third Key Hypothesis: The Entrepreneurial
Team Characteristics increase the impact of
the team’s coherence in the existence of
organizational identity, and these are Sub-
hypothesis:
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Sub-hypothesis 1: The impact of team
knowledge on team cohesion in its dimensions
(individual attractiveness to  group-social,
individual attractiveness to group-task, group-
task integration, group-social integration) is
increased by the existence of organizational
identity.

Sub-hypothesis 2: The impact of team positions
on team cohesion in its dimensions (individual
attractiveness to the group-social, individual
attractiveness to the group-task, group-task
integration, group-social integration) increases
with organizational identity.

Sub-hypothesis 3: The impact of team diversity
on team cohesion in its dimensions (individual
attractiveness to the group-social, individual
attractiveness to the group-task, group-task
integration, group-social integration) increases
with organizational identity.

Sixth: Sample study

Therefore, the sample study according to the
formula (Kergcie & Morgan, 1970:607) for a
community consisting of (578) leaders was
distributed (400) questionnaires and 373 of them
were recovered from them. (27) unretrieved
resolution, (16) corrupted, indicates (357) valid
resolution for analysis.

Seventh: Methods of collecting data and
information: -

This paragraph is concerned with the
methods wused to enrich the theoretical
aspect of the study, in the light of which
foreign  research, books and university
letters have been adopted.

The tools for the application were the
interviews and the resolution form, the
measurement tool was based on the five-
grade LICKRT hierarchy  and the

measurement tool consisted of three themes
(the Entrepreneurial Team Characteristics,
organizational identity and team cohesion),
which were explained in table 1.
Table (1) the axes and dimensions of the
application form and the measures adopted in its
preparation

Variables N | Sourc
i O. |e
Chalgperso Sub-section
Entrepren | Knowle | Knowle Gucha
eurial dge dge of 6 it et
Team team work al.,201
Characteri tasks 6
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stics Knowle
dge of
5
team
work
Mend
O_
Team positions | 12 Lazfro
al.,201
7
Diversi
tyin 4
Team | values Wu et
diversit | Diversi al.,201
y ty in 5 9
knowle
dge
Individual
attractivenessto | 5 | paske
group-social vich et
Individual al.,199
Team attractivenessto | 4 9;
cohesion group — task Carron
Group integration 5 et
- Task al.,198
Group integration 4 5
- Social
Organizati Yu et
onal One dimensional 5 | al.,202
identity 1

Source: Prepared by two researchers

PART TWO:
FRAMEWORK
First: Entrepreneurial Team
Entrepreneurial Team are one of the successful
solutions to many of the problems facing
organizations today, especially those caused by
excessive competition and lack of borders
between countries, hence the need for
organizations to have Entrepreneurial Team at all
levels, and the question is what are the
Entrepreneurial Team?
Table 2 answers this question, but before we look
at the table below, we need to recognize that
there is no agreed definition of what is meant by
the term lead teams as it is in most modern
administrative terms.
Table (2)
The concept of Entrepreneurial Team from the
point of view of some writers and researchers

THEORETICAL

the work of the organization
Two or more individuals
. develop a joint organization
Forsstrom- - . AR
. or project with individual
2 Tuominen,?2 .
015:16 procedgres and rules aimed at
' producing results and returns
that will benefit them
A means of bringing the
. leadership team's awareness
Gregoire et . . .
3 : to an interaction with the
al.,2015:32 T .
organization's inputs,
processes and outputs
omri& A group of individuals who
. share tasks and outcomes to
4 Boujelbene, . X .
) achieve social unity that
2015:25 : :
serves their own interest
Forsstrom- | Two or more individuals
5 Tuominen | develop a leader by holding
et stock ownership from their
al.,2017:31 | parent organization.
. Two or more individuals
Ringey& | . . ; .
jointly establish a venture in
6 Neverdal,2 ) o
) the financial interest of all
017:4 .
parties.
A way to understand team
7 Sassetti et | perceptions  with  greater
al.,2018:19 | collaboration and  better
results
A mechanism for the stability
and growth of the
Kouakou et .9 .
8 ) Organization in order to
al.,2019:6 . .
enhance its leadership
performance.
A group of two or more
people based on common
9 Pei et expectations and interests to
al.,2020:3 | collaborate on a new, more
profitable, business-oriented,
and leading project
K A team of people who take
rawczyk- | .. o
initial steps toward building a
10 Brylka et highl articipator
al.,2020:4-5 | M9 participatory
organization

From the above, it can be said that the
Entrepreneurial Team is composed of two or
more members who possess the leading skills
required to accomplish their work in the best
way, and who are both keen on finding new
markets to manage the organization's products,
see what others do not see, and have the
mentality of searching for multiple solutions to

the problem that has been addressed. It also seeks

High-level teams responsibIdOi““y to improve the financial situation of the

NO. | Researcher Concept
1 Sahbaz,201
3:10 for building and managingO

rganization.
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Second: The team's leadership characteristics
° Team  knowledge: Sharing team
knowledge can provide a better explanation for
addressing environmental changes, particularly
in terms of team technological intelligence, by
allowing team members to promote and
distribute ideas in an organization-friendly way
(Jafari, 2021:6). Dong et al.,2017:444) saw that
the team's knowledge indicates how much team
members share best ideas and mission-related
information with each other, as the team's
knowledge improves the team's experiences in
influencing the creative capabilities of the teams
(TeoOridis,2018:2). The Knowledge team gives
an impression of the process by which team
members retrieve and share individual
knowledge with each other through open
discussion and document that knowledge, noted
(Burmeister et al., 2020:3). Based on the above,
it can be argued that the Knowledge team is
that of the interaction of team members, which
goes beyond the sum of the knowledge of team
members and is divided into Knowledge team's
task and of the team's work

° Team positions: Team positions are
closely linked to the performance of the effective
team, as they are a key feature of improving
employee satisfaction at the early stages of work,
as well as improving the organization's ability to
know the overall team and the resources needed
to improve staff satisfaction; The team's interest
in the workplace increases over time, leading to
better member productivity results, as the ability
to work as a team is a fundamental capability and
a foundation for organizational success.
Therefore, workers need to learn high skills and
develop them in a manner that is appropriate to
the requirements necessary to achieve the long-
term goals of the organization (Johnson et al.,
2011:2330). In conclusion, the team's attitudes
are the team's attitudes (preparations) and
emotional, behavioral, and cognitive concerns
toward team work, i.e. they represent desirable
evaluative situations toward teamwork. Based on
the above, it can be said that the diversity of the
team refers to the value and cognitive differences
among the team members that would enhance the
level and coherence of the team's performance.

. Team diversity: Team diversity offers a

range of benefits, especially if a new team is
built in a clearly competitive environment
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because it provides better performance as a result
of wider coverage of experience and improved
organization growth, enhancing opportunities for
growth and winning the largest market share
possible (Zhouu et al.,2017:383), Team diversity
is a reflection of individual differences, as well
as an indication of the perceived differences in
knowledge, values, skills, beliefs, and thinking
among team members (men et al., 2019:2), In
other words, team diversity helps team-based
learning, which in turn is an educational strategy
that uses groups of members in work
environments, and promotes active and effective
learning to enhance communication and
interaction skills between workers during team
work. Which helps to work together with other
team members to better apply their collective
knowledge to enhance team results (Johnson et
al., 2011:2330-23301).

Third: The concept of team cohesion

The concept of team cohesion emerged in the
1950s as a result of the work of Festinger,
Schachter, 1950 when they described team
cohesion as the overall area of strength within
which team members work to ensure team
survival (Wolfers, 2020:8); Guo0,2018:431), then

team cohesion was developed through a
contribution  (Carron,1982) on situational,
personal, and leadership relationships of

cohesion, and based on this core work, team
cohesion was assumed to be an indicator of team
inappeal, and team integration (Asamoah &
Grobbelaar,2017:18).

In order to see more clearly the concept of
team cohesion, Table 3 illustrates the
concepts that have been accessible to a
group  of  researchers, academics and
practitioners in this field.

Table 3 the concept of team cohesion from the

point of view of a number of writers and

researchers
NO | Researche
r Concept
The degree and the
degree and the degree
Muthiane | of the team members'
1 et will to be cohesive,
al.,2015:90 | together and together to
achieve a  particular
goal
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Caldwell
2 et
al.,2016:2

A mechanism to
enhance the
productivity ~ of  the
team, enhance the
efficiency and
effectiveness  of  the
organization and ensure
the quality of its output.

Khan,2018
5

How team  members
hold together by
knowing their personal
connections in order to
achieve the team's
goals.

A multidimensional
structure that includes
van der personal  attractiveness,
commitment to tasks,
Voet& .
10 - and the reputation of
Steijn,202
i the team as the key to
1:1279 : .
improving the
performance  of  the
organization.

Sanchez et
al.,2018:2

The tendency of team
members to stay
together as a result of
positive relationships
with  other  members
and a shared
commitment to team
mission.

Baig,20109:
17

To reinforce
commitment to doing
things and  increase
individual efforts to do
it.

Kao,2019:
3

A mechanism to
enhance mental
capabilities to improve
the skills, experiences
and knowledge of team
members.

Worley,20
19:2

A dynamic
reflected
tendency to
together  and
cooperative in  pursuit
of the organization's
goals, and to meet the
emotional needs  of
team members.

process
in the team's

stick
remain

Normand
8 et
al.,2020:3

A joint commitment of
the  Group to the
objectives of the
Group.

Sinz,2020:
iii

A basic  mechanism
used by the
Organization for good
performance to ensure
that its objectives are
achieved in the long
term.
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From the above, it can be said that team
cohesion is an indicator of team cohesion,
strength, cohesion, team interaction, level of
communication and willingness among team
members to stay together and mutual
commitment.

Fourth: Dimensions of team cohesion

Team cohesion can be measured by the
Team Environment scale developed by
SINZ, 2020; Worley,2019 ; Bonny,2018 ;
Singh&  Gill,2015 ; Mullin,2016 ;
Warner,2017 ; Muthiane et al.,2015), which
in turn is based on two categories:

e Individual attractiveness to task -
socially: Team cohesion looks at the
individual attractiveness of the team -
socially as it indicates how attractive an

individual is to the team as a whole
(sinz,2020:10) and  between (asamoah&
Grobbelaar, 2017:18); Mullin,2016:94) the
individual attractiveness of the team —
socially, indicates an individual's
attractiveness to the team, while team
integration  refers to each  member's

perception of the team as a whole, each of
which is divided into task coherence, which
is how the team acts as a unit to achieve
shared team goals. The second category is

social  cohesion, which represents how
members of the team integrate socially.
Based on the above, the group's social

attractiveness to the group can be seen as
the common perception of team members
toward building relationships that contribute
to the focus on the realization of the group's
desire

e Individual attractiveness to socially—
task: An individual's team attractiveness to
the task proactively encourages staying on
the team by encouraging members to work
coactively to achieve team goals, improving

individual team member assessments and
building team tasks and personal
interactions among them (KAO,2019:3).

(Bonny,2018:747)  explained  that team
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cohesion is usually managed when the team
has accomplished a task, so the extent to
which coherence is relatively constant or

changes dynamically while the team is
performing to reach a goal, When team
thinking is varied, especially in terms of

developing and implementing strategies and
plans in order to reach task goals, which
means that a team's rapid completion of the
task contributes to a better assessment of
team performance. Based on the above, the
team's attractiveness to the task can be seen
as the team's to encourage people to work
collaborately to  achieve team  goals,
improving individual team member
assessments and building team tasks and
personal interactions among them.

e Team integration - Social: Team
integration refers to the team's orientation
toward developing and maintaining social
relationships within the team (Muthiane et
al.,, 2015:90; Wolfers,2020:9).  (Khan,
2018:24-25) believes that team cohesion
enhances team trust and mutual support for
team  members  and improves  team
performance as a whole, and social
solicitation is the way managers organize
groups for common purposes. On the basis
of the above, social integration of the group
can be seen as the extent of collective
learning and organizational effectiveness
through the participation of competent
individuals in the organization's team.

e Team-Task integration: Stronger
team cohesion leads to better performance
of tasks, helping to address the problems of
other members and building a high
efficiency for the organization (Baig,
2019:17; Espedalen,2016:2).  Warner,
2017:27-28, noted that task cohesion is
present when team members work well
together and agree on what and how team
success can be achieved, and task cohesion
has a great relationship to organizational
performance and success. This makes it
imperative for Managers to create a work
environment  that  promotes leadership
behaviors  toward acceptance of team
objectives and promotes team work in order
to achieve high performance expectations,
and Managers must actively improve
behaviors for high expectations in order to
ensure greater coherence toward the tasks
required. Based on the above, the
integration of the group into the task can be
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seen as a synthesis of strengthening
managers' responsibility toward the tasks
assigned to it, since managers consider
coherence to be important in nature as it
improves cooperation within the group.
Fifth: Organizational identity
The concept of organizational identity has
emerged along with the motivational theory
he proposed (Foote,1951) through an
individual's  identity  statement in  the
organization. It also allows the organization
to have an impact on their behavior while
maintaining the privacy of this relationship
(Humphrey, 2012:13).
In order to gain a clearer understanding of
the concept of organizational identity, Table
4 illustrates what concepts are accessible to
a group of researchers, academics and
practitioners in the field.
Table (4) the concept of organizational identity
from the point of view of a number of writers
and researchers

C’\)I. Rese?rche Concept
The characteristics of
the Organization,
which its members see
Mael& as central, permanent
1 | Tetrick,19 | and distinct in terms of
92:814 its contribution to their
familiarity and
unification  with  the
Organization.
Jones& Individual awareness
2 | Volpe,201 | of unity and belonging
1:413 to the Organization
camng, | The Jnied S s
3 Kinik,201 - .
6:330.331 assoc[atlo-n with  the
organization
A sense of attraction to
the organization as a
result of the
consistency of ideas
and behaviors that
Yang& result in a rational or
4 | Yan,2016: | ... .
636 |rrat|one}l e_motlonal
connection  with the
organization, to gain a
sense of belonging and
a sense of the mission
of the organization.
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Distinctive,  permanent
and strategic
representation of the
5 Berendsen | organization through
,2018:9 | symbols, behavior and
communication to
internal and external
stakeholders.

A permanent, central,
and distinct statement
that the members of
Moore et the organization  will
i be aware of to answer

6 | al.,2018:2 —_

12 three questions: Who
are we, what are we
doing now? And what
do we want to be in
the future?

The set of beliefs

shared by senior

Wamba et | managers and

7 | al.,2019:8- | stakeholders toward

9 the core, lasting and
distinct  characteristics
of the organization.

A set of individual

assessments that

define the overall

Eksi et behav_ior _ of the

8 | al.2020:6 organization _ and
reveal the different

44 .
perceptions of
individuals about the
organization in which
they are members.
Common collective
understanding  between
members of the

Georgallis organization and
9 | stakeholders of the
2020:53 e
specific elements that
represent the answer to
the question, who are
We as an organization?
The fundamental and
continuing
characteristics of the
Organization,
Pomyalov
10 aet rep_resented by the
al. 2020:2 beliefs, values and
culture of the common
Organization, which
over time create
distinct  characteristics
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and attributes.

From the above, organizational identity
can be said to be the mutual understanding
of the members of the Group about the
Organization in general, what it is now and
what it wants to be in the future.  This
mutual perception can create a consensus of
ideas, behavior, way of thinking, a sense of
team and the vision, mission and objectives
of the Organization.
PART THREE: THE PRACTICAL ASPECT
First: Coding and characterization of study
variables
For the purpose of facilitating statistical
analysis, the variables included in the study
have been compensated by a set of symbols
and acronyms described in table 5.

Table (5) Encoding of study variables and

dimensions
Variables N
(@)
. Cod
Sub-section
Know
ledge | Kno
team Wled ET
g geof | 6 KT
2 work A
3 tasks
§ ET
© KT
5 Kno
£ wled ET
§ geof | 5 KT CE::{
— team B
o]
= work
5
[¢B)
C
&L
o
L
e Team 1
w positions o | ETAT
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Second: Testing normal distribution

The results of the table (6) show that the
data drawn from the research community is
naturally distributed, which means that the
intangible value of the study variables is
higher than (0.05), which indicates that the
results of the study can be circulated to the
research community, and the form (6)
shows the normal distribution of the study
data.

Table (6) Testing the normal distribution of study

variables
Variables
. | Entrepren
Cog\)gan eurial Team Or_ganiza
I — Team collgbor .tlongl
Character | ation identity
istics
mean 3.55 3.77 3.31

© 2022 JPPW. All rights reserved

_ standard | 435 | 0472 | 0745
Diver - deviation
siyin | DT < | 55| ous | 0174 | o074
S A ol- | 0.1
Team - s | o5 0.062 0.174 0.174
diver DT M -
sity ) I | 0.0 -0.116- -0.098- -0.098-
Diver ET 71-
Is('r'%v'vr: 5 DT Statllstlc
edge B parimet 2.364 2.195 3.282
er
Individual Sig. 0.129¢ 0.200¢ 0.200°
attractiveness 5 COAS Source: Researcher preparation based on
to group- Statistical Package Output (SPSS.V.27).
social
_ In di\{i dual ;I;r;ilrd: Check the stability of the measuring
% tztg?glt;gin; sssk 4 COAA 1.  The results of the table (7) show the
S CO stability of the measurement tool with a
E Grou ET strong correlative coefficient according to
S . p Cohen et al.,, 1983, and a value of (0.612),
= | Integration- | 5 COIA indicating the consistenc d ist
Task g y and consistency
of the measurement tool elements, and by
Group the half-factor of fragmgntz_;lti_on with a score
integration - | 4 COIS of (0.880) for the individual and (29)
Social paragraphs, and 0.852 (30) paragraphs. The
results of the study also showed that the
c ORID Sperman  Brown coefficient was 0.759,
2 2 which means that the resolution elements
S E One 5 are consistent and appropriate to interpret
%§ dimensional and measure the measurement of the
S3 measurement, while the Kutman half-
o segmentation coefficient was estimated at

0.759, which confirms the strength of the
relation of the measurement tool.

2.  Estimate the consistency of the SMB
leadership  Model, which is in three
dimensions, in fact (31) paragraph (after
omitting the inappropriate paragraphs) to
the degree of overall consistency of value
(0.822), and a distributed constant of
(0.823) for the team's knowledge, which
comes from the sum of two dimensions
(knowledge of work tasks by (0.825), and
knowledge of team work at (0.828); This is
the result of a two-dimensional (0.826) of
the team's positions and 0.824 of the two
dimensions (the variation in values by
0.827) and the wvariation in knowledge by
0.825), and the credibility of this model of
0.907 indicates the suitability of the
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measurement tool
highly credible.

3. Estimate the stability of the Team
cohesion  Model  represented in  four
dimensions, in fact (18) an overall constant
of 0.821, a distributed constant of 0.825 for

with the sample being

the social group's attractiveness dimension,
0.822 for the group-task's attractiveness
dimension, 0.829 for group-task integration
dimension, and 0.824 for group-social

integration dimension. The reliability of this
model and its rating (0.906) indicates that
the measurement tool is suitable for the
sample in question because it has been
highly credible.

4. Estimate the consistency of the
organizational and representative identity
model, which is a one-dimensional variable,
and the fact that 4 paragraphs (after omitting
the inappropriate  paragraphs) have an
overall consistency of value (0.825), and the
reliability of this model (0.908) indicates
that the measurement tool is suitable for the
sample researched because it has gained
high credibility.

Based on the above, the alpha Crunnbach
coefficient and the structural validity
coefficient have high values and are
acceptable, approved and excellent stability
in descriptive studies because they are high
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compared to standard Alpha Crunnbach
values.
Table (7) resolution stability test
N Alpha
Variables 0 chronbach
’ coefficients
Sub-section
Knowl
edge of 0.8
% work 6 25
et tasks
': | Knowle
S | dae 0.8
5| g 23 0.8
2 eam | Knowl 22
£ | edge of | . 0.8
L team 28
E work
Team positions 12 0.826
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Diversity 0.8
: 4
in values 27
Team
diver —— 0.8
sit Diversity 24
y in 5 0.8
knowledg 25
e
Individual
attractiveness to 5 0.825
group-social
IS Individual
& attractivenessto | 4 0.822
S group — task
£ - -
@ Group integration -
& Task 5 0.829
Group integration - 4 0.824
Social '
IS
c
=
R 1 One dimensional 4 0.825
g ]
2
O
Source: Researcher preparation based on

Statistical Package Output (SPSS.V.27).

Fourth: Description of the variables in the
study

1.  Independent variable
(Entrepreneurial Team Characteristics)

This paragraph is concerned with describing
and diagnosing the dimensions of the
independent variable (Entrepreneurial Team
Characteristics) as an influential variable
and analyzing their results, which are the
three dimensions of team knowledge with
two sub-dimensions (knowledge of work
tasks, Knowledge team), team positions, and
team diversity with two sub-dimensions
(diversity of values, diversity of knowledge)
In fact, the paragraphs of this analysis are
arranged according to the factors of
difference, the lower the coefficient of
difference, the more consistent the response
of the sample members of the study, and
vice versa, these dimensions are explained
as follows:

The results of table 8 review the conscious
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administrative leadership of the importance
of developing pioneering  characteristics,
which enables them to work in building
friendly relations with the faculty councils,
showing the interest of the faculty councils
in assuming responsibility for developing
these colleges and improving the level of
work within their respective teams. This
showed a good relative interest (71%) and a
slightly low ratio difference factor of 12.24
indicates the consistency of the study
sample response to the paragraphs that
explain this variable and with an arithmetic
mean that is toward agreement equal to

3.55, which was measured through three
dimensions. This indicates  that  the
administrative leadership is aware of the

importance of knowing the positions of the
teams and being unanimous in making the
best decisions that motivate them to use
their expertise and skills to serve the
college's goals. This obtained an average of
3.6 with a fairly low standard deviation of
0.480, while after the team diversity it got
the lowest rate of relative difference of
16.44, indicating that the administrative
leaderships had the best leaders to hire in
order to improve the level of team work
inside faculties. This has an arithmetic mean
of (3.44) and a standard deviation equal to
(0.566).

Table (8) Summary of the discussion of variable

Entrepreneurial Team Characteristics

Coefficien
Dimensio | me sp | % t_of_
n an variation
%
0.489
1 Iér&(;\évl 3.6 72 13.55
1 % '
team
Team 0.48 72
2| positio | 3.6 % 13.31
ns
0.566
4 % '
ty
The overall average of Entrepreneurial
Team Characteristics variable
mean | 355
Standard deviation | 0435
Relative importance % | 71%
Coefficient of
variation % 12.24

2. Dependent variable (team cohesion)
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The output from Table 9 shows the
conscious management leadership's
awareness of the importance of team
cohesion in  improving team members'

tendency to stay together as a result of
positive relationships with other members
and joint commitment to the team's mission.
This showed an average relative interest
(67%) and a slightly low ratio difference
coefficient (16.92) indicating the
consistency of the study sample response to
the dimensions that explain this variable,

with an arithmetic mean that is toward
agreement equal to (3.36), which was
measured through four dimensions. The

dimension of individual attractiveness to the
social-group is ranked first with a relative
difference factor of 15.56, indicating that
the administrative leadership is aware of the
importance of individual attractiveness to
the social-group, as it works to build a
dynamic process reflected in the team's
tendency to stick together and remain
cooperative in the pursuit of the goals of
universities and colleges studied. This has
won an average of 3.34 with a fairly low
standard deviation of 0.519, while after the
social integration of the group it obtained
the lowest rate of relative difference (22.05),
indicating that the leaders realized the
importance of increasing motivation,
favoring action, and opening up to change.
This will enhance the collective trust and
mutual support of the team members and
improve the overall team performance,
which has an arithmetic mean of (3.3) and a
standard deviation equal to (0.728).

Table (9) Summary of discussion of the team's

cohesion variable

Coeffic
Dimension me SD | % |ent_of
an variati
on %
Individual
attractivene | 3.3 | 0.51 | 67
! sstogroup- | 4 9 % 15.56
social
Individual
attractivene | 3.3 | 0.70 | 66
2 ss to group 1 2 % 21.19
— task
Group
3| integration - 341066 70 18.98
9 3 %
Task
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Group
4| integration- | 33 | %72 | %6 | 2205 A(?RID 3.06 %5 61% | 395
Social 8 /o
The overall rate of the team cohesion The overall average of organizational
variable identity variable
mean | 3.36 mean 3.31
Standard deviation | 0.569 Standard deviation 0.745
Relative importance % |  67% —
Coefficient of variation % |  16.92 Relative |0Tportance 66%
3. Mediating variable (organizational Coeffiocient of
identity) variation % 22.5
The results of Table 10 show that the

general mean of the organizational identity
variable is neutral and with a moderate
response level (3.31) and a proportional
difference factor (22.5) to show the study
sample's awareness of the importance of
organizational identity with a standard
deviation (0.745) and a moderate relative
interest (66%), which means that the studied
sample  recognizes the importance  of
organizational identity through compliance
In addition to the various and contradictory
objectives within universities and colleges,
the identification of the core, distinct and
permanent characteristics of the
organization, which will improve the ability
of universities and colleges to communicate
effectively ~ with  all  stakeholders, is
measured through four paragraphs (ORID1-
ORID4) with an arithmetic mean of between
3.06-3.47 and a factor of difference (30.17-
39.5) indicates that the management
leadership is aware of the
institutionalization of adaptability and the
creation of a stable regulatory environment
for continuous change consistent with the
organization, showing a relative interest
(61%-69%).
Table (10) a description and analysis of the
organizational identity variable

Coefficien

Dimen mean S. o t of

sion D 0 variation

%

ORID 1.0 0
1 3.4 96 68% 32.21
ORID 0.9
5 3.3 96 66% 30.17
??RID 3.47 11 69% 31.68
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Fifth: Test hypotheses

1. Correlation hypothesis

The first Main hypothesis: The first Main
hypothesis states: (There is a statistically
significant correlation between
Entrepreneurial Team Characteristics
and the organizational identity).

Table 11 indicates a statistically significant
correlation between the Entrepreneurial Team
Characteristics and the organizational identity.

This means that management leaders at
universities and colleges recognize the
importance of the relationship  between

Entrepreneurial Team Characteristics and the
organizational identity by focusing on guidelines
for evaluating, monitoring and developing the
Entrepreneurial Team in order to ensure the
continuity of organizational leadership.

There is a statistically significant correlation
between Entrepreneurial Team
Characteristics and the team cooperation.
Table 11 indicates that there is a statistically
significant correlation between the
Entrepreneurial Team Characteristics and the

team's cooperation. This means that the
administrative leaders in universities and
colleges realize the importance of the

relationship between the Entrepreneurial Team
Characteristics and the team's cooperation
through their focus on encouraging cooperation
among the members in order to confront their
environment and explain their dynamics
continuously with a view to meeting their
requirements of future skills. Based on the above,
the correlation can be interpreted as a weak
positive association
Table (11) correlation matrix

N Team
Organizationa .
. . collaboratio
| identity n
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Ent
ren | o Div | Di Te Kn | Kn
Knowledge of 372" 200™ eur ers | ve Kn | owl | owl
team work ' ' ial | & ity [rsi| 2 |owl|edg | edg
Tea | ™ | in ty m edg | eof | eof
Knowledge 671" 290" di : po
team - - m | e kn | in sit | © tea | wo
Ch rsi owl | va io tea | m | rk
Team 471 91 ara | edg | lu | <~ | m | wo | tas
positions cter e | es rk | ks
Diversity in " " il
values .388 181 cs _ - .
Individual attractiveness to group-social
Diversity in - - 5 3
knowledge | 48 25 56 | 70| 46| 55| 5 | 50 | 33| 49
Team diversity 465" 242 - -
Entrepreneuria Individual attractiveness to group — task
| Team 626" .269™ 3 4
. 52 .38 | .30 50 | .40 | 43
Characteristics 6 %4 1~ | 6 §0 g~ | 5 | o
**_Correlation is significant at taiISe:gil)g)_OO Group integration - Task
the 0.01 level (2-tailed). 0 ' > >
.28 i4 22 | .16 67 25 | .16 | .26
7w | 1T |5 e | 67| 4T 27

There is a statistically significant correlation
between the Entrepreneurial Team
Characteristics and the team cohesion.

Table 12 indicates a statistically significant
correlation between the Entrepreneurial Team
Characteristics and the team's cohesion. The
strength of the connection between the
Entrepreneurial Team Characteristics and the
dimensions of the team's cohesion ranged
between (0.287) because of the integration of the
group-task to (0.566) because of the individual's
attractiveness to the social group. This means
that the management leaders at universities and
colleges recognize the importance of the
relationship between the Entrepreneurial Team
Characteristics and the team's cohesion through
their focus on improving the ability of teams to
work creatively and collaborate with external
stakeholders, ensuring guidance, social support
and seeking appropriate input to achieve the
team's goals. Based on the above, the correlation
can be interpreted as a positive, direct
correlation.

Table (12) correlation matrix Team leadership
characteristics and Team cohesion
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Group integration - Social

3 4
49 .36 | .28 44

27 | | 47|27

46 | .36 | .39
27|57 | 7T

Team cohesion

.53 ;é 40 | .36 41: 49 | .36 | 45
3 % | 67|07 W | 3T 67| 07
**_Correlation is significant at t;:gdggo

the 0.01 level (2-tailed). 000_ '

2. Effect hypothesis

It is also a matter of fact that it is not a matter of
fact that it is not a matter of fact that it is not a
matter of fact that the Entrepreneurial Team
Characteristics are more important to the team's
consistency with the existence of an
organizational identity.

To test this hypothesis, a structured model
has been developed that illustrates the
nature and type of relationship between the
Entrepreneurial Team  Characteristics and
the team's coherence with the existence of
an organizational identity. Table 13 shows
that as senior management leaders of
universities and  colleges  realize  the
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importance of the Entrepreneurial Team
Characteristics in the existence of
organizational identity, the better the team's
cohesion, In other words, increasing the
Entrepreneurial Team  Characteristics  with
an organizational identity by one unit will
lead to an improvement of one standard
weight of 0.262, a critical value of 12.476,
and a standard error of 0.021. This means
that the senior management leaders of
universities and colleges recognize the
importance of the impact of organizational
identity on team cohesion by enhancing
high reliability, increasing tendencies to
share responsibility with the team, and
increasing  social  effectiveness,  improve
organizational performance by committing
to performing tasks and viewing them as the
main motivation in achieving the
organization's goals and objectives.

The results of table 13 also review that the
Entrepreneurial Team Characteristics
contribute to explaining 0.341 of the
difference in the Group's coherence with the
existence of the organizational identity, and
the residual value is due to factors not
included in the study.

Figure (2) structural model of the impact of the
Entrepreneurial Team Characteristics on the
team's coherence in the existence of
organizational identity
Source: Preparation of the researcher based

on the outputs (AMOS.V.26)

Based on the above, it can be said that the
results of Table 13 show that organizational
identity has contributed to improving the
strength  of  the influence of the
Entrepreneurial Team Characteristics on the

team's cohesion, as the results show an
improvement of 0.191 in the standard
estimates, which is accompanied by a

decrease of 0.051 in the standard error. The
results also showed a noticeable increase in
the interpretation of the Entrepreneurial
Team Characteristics with the existence of
the organizational identity, which amounts
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to 0.336 of the difference in the team's
cohesion. This means that the management
leaders at the universities and colleges
realize the importance of the
Entrepreneurial Team Characteristics in the
team's cohesion in the existence of
organizational  identity  through  building
diverse  skills and capabilities through
cooperation  with  multidisciplinary  teams
inside and outside the organization and
cooperation with members from different
organizational entities. The cooperation of
the Group contributes to enhancing the
value of the Organization and investing
resources and capacities to the fullest extent,
and it exercises the coherence of the Group
by strengthening organizational capacities
of expertise, knowledge and financial
resources, increasing working value and
strengthening  the  governance of the
cooperative organization.

Table (13) the final results of the indirect impact
of the Entrepreneurial Team Characteristics on
the Group's coherence in the existence of the
organizational identity

. | Er
Esti C. 2
Path mate rro v | R
S| .| 2]o62|00|88]|03
0 S| 6 | 71|17 | 92
S| | @|os0|00|72]00
5 S| 6 |42|86| 94
S| .| m]oo7|00]o9]00
i S| 1 |72|8 |05
S| 2]-| 15 026 | 00|12 |03
-1 &1-1 8l 2 |21 |46 41
> >
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The amount of improvement the
organizational identity has brought about
between the Entrepreneurial Team
Characteristics and the team's cohesion

019 | 00| 11. | 03
51| 49 | 36

> >

ETCH

ORID

COET
-

The following sub-hypotheses arise from
the main hypothesis:

Sub-hypothesis 1:

The first sub-hypothesis states: (The impact
of team knowledge on team cohesion is

increased by its dimensions (individual
attractiveness to  group-social, individual
attractiveness  to  group-task,  group-task
integration,  group-social integration)  with

the existence of organizational identity.)

The results of Table 14 indicate that the
more  senior  management leaders  of
universities and  colleges  realize  the
importance of the team's knowledge of the
existence of organizational identity, the
better the dimensions of team cohesion. In
other words, increasing the team's
knowledge of the existence of an
organizational identity by one unit improves
the dimensions of team cohesion by one
standard weight ranging from (0.270) to
(0.335) for the individual's attractiveness to
the group-task, critical value (6.279-8.97),
and standard error (0.033-0.046). This
means that the senior management leaders
of universities and colleges recognize the
importance of the team's knowledge of
organizational identity in the dimensions of
team cohesion by improving the
relationship, coherence, interaction,
communication and desire among team
members to achieve  cooperation and
success in  achieving team goals in
particular, and the organization in general.

The Panel's knowledge of the existence of
the organizational identity also contributes
to the explanation of 0.308 of the variation
in the dimensions of the Panel's coherence,
and the residual value is due to factors not
included in the study.

© 2022 JPPW. All rights reserved
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Figure 3 the structural model of the impact of the
team's knowledge on the dimensions of the
team's coherence of the existence of an
organizational identity

Source: Preparation of the researcher based
on the outputs (AMQOS.V.26)

Table (14) the final results of the overall indirect
impact of the Panel's knowledge of the
dimensions of the Group's coherence in the
existence of an organizational identity

Estim | Err | C.

2
Pl ate or | V A
H |l al | @
v - =-] < 0.03 | 8.9
o 0.296
Hl-16-1 8 3 | 7
> >
cl.lal.| g 0.04 | 7.7
Y — . .
> >
0.3
08
= a) <
vli-| =l-1 = 0.04 | 6.2
E ) % i 8 0.270 3 79
> >
|- ) ) %)
Cl-121-2 0.04 | 6.7
= % i 8 0.310 5 39
> >
Sub-hypothesis 2:
The second sub-hypothesis states: (The

impact of team positions on team cohesion

increases by its dimensions (individual
attractiveness to  group-social, individual
attractiveness  to  group-task,  group-task
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integration,  group-social with
organizational identity.)

The results of table 15 show that the more
senior management leaders of universities
and colleges realize the importance of
paying attention to the team's positions in
the existence of organizational identity, the
better the dimensions of team cohesion. In
other words, an increase in team positions
with an organizational identity by one unit
will result in an improvement in the
dimensions of team cohesion by one
standard weight ranging from (0.189) to
(0.235) for the individual's attractiveness to
the group-task, with a critical value (6.5-
11.81) and a standard error (0.016-0.032).
This means that senior management leaders
of universities and colleges recognize the
importance of the impact of team positions
in the existence of organizational identity on

integration)

the dimensions of team cohesion by
improving the organization's performance
and meeting its  aspirations  through

achieving team job  satisfaction, team
participation, and team commitment.

The Panel's positions in the existence of
organizational identity contribute to the
explanation of 0.392 of the variation in the
dimensions of the team's coherence, and the
residual value is due to factors not included

in the study.

Figure (4) the structural model of the impact of
the team's directions on the dimensions of the
team's coherence with the existence of an
organizational identity

Source: Preparation of the researcher based
on the outputs (AMOS.V.26)
Table (15) the final results of the overall indirect
impact of the team's positions on the dimensions
of the team's coherence with the existence of an
organizational identity
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Sub-hypothesis 3:
The third sub-hypothesis states: (The impact

of team diversity on team cohesion
increases by its dimensions (individual
attractiveness to  group-social, individual
attractiveness  to  group-task,  group-task

integration,  group-social with

organizational identity.)

integration)

The results of Table 16 indicate that the
more  senior  management  leaders  of
universities and  colleges  realize  the

importance of caring for the diversity of the
team with an organizational identity, the
better the dimensions of team cohesion. In
other words, increasing team diversity by
one unit of organizational identity leads to
an improvement in the dimensions of team

cohesion by one standard weight ranging
from (0.187) to (0.232) of group-task
attractiveness to  (0.232) of group-task

attractiveness, critical value (3.254-8.5) and

standard error (0.022-0.063). This means
that the senior management leaders of
universities and colleges recognize the

importance of the impact of team diversity
in the existence of organizational identity in
the dimensions of team cohesion through

awareness of difficulties, improved
creativity, increased employee motivation
and preference, and greater openness to
change.

The diversity of the team's organizational
identity also contributes to the explanation
of 0.392 of the variation in the dimensions
of the team's cohesion, and the residual
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value is due to factors not included in the

study.

Based on the above, the twelfth main
hypothesis, which states that the
Entrepreneurial Team  Characteristics  will
increasingly influence the Group's
coherence with the existence of an

organizational identity, can be accepted.

Figure (5) the structural model of the impact of
team diversity on the dimensions of team
cohesion with organizational identity
Source: Preparation of the researcher based

on the outputs (AMOS.V.26)

Table (16) the final results of the overall indirect
impact of the diversity of the Panel on the
dimensions of the Group's coherence with the
existence of an organizational identity
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PART FOUR: CONCLUSIONS AND

RECOMMENDATIONS

First: Conclusions

1. The study results showed that the studied
sample is keen on building the professional
background of faculty board members through
developing their skills and expertise in a way that
complements each other. Management leaders at
studied colleges and universities recognize that
diversity in their teams is important because they
address problems in the workplace by building as
much fundamental ideas as possible that will
achieve the best results that achieve their goals in
the long term.

2. The sample studied played a prominent
role in building friendly relationships with board
members from acetate taking responsibility for
developing and improving the level of work
within their own teams.

3. The results of the study showed that
management leaders were aware of strengthening
the relationship between their co-workers before
building a team to achieve the college's goals,
which stimulates the ability of colleges to
improve and address their weak social activities
as much as possible.

4.  The results show that the sample study
recognizes the importance of taking care of the
individual's attractiveness to the task by
improving the well-being of the faculty members
through the adoption of methods and activities by
the management leadership that will improve the
academic environment within these colleges,
which addresses the unhappiness and the lack of
willingness of the faculty to make the
educational process a success.

5. The results demonstrated the interest of
senior management in encouraging faculty
members to make the learning process a success
by giving them the opportunity to improve their
personal performance and providing the
appropriate reward for achieving this goal.
Second: Recommendations

1. It is necessary to institutionalize adaptive
capacity and create a stable regulatory
environment conducive to constant change
consistent with the Organization.
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2. Focus on developing considered sample
capabilities for a full common understanding of
team skills leading to improved ability to address
environmental uncertainty and organizational
uncertainty.

3. Universities should build strategies and
procedures designed to influence the behavior of
their employees in order to achieve the objectives
of the organization.

4. Universities need to address organizational
identity by matching multiple and contradictory
objectives within universities and colleges, and
by identifying the core, distinct and lasting
characteristics of the organization, thereby
improving the ability of universities and colleges
to communicate effectively with all stakeholders.
5. It is important for universities to pay
attention to team cooperation as it helps to ensure
employee satisfaction and morale in order to
invest as much of their efforts as possible in
improving the quality and productivity of the
universities and colleges studied.
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