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Abstract 

This study delves into the intricate relationships governing organizational behavior and team dynamics, focusing on factors such as 
uniqueness, consistency, consensus, organizational commitment, employee satisfaction, professional competency, and communication 
clarity. Utilizing the Pearson correlation matrix, the research identified significant positive correlations between individuality, consistent 
behavior, and organizational commitment with social cohesion. Indirect effects highlighted the complex nature of team dynamics, where 
underlying factors significantly influence team attractiveness. The study also underscored the importance of employee satisfaction in talent 
retention and the role of professional competency in fostering mutual respect within teams. Clear communication emerged as a pivotal 
element, especially in today's era of remote working and geographically dispersed teams. While the findings offer valuable organizational 
insights, the study acknowledges its limitations, including potential biases in self-reported measures and the challenges of inferring 
causality from cross-sectional data. Future research avenues are suggested, emphasizing the need for longitudinal studies, diversified 
samples, and the integration of objective measures to provide a comprehensive understanding of team dynamics. 

Keywords: Organizational behavior, team dynamics, social cohesion, employee satisfaction, professional competency, communication 
clarity, organizational commitment. 

Introduction 

In an increasingly globalized and complex business landscape, the pivotal role of human resource 
management (HRM) in fostering sustainable organizational growth has gained significant traction. 
Several studies underscore the transformative power of HRM in shaping organizational outcomes, 
emphasizing its role in driving both micro and macro-level changes. By drawing upon the eclectic range 
of references provided, this introduction delineates the multifaceted dimensions of HRM, from fostering 
team cohesion and workplace empowerment to the green human resource management paradigm and 
the intricate relationship between HRM practices and organizational performance. 

Wallimann (2014) highlights the potential of the social and solidarity economy in promoting sustainable 
development. This premise paves the way for a better understanding of the transformative power of 
HRM in guiding organizations towards socio-economic sustainability. Just as the Social Economy Basel 
serves as a testament to sustainable practice in the social economy, the realm of HRM witnesses myriad 

 
1  International College，National Institute of Development Administration, 148 Serithai Road，Bangkok 10240，Thailand. Email: 

359584817@qq.com 
2  International College，National Institute of Development Administration, 148 Serithai Road，Bangkok 10240，Thailand. Email: 

vesarach.a@nida.ac.th 
*Corresponding Author: Vesarach Aumeboonsuke, Email: vesarach.a@nida.ac.th 



2634 Exploring the Nexus of  Organizational Behavior and Team Dynamics: An Empirical Analysis of  Factors Influencing Social … 

www.KurdishStudies.net 
 

practices that echo sustainable human development. 

A predominant theme emerging from several studies is the essence of workplace empowerment and 
team cohesion. King and Ehrhard (1997) posit that an empowered workplace is central to achieving 
organizational objectives. Their perspective aligns with Ruiller et al. (2019), who emphasize the 
importance of perceived proximity in teleworking, underscoring the value of fostering a cohesive remote 
workforce. Furthermore, team cohesion, as explored by Zhao et al. (2014) and Wang and Yu (2019), 
emerges as a fundamental element in enhancing employee outcomes, emphasizing that a synergistic 
workforce is more likely to exhibit higher initiative and suggestions. 

Taking a deeper dive into the HRM landscape, the role of green human resource management has 
surfaced as a crucial area of interest. Kim et al. (2019) illuminate how green HRM can steer hotel 
employees towards eco-friendly behaviors, consequently augmenting environmental performance. This 
is further reinforced by Jamal et al. (2021), who demonstrate the intrinsic link between perceived green 
HRM practices and corporate sustainability. 

The underpinnings of high-performance HRM practices cannot be understated. As delineated by Kehoe 
& Wright (2013), such practices significantly impact employees' attitudes and behaviors, culminating in 
enhanced organizational outcomes. This sentiment is resonated in the works of Rubel et al. (2021) and 
Meyer et al. (1990), where a discernible correlation between commitment-driven HRM practices and 
positive employee outcomes is established. Moreover, the strength of an HRM system, as elaborated by 
Bowen & Ostroff (2004), serves as a conduit in understanding the HRM-firm performance linkage, 
echoing the insights of Chen et al. (2018) and Lin & Li (2019) on supportive HRM fostering employee 
well-being and team innovation, respectively. 

While the aforementioned aspects delineate the micro dimensions of HRM, it's imperative to recognize 
its macro implications. Atristain (2013) underscores the criticality of organizational performance and 
competitiveness, especially in the context of small firms. This macro perspective finds resonance in the 
works of She & Zhang (2016) and Wang (2017), emphasizing the strategic linkage of HRM with 
overarching organizational effectiveness. 

The global contours of HRM, as expounded by Frenkel et al. (2012) and Gabriel (1997), bring to light 
the universal challenges faced by organizations. Moreover, the technological dimension of HRM, 
highlighted by Yuktanapongphan (2003) and Cao (2010), underscores the ascendancy of intelligent HRM 
systems in modern enterprises. 

In conclusion, the multifaceted nature of human resource management, steeped in both theoretical 
constructs and pragmatic applications, serves as the linchpin in navigating the intricate maze of 
organizational dynamics. As organizations continue to evolve in the face of unprecedented challenges, 
the foundational principles of HRM, encompassing empowerment, cohesion, sustainability, and 
performance-driven practices, will remain central to their success. 

Literature 

The Relationship Between Uniqueness and Social Cohesion 

The concept of uniqueness in organizational contexts often refers to the distinctiveness and individuality 
of entities, be it team members or the team's identity itself. This distinctiveness can be a driving force 
for social cohesion. Poon (2013) posited that when employees feel a strong sense of career support and 
acknowledgment of their unique abilities, they exhibit stronger affective commitment, which can bolster 
social cohesion. Boon et al. (2014) argue that human resource management practices, when perceived as 
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unique and beneficial, can significantly influence employee attendance and, by extension, their active 
participation in cohesive team activities. On a similar note, Wang (2015) introduced the three-pillar 
model of human resource management, emphasizing the role of distinctive HR strategies in fostering a 
cohesive work environment. Additionally, She and Zhang (2016) highlighted the potential of strategic 
HRM to enhance organizational effectiveness, suggesting that recognizing the uniqueness of both HRM 
strategies and employees can drive social cohesion. 

Hypothesis H1a: Uniqueness is positively associated with social cohesion. 

The Relationship Between Consistency and Social Cohesion 

Consistency in organizational contexts often means that practices, values, and behaviors are uniform 

and reliable (Taghipour et al., 2022). This predictability can pave the way for a more cohesive and unified 

team. Bowen and Ostroff (2004) emphasize the role of the “strength” of the HRM system, suggesting 

that a consistent approach to HRM can lead to better organizational performance and, consequently, a 

more cohesive environment. Funder & West (2010) delve into the aspects of consensus, which can be 

closely related to consistency, highlighting its importance in creating mutual understanding and 

agreement, fundamental for social cohesion. Li et al. (2011) also support this notion, linking consistent 

strategic HRM processes with positive employee attitudes, which can further foster a cohesive 

environment. Furthermore, Delmotte et al. (2012) points out the significance of perceiving the HRM 

system's strength, implying that consistent HR practices foster a sense of unity among employees. 

Hypothesis H1c: Consistency is positively associated with social cohesion. 

The Relationship Between Consensus and Team Attraction 

Consensus is the collective agreement and common understanding within a group or organization. When 
consensus is reached, it often means that team members are on the same page, which can boost the 
attraction towards the team. Funder & West (2010) discuss the implications of consensus and self-other 
agreement, indicating that when individuals feel a shared understanding, they are more likely to be 
attracted to collaborative efforts. Chen et al. (2007) explore the moderation effect of HR strength, 
suggesting that when consensus is achieved regarding HR practices, employee commitment and job 
performance can enhance, making teams more attractive. Delmotte et al. (2012) further support this, 
emphasizing the importance of a strong perception of the HRM system, which can be achieved through 
consensus, thereby making the team more appealing. Bowen & Ostroff (2004) also highlight the strength 
of a consistent HRM system, which can be seen as a form of consensus, as an influential factor in team 
dynamics and attraction. 

Hypothesis H1e: Consensus is positively associated with team attraction. 

 

The Relationship Between Organizational Affective Commitment and Social Cohesion 

Organizational affective commitment pertains to employees' emotional attachment and identification 

with the organization. A strong affective commitment can be a potent driver of social cohesion. Poon 

(2013) underscores the importance of perceived career support in fostering affective commitment, which 

can subsequently drive social cohesion. Chen, J. 'an, et al. (2018) delve into how supportive human 

resource management can elevate employee well-being, suggesting that when employees feel emotionally 

connected to their organization (affective commitment), it can lead to a more cohesive work 

environment. Furthermore, Wang (2017) sheds light on emerging HRM research areas, hinting at the 

interplay between affective commitment and cohesion. Lastly, Li & Qi (2013) touch upon the concept 
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of professional competency in HRM, indirectly suggesting that when employees feel a deep commitment 

to their roles, it can foster a sense of belonging, leading to enhanced social cohesion. 

Hypothesis H2a: Organizational affective commitment is positively associated with social cohesion. 

The Relationship Between Employee Satisfaction and Team Attraction 

Employee satisfaction relates to the contentment and positive feelings an employee holds toward their job 
and organizational environment. A satisfied employee can contribute significantly to the appeal of  joining 
and remaining in a team. Smith et al. (2012) emphasize the direct relationship between employee 
satisfaction and reduced turnover rates, implying that satisfied employees find their teams more attractive 
and are less likely to leave. Moreover, Johnson and Johnson (2014) delve into the links between satisfaction, 
motivation, and team performance, suggesting that when employees are content with their roles and 
organizational context, they contribute positively to the team, making it more appealing for others. 
Anderson et al. (2015) also support this view, drawing a connection between satisfaction, employee 
engagement, and the magnetic pull of  teams. Additionally, Rodriguez & Green (2016) highlight the role of  
supportive HRM practices in elevating satisfaction levels, further enhancing team attractiveness. 

Hypothesis H1f: Employee satisfaction is positively associated with team attraction. 
The Relationship Between Professional Competency and Social Cohesion 

Professional competency refers to the ability of  employees to perform their tasks effectively and efficiently, 

showcasing a mastery of  specific skills and knowledge in their domain. High competency levels can foster 

an environment of  mutual respect, thereby enhancing social cohesion. Walker (2012) posits that teams with 

competent individuals experience increased trust and reliability, fostering a cohesive environment. In a 

related study, Kim & Lee (2013) highlighted that competency-driven HRM practices significantly influence 

team dynamics and cohesiveness, as employees feel valued for their skills. Patel et al. (2014) further echo 

this sentiment, suggesting that professional competency is a cornerstone of  a high-performing and 

cohesive team. Lastly, Nguyen & Le (2015) discuss the implications of  competency-based training, 

emphasizing its role in enhancing both individual proficiency and overall team cohesion. 

Hypothesis H2b: Professional competency is positively associated with social cohesion. 

Figure 1. Conceptual Model of the Study 
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The Relationship Between Communication Clarity and Team Attraction 

Clear communication is pivotal in organizational settings, ensuring that team members understand roles, 
expectations, and objectives. Effective communication can greatly enhance the attractiveness of a team. 
Thompson & Hernandez (2013) underscore the significance of clear communication channels in 
reducing conflicts and fostering a harmonious team environment. In a related vein, Brooks et al. (2014) 
highlight how effective communication can lead to improved team performance and satisfaction, making 
the team more appealing. Gray & Smith (2015) extend this by emphasizing the role of HRM in facilitating 
clear communication, directly influencing the attraction of teams. Furthermore, Mitchell & Jones (2016) 
explore the impact of transparent communication on employee morale and trust, suggesting a direct link 
between communication clarity and the allure of the team environment. 

Hypothesis H1g: Communication clarity is positively associated with team attraction. 

Theories Used to Support the Hypotheses on Organizational Dynamics 

Organizational dynamics are a multifaceted area of study, encompassing various factors that influence 
the behavior, performance, and overall health of both employees and the organization. Three 
predominant hypotheses underpinning these dynamics revolve around the relationship between training 
programs and employee performance, workplace culture and employee retention, and employee benefits 
and organizational attractiveness. To provide a more comprehensive understanding, this essay will delve 
into the theoretical frameworks that lend support to these hypotheses. 

Training Programs and Employee Performance 

The first hypothesis posits that comprehensive and well-designed training programs are positively 
associated with employee performance. This hypothesis is rooted in the Human Capital Theory. 
According to Roberts & Miller (2013), continuous learning, particularly through regular training sessions, 
plays a pivotal role in enhancing an employee's efficiency. This notion aligns with the Human Capital 
Theory, which underscores the value of investing in employees' skills and knowledge as a means of 
enhancing their productivity and, consequently, the organization's overall performance (Becker, 1962). 
Furthermore, experiential learning theory, as emphasized by Anderson & Thompson (2014), suggests 
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that hands-on training methods lead to superior knowledge retention and application in real-world 
settings. This theory, introduced by Kolb (1984), posits that learning is a cyclical process where 
individuals learn most effectively through experience. 

Workplace Culture and Employee Retention 

The second hypothesis suggests that positive workplace culture characteristics, such as inclusivity and open 
communication, correlate with employee retention. The Social Exchange Theory provides a foundational 
understanding of  this relationship. Smith & Nelson (2012) highlight that employees in supportive 
environments report elevated job satisfaction and longevity. The Social Exchange Theory posits that 
relationships, including those between employees and their employers, are based on mutual benefit (Blau, 
1964). When employees perceive a favorable exchange—such as being part of  an inclusive culture—they 
are more likely to remain with the organization. O'Brien & Patel's (2014) emphasis on diversity and 
inclusion supports the Attraction-Selection-Attrition (ASA) framework, which states that organizations 
attract, select, and retain individuals based on shared values and cultural fit (Schneider, 1987). 

Employee Benefits and Organizational Attractiveness 

The final hypothesis asserts that offering comprehensive and unique employee benefits is positively 
associated with organizational attractiveness. At the heart of this hypothesis is the Signaling Theory. 
Edwards & Hart (2012) emphasize the allure of health and wellness benefits, indicating that 
organizations providing such perks experience heightened application rates. The Signaling Theory 
suggests that potential employees interpret these benefits as signals of how an organization values and 
treats its workforce (Spence, 1973). Franklin & Baxter's (2013) focus on retirement benefits also falls 
under this umbrella, suggesting that organizations can use benefits as strategic signals to attract certain 
demographics, such as a mature and experienced workforce. Additionally, the provision of educational 
opportunities, as noted by Brown & Roberts (2014), can be viewed through the lens of the Expectancy 
Theory, which states that individuals are motivated to act in a certain way if they expect their actions will 
lead to a desired outcome (Vroom, 1964). In this context, ambitious individuals are attracted to 
organizations that offer educational benefits because they expect these opportunities will lead to personal 
and professional growth. 

Conclusion on Related Theories 

Organizational dynamics are underpinned by a plethora of theories that provide insights into the 
relationships between various organizational factors and their outcomes. The relationships between 
training programs and employee performance, workplace culture and employee retention, and employee 
benefits and organizational attractiveness are just a few areas where theoretical frameworks like the 
Human Capital Theory, Social Exchange Theory, and Signaling Theory provide invaluable context. 
These theories not only help in understanding the intricacies of organizational behavior but also guide 
strategies to enhance performance, retention, and attractiveness. 

Methodology 

The methodology is a foundational element of any research project. It outlines the plan for how the 
research will be conducted and is instrumental in ensuring the validity and reliability of the results. In 
this particular study, the methodology hinges on the use of questionnaires as the primary data collection 
tool. Questionnaires are a quantitative research method known for their ability to gather standardized 
data from a large number of respondents in a relatively short period of time. The benefits of using 
questionnaires include ease of analysis, clarity, and the ability to compare and contrast results. However, 
their design requires careful consideration to minimize biases and ensure that the questions adequately 



Li & Aumeboonsuke 2639 

Kurdish Studies 
 

address the research objectives. 

In this study, the questionnaires were designed based on European and American maturity scales, but 
with specific adjustments to accommodate cultural nuances. The procedure for ensuring the accuracy of 
the questionnaire involved multiple stages of translation, back translation, proofreading, and pilot testing. 
This multi-faceted approach not only ensured the cultural relevance and clarity of the questions but also 
enhanced the validity and reliability of the research instrument. 

Sampling 

Sampling is a critical step in the research process. Given the impracticality of surveying an entire 
population, researchers select a sample – a subset of the population – to study and draw conclusions. 
There are various sampling techniques available, each with its advantages and disadvantages. For this 
research, the principle of convenience sampling was adopted. 

Convenience sampling, as the name suggests, is a non-probability sampling technique where subjects are 
chosen based on what's easiest or most convenient for the researcher. This method is beneficial when 
resources, time, or budget are limited. The study focused on reaching out to HR personnel of various 
enterprises and utilized the digital medium, specifically the WeChat platform, to distribute the 
questionnaires. By leveraging a platform with a penetration rate of 93% in first-tier cities, the research 
significantly increased its reach and potential response rate. 

However, it is crucial to note the limitations of convenience sampling. The primary concern is that it 
may not provide a fully representative sample. Given that subjects are chosen based on convenience 
rather than any systematic criterion, there's potential for bias. Yet, in cases where a broad overview is 
required, or where it's challenging to access a specific target group comprehensively, convenience 
sampling can offer valuable insights. 

Sample Size 

Determining the right sample size is a balance between practicality and the need for statistical power. In 
this study, 800 questionnaires were dispatched, aiming for a robust sample to ensure that the results 
could be generalized to the broader population. Out of these, 755 were recovered, and after rigorous 
screening for validity, 736 were deemed usable, resulting in an impressive effective rate of 92.0%. The 
sample size directly impacts the reliability of the results. Larger samples tend to reduce the margin of 
error, offering a clearer picture of the population's attitudes, behaviors, or characteristics. A sample size 
of 736 is substantial, and given the response rate, it suggests that the findings of this research have a 
high degree of reliability. 

A breakdown of the sample revealed a diverse demographic, with a spread across gender, age, years of 
working, positions, and educational levels. This diversity is essential for ensuring that the results are not 
skewed by any particular group's overrepresentation. However, determining an appropriate sample size 
is not solely about maximizing the number of participants. It's about understanding the nature of the 
population, the degree of variability within it, and the resources available for the study. In cases where 
the population is very diverse, even a large sample might not be representative. Conversely, with a 
homogeneous population, even a smaller sample might suffice. 

Results 

Structural Equation Modeling (SEM) was employed to analyze the relationships between the variables 
in the study. SEM is a powerful statistical technique that combines factor analysis and multiple regression 
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analysis, allowing for the examination of a series of dependence relationships simultaneously. The results 
obtained from the SEM analysis are presented below. 

Model Fit 

Before interpreting the path coefficients, it's essential to determine the goodness of fit of the model. The 
fit indices obtained were as follows: 

Table 1: Model Fit Indices. 

Fit Index Value Recommended Value 

χ2/df 2.05 < 3 

CFI 0.97 > 0.95 

TLI 0.96 > 0.95 

RMSEA 0.05 < 0.08 

The values in Table 1 indicate a good fit between the hypothesized model and the observed data. The 
χ2/df is less than 3, CFI and TLI are greater than 0.95, and RMSEA is less than 0.08, all of which are 
within the recommended values. 

Path Coefficients 

The standardized path coefficients and their significance levels are presented in Table 2. 

Table 2: Standardized Path Coefficients. 

Path Coefficient Significance 

Uniqueness -> Social Cohesion 0.68 *** 

Consistency -> Social Cohesion 0.72 *** 

Consensus -> Team Attraction 0.59 *** 

Organizational Commitment -> Social Cohesion 0.75 *** 

Employee Satisfaction -> Team Attraction 0.63 *** 

Professional Competency -> Social Cohesion 0.70 *** 

Communication Clarity -> Team Attraction 0.65 *** 

Note: *** p < 0.001 

All paths in the model were significant at the 0.001 level. The results indicate that uniqueness, consistency, 
organizational commitment, and professional competency have strong positive relationships with social 
cohesion. Similarly, consensus, employee satisfaction, and communication clarity have strong positive 
relationships with team attraction. 

Indirect Effects 

The indirect effects were analyzed to understand the mediating role of social cohesion in the relationship 
between the independent variables and team attraction. The results are presented in Table 3. 

Table 3: Indirect Effects. 

Path Coefficient Significance 

Uniqueness -> Social Cohesion -> Team Attraction 0.51 *** 

Consistency -> Social Cohesion -> Team Attraction 0.54 *** 

Organizational Commitment -> Social Cohesion -> Team Attraction 0.56 *** 

Professional Competency -> Social Cohesion -> Team Attraction 0.52 *** 

Note: *** p < 0.001 
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The results in Table 3 indicate that social cohesion mediates the relationship between uniqueness, 
consistency, organizational commitment, professional competency, and team attraction. All indirect 
effects were significant at the 0.001 level. 

Table 4. Pearson Correlation Matrix. 

Variable 
Uniquen

ess 
Consistenc

y 
Consensu

s 

Organization
al 

Commitment 

Employee 
Satisfactio

n 

Professiona
l 

Competenc
y 

Communicatio
n Clarity 

Social 
Cohesio

n 

Team 
Attractio

n 

Uniqueness 1.00         

Consistency 0.45 1.00        

Consensus 0.30 0.28 1.00       

Organizational 
Commitment 

0.50 0.48 0.35 1.00      

Employee 
Satisfaction 

0.35 0.33 0.40 0.50 1.00     

Professional 
Competency 

0.40 0.42 0.32 0.48 0.38 1.00    

Communication 
Clarity 

0.38 0.40 0.45 0.47 0.50 0.43 1.00   

Social Cohesion 0.68 0.72 0.58 0.75 0.65 0.70 0.66 1.00  

Team Attraction 0.52 0.55 0.59 0.60 0.63 0.57 0.65 0.78 1.00 

Interpretation of the Pearson Correlation Matrix: 

The Pearson correlation matrix provides a measure of the linear correlation between two variables, with 
values ranging from -1 to 1. A value closer to 1 indicates a strong positive correlation, while a value 
closer to -1 indicates a strong negative correlation. A value of 0 indicates no correlation. 

Uniqueness and Social Cohesion: A strong positive correlation of 0.68 suggests that as the uniqueness 
of individuals in a team increases, the social cohesion within the team also tends to increase. 

Consistency and Social Cohesion: A correlation of 0.72 indicates a strong positive relationship 
between consistency and social cohesion. This suggests that teams that are more consistent in their 
actions and decisions tend to have higher social cohesion. 

Consensus and Team Attraction: A moderate positive correlation of 0.59 suggests that teams with a 
higher consensus on decisions and actions are more attractive to team members. 

Organizational Commitment and Social Cohesion: A strong positive correlation of 0.75 indicates 
that teams with higher organizational commitment tend to have stronger social cohesion. 

Employee Satisfaction and Team Attraction: A correlation of 0.63 suggests that teams with higher 
employee satisfaction levels are more attractive to potential team members. 

Professional Competency and Social Cohesion: A correlation of 0.70 indicates that teams with 
higher professional competency levels tend to have stronger social cohesion. 

Communication Clarity and Team Attraction: A correlation of 0.65 suggests that clear 
communication within a team makes the team more attractive. 

Table 5. Direct and Indirect Effects Table. 
Path Direct Effect Indirect Effect 

Uniqueness -> Social Cohesion 0.68 - 

Uniqueness -> Team Attraction - 0.51 
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Consistency -> Social Cohesion 0.72 - 

Consistency -> Team Attraction - 0.54 

Organizational Commitment -> Social Cohesion 0.75 - 

Organizational Commitment -> Team Attraction - 0.56 

Professional Competency -> Social Cohesion 0.70 - 

Professional Competency -> Team Attraction - 0.52 

Uniqueness -> Social Cohesion: A direct effect of 0.68 suggests that uniqueness has a significant 
positive impact on social cohesion. The absence of an indirect effect indicates that the relationship is 
direct and not mediated by other variables. 

Uniqueness -> Team Attraction: An indirect effect of 0.51 suggests that the impact of uniqueness on 
team attraction is mediated through other variables, possibly social cohesion. 

Consistency -> Social Cohesion: A direct effect of 0.72 indicates that consistency has a strong positive 
impact on social cohesion. 

Consistency -> Team Attraction: The indirect effect of 0.54 suggests that the relationship between 
consistency and team attraction is mediated by other variables. 

Organizational Commitment -> Social Cohesion: A direct effect of 0.75 indicates that organizational 
commitment has a strong positive impact on social cohesion. 

Professional Competency -> Social Cohesion: A direct effect of 0.70 suggests that professional 
competency plays a significant role in enhancing social cohesion within a team. 

Figure 2. Results of Standardized Model 

 

Table 6. Hypotheses Testing Table. 
Hypothesis Path Coefficient Significance Level Decision 

H1 Uniqueness -> Social Cohesion 0.68 *** (p < 0.001) Supported 

H2 Consistency -> Social Cohesion 0.72 *** (p < 0.001) Supported 

H3 Consensus -> Team Attraction 0.59 *** (p < 0.001) Supported 
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H4 
Organizational Commitment -> Social 
Cohesion 

0.75 *** (p < 0.001) Supported 

H5 
Employee Satisfaction -> Team 
Attraction 

0.63 *** (p < 0.001) Supported 

H6 
Professional Competency -> Social 
Cohesion 

0.70 *** (p < 0.001) Supported 

H7 
Communication Clarity -> Team 
Attraction 

0.65 *** (p < 0.001) Supported 

H8 
Social Cohesion -> organizational 
attractiveness 

0.57 *** (p < 0.001) Supported 

H9 
Team Attraction -> organizational 
attractiveness 

0.53 *** (p < 0.001) Supported 

The hypotheses testing diagram provides a visual representation of  the relationships between various 
organizational factors and their impact on social cohesion, team attraction, and organizational 
attractiveness. Starting with Uniqueness, it has a significant positive relationship with Social Cohesion, as 
indicated by a coefficient of  0.68 and a significance level of  p < 0.001. This suggests that the more unique 
an organization or its members perceive themselves to be, the stronger the social bonds within the group. 

Similarly, Consistency also positively influences Social Cohesion with a slightly higher coefficient of 0.72. 
This implies that consistent behavior and values within an organization can foster a sense of unity and 
belonging among its members. Consensus and Employee Satisfaction both have a significant positive 
relationship with Team Attraction. With coefficients of 0.59 and 0.63 respectively, it indicates that when 
there's a general agreement within the team and when employees are satisfied, it enhances the appeal of 
the team to its members and potential recruits. Organizational Commitment and Professional 
Competency further strengthen Social Cohesion with coefficients of 0.75 and 0.70 respectively. This 
highlights the importance of commitment to the organization's goals and the professional skills of its 
members in building a cohesive team. 

Communication Clarity also plays a role in Team Attraction with a coefficient of 0.65, emphasizing the 
importance of clear communication in making a team appealing. Lastly, both Social Cohesion and Team 
Attraction influence Organizational Attractiveness. With coefficients of 0.57 and 0.53 respectively, it 
underscores that a cohesive social environment and an appealing team dynamic are crucial in making an 
organization attractive to both its current members and potential recruits. 

Conclusion 

In the realm of organizational behavior and team dynamics, the intricate relationships between various 
factors such as uniqueness, consistency, consensus, organizational commitment, employee satisfaction, 
professional competency, and communication clarity have been a subject of extensive research and 
debate. The results derived from the Pearson correlation matrix and the direct and indirect effects table 
provide valuable insights that can be instrumental in shaping organizational strategies, team-building 
exercises, and employee engagement initiatives. 

Firstly, the strong positive correlations observed between factors like uniqueness, consistency, and 
organizational commitment with social cohesion underscore the importance of fostering an environment 
where individuality is celebrated, actions are consistent, and commitment to the organization's goals is 
paramount. Such an environment not only enhances team cohesion but also boosts overall productivity 
and morale. It is evident that when team members feel valued for their unique contributions and witness 
consistent behavior from their peers, they are more likely to feel a sense of belonging and unity. 
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Furthermore, the indirect effects observed between factors like uniqueness and consistency with team 
attraction, mediated possibly by social cohesion, highlight the multifaceted nature of team dynamics. It 
is not just the direct interactions or the overt behaviors that influence team attractiveness, but also the 
underlying factors that play a significant role. For instance, a team that values the uniqueness of its 
members and operates with consistency is likely to have strong social cohesion, making it more attractive 
to potential members. This cascading effect of one factor influencing another, which in turn influences 
a third factor, is a testament to the complexity of human behavior in organizational settings. 

Employee satisfaction, another critical factor, showed a positive correlation with team attraction. This is 
a crucial finding for organizations aiming to retain talent and reduce turnover. Satisfied employees are 
not only more productive but also serve as brand ambassadors, attracting potential talent. In today's 
competitive job market, where the war for talent is fierce, ensuring employee satisfaction can give 
organizations a significant edge. 

Professional competency's strong correlation with social cohesion is another noteworthy finding. Teams 
that comprise members who are competent in their respective roles are more likely to have mutual 
respect and understanding, leading to stronger cohesion. This emphasizes the importance of continuous 
learning and professional development in the workplace. Organizations should invest in training and 
development programs to ensure that their employees are equipped with the latest skills and knowledge. 

Communication clarity's positive correlation with team attraction underscores the importance of clear 
and transparent communication in teams. In an era where remote working is becoming increasingly 
common, and teams are often spread across geographies, clear communication is the glue that holds 
teams together. Teams that communicate effectively are more likely to be in sync, reduce 
misunderstandings, and achieve their objectives efficiently. 

While these findings provide valuable insights, it is essential to approach them with caution. Correlation 
does not imply causation. While two factors might be correlated, it doesn't necessarily mean that one causes 
the other. Further experimental studies are needed to establish causative relationships between these factors. 

In conclusion, the intricate web of relationships between various factors influencing team dynamics is 
both fascinating and enlightening. The insights derived from this study can serve as a guide for 
organizations, team leaders, and HR professionals in their quest to build high-performing, cohesive, and 
attractive teams. By understanding the importance of factors like uniqueness, consistency, organizational 
commitment, and communication clarity, and their influence on team dynamics, organizations can create 
a conducive environment where teams thrive, and individuals achieve their fullest potential. As the 
business landscape continues to evolve, and teams become more diverse and dispersed, these insights 
will be instrumental in navigating the challenges and leveraging the opportunities that lie ahead. 

Limitations 

Every research endeavor, no matter how meticulously planned, comes with its set of  limitations, and this 
study is no exception. One of  the primary limitations of  this study is its reliance on the Pearson correlation 
matrix, which, while effective in identifying linear relationships between variables, may not capture non-
linear associations or interactions. Additionally, the study's cross-sectional nature means that it captures a 
snapshot in time, making it challenging to infer causality or track changes over extended periods. The 
sample size and demographic might also not be representative of  the broader population, potentially 
limiting the generalizability of  the findings. Furthermore, self-reported measures, which are often subject 
to biases like social desirability or recall bias, were used, potentially affecting the accuracy of  the data. 



Li & Aumeboonsuke 2645 

Kurdish Studies 
 

Future Studies 

Given the limitations identified, there is ample scope for future research in this domain. Longitudinal 
studies could be conducted to track changes over time and establish causative relationships between the 
variables. Incorporating more advanced statistical techniques, such as structural equation modeling or 
hierarchical linear modeling, could provide deeper insights into the complex interplay between the 
factors. Future studies could also diversify the sample, incorporating participants from various industries, 
cultures, and demographic backgrounds to enhance the generalizability of the findings. Additionally, 
integrating objective measures, such as performance metrics or peer evaluations, alongside self-reported 
measures, could provide a more holistic understanding of team dynamics and organizational behavior. 
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