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ABSTRACT

The current research aims to explore the relationship between assertive
leadership through its dimensions (management, knowledge, values, action,
capabilities), and the organizational distance with its dimensions (legal,
social, geographical). A number of formations of Al-Furat Al-Awsat
Technical University were selected together to conduct the research,
numbering 4 formations. (69) employees were selected as a sample for the
research, and after testing the data obtained from the questionnaire using
statistical programs (spssv.26, smart-plsv.4), the research found that there is
a significant correlation between assertive leadership and organizational
distance.

INTRODUCTION

Previous studies have confirmed that the degree of self-confidence and assertiveness is
necessary to move forward to become an influential leader, but finding that sweet spot can be
a challenge. Firmness in leadership is very important, as leaders with good judgment who lack
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firmness are seen as ineffective. They are perceived as better leaders and have good judgment.
The most effective leaders are equipped with a set of skills as they balance their emphasis on
forming positive bonds with people at multiple levels across the organization and
communicating clearly and personally (Folkman, 2013;1). And just as the results of the (Banks,
2020) study confirmed that assertive leadership is more honest and has a greater degree of
integrity, assertiveness requires an understanding of the context and the ability to evaluate your
behavior and modify it accordingly. You can discover assertive people at work as calmly
confident, not arrogant or aggressive, and their body language is guaranteed but comfortable,
which makes eye contact and maintain natural beauty when speaking, and they are confident
in what they say, as the assertive person is calm and comfortable in communication (Banks,
2020).

Referring to a study (Molinsky, 2017;7), he stressed that firmness in the workplace is necessary
and that it generates confidence and knows that you can deal with any situation that presents
itself to you throughout the working day. Firm communication is important so that
communication between leaders and subordinates can be firm and does not cause
misunderstanding between leaders and subordinates and communicates the problem correctly
in order to find the right solution in dealing with problems that occur between subordinates.
And confirmed the results of the study (Argris, 1957, 50), which was concerned with the issue
of bridging and reducing organizational distances between employees and leaders, which
contributes to improving relations through a positive approach, taking into account the growth
and complexity of organizations and the expansion of their branches, which contributed to the
emergence of the role of firm leaders and the development of work relations between them and
subordinates, which leads each of them to adopt a specific behavior that is a reflection of the
nature of the prevailing relations between administrative leaders and employees through the
way in which capabilities are distributed and how these are managed Mature behaviors at work,
which provides an opportunity for self-monitoring and securing interests by satisfying the
vision, and then the ability to satisfy the relative needs according to different movements
through the philosophy of the increasing activities of the organization, which contributes to
reducing the organizational distances so that the concerned parties in the field of work move
within the intended area, and then there are no cases of estrangement and courtship appears to
the extent that the parties know each other in a transparent manner, and this confirms that
transparency in relations between leaders and workers generates good impressions on the two
parties towards each other, and then fears disappear and cases are denied. doubt. Contrary to
what previous studies presented, the current research is based on examining the relationship
between assertive leadership and organizational distance, and working with the idea of social,
geographical, and legal distances and counting them as the effective starting point for
determining organizational distances through function indicators. The crisis and the
organizational distance, and to achieve the scientific goals of the research, it may consist of
four topics. The first topic included: the scientific methodology. The second topic dealt with
the theoretical framework of the research, while the third topic dealt with the applied side. The
fourth topic specialized in reviewing the conclusions and the most important recommendations
reached by the research.

The Scientific Methodology of The Current Research
The Research Problem

Firm administrative leaders had and still have the ability to communicate, which is one of the
personal skills that a leader must possess. Maintaining a positive attitude in communication is
an important matter that must be taken into account for anyone who wants two-way
communication without either party misinterpreting the message they mean. Assertive
communication skills are considered One of the good communication behaviors is to develop
an educational organization owned by a leader. This affects partially or completely the existing
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organizational distances between the various organizational levels. Undoubtedly, the education
sector is one of the most important and sensitive sectors, as it provides its educational services
to all members of society without exception, which requires a leadership style. Firm In addition
to the above, the current research seeks to answer the following question: "To what extent is
firm leadership a way to reduce the organizational distance between the researched university
formations?"

The Importance of Research

The importance of the research is to seek to provide numerical indicators about the reality of
assertive leadership, early detection of this type of leadership and its impact on reducing the
organizational distance, and because it has a positive impact that is reflected in the work of the
researched organization in the future.

Research objectives
The current research aims to achieve the following:

Diagnosing the extent of saturation of firm leadership behavior at Al-Furat Al-Awsat Technical
University from the point of view of the researched sample. Investigating the limits of the
organizational distance for the formations of Al-Furat Al-Awsat Technical University from the
point of view of the researched sample. Identifying the limits of the relationship between firm
leadership and organizational distance in the formations of Al-Furat Al-Awsat Technical
University.

The Duration of The Research

The time period for the research extended from (1/4 to 1/9/2023), which included collecting
data through the availability of books and studies on the Internet (the Internet) and a survey of
libraries, as well as distributing the questionnaire in an electronic way to the various formations
of Al-Furat Al-Awsat Technical University.

Research Criteria:

The research was based on the following criteria: Assertive leadership scale: Assertive
leadership was measured through the measurement (Ohlal, 2019: 22), which measures assertive
leadership through the dimensions included (will, knowledge, abilities, values, action) and it
may consist of (19) items. The Organizational Distance Scale: It was relied on (Haiquan et al.,
2021: 6) to measure the organizational distance, which included three dimensions (social
distance, legal distance, geographical distance), which includes (12) items. In all of the
aforementioned scales, a scale was used. Likert quintile that ranges from completely agree with
a score of 5, to completely disagree with a score of (1) .

METHODOLOGY AND PROCEDURES

To The descriptive analytical approach was followed in the current research, if this method
helps to collect data through the questionnaire form that is distributed to the research sample,
and then the questionnaire data was tabulated and analyzed to reach the desired results.

The Research Community and Sample

The definition of the research community and its sample, and the clarification of its
characteristics, is considered a basic necessity, on which the field aspect of the research is
based. Given the nature of the research, and its variables represented by firm leadership and
organizational distance, the research community was represented by all employees in a number
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of formations of the Middle Euphrates Technical University extended in geographical locations
in the governorates Multiple, where the research community reached approximately 280
employees, with the exception of the service staff, because the paragraphs of the questionnaire
do not apply to them, and to ensure obtaining the required number, the researchers distributed
78 questionnaires, and 69 forms valid for statistical analysis were retrieved. The following table
shows the research community and its sample:

Table (1-1) community, sample, research

the number | Certificate | the number sex the Workplace
number

8 diploma 21 Administrative division 1
27 Bachelor's 41 males 16 Finance Division 2
22 Master's 11 Legal Division 3
12 Ph.D 9 Audit Division 4
28 females 8 Graduate Studies Division 5
4 Engineering division 6

69 the total 69 the total 69 the total

Source: prepared by the researchers based on the questionnaire information
The Theoretical Framework of The Research

First: Firm Leadership

The Concept of Assertive Leadership

Assertiveness is the description of how an individual interacts in a situation where his position
and interests conflict with the position and interests of others, and personal relationships help
assertive leadership because communication is effective and building more successful
professional relationships, and assertive leadership brings benefits to the organization, because
opinions can be freely expressed and solutions that meet In the interests of all, individuals
receive periodic and constructive feedback about their performance (Junior, &amp; Guonik,
2018;112). It is important to stress that assertiveness is not about what is right or wrong, but
how leaders deal with problems, stand up for their opinions, and articulate their opinions clearly
and directly (Judge et al. 2009). In this sense, assertive leadership is defined as the leadership
that supports assertive organizations and involves individuals in leadership positions who truly
value openness, honesty, and respect for people, and express that through their assertive
leadership behavior (Townend, 2007: 212). It was also known as changing those behavioral
patterns that limit the development of skills and attitudes in the leader to achieve the greatest
amount of change, and greater flexibility to understand others, which is consistent with the
requirements of the organization (Marsal, 2021: 65). As for (Suripatty, 2021: 10) he explained
firm leadership as leadership of an honest, positive and respectful nature without offering any
offense to others with the freedom of individuals to express their ideas and activities, and their
ability to communicate between leaders and subordinates. It has been defined as leadership that
helps create productive work environments, increases job satisfaction, resolves conflicts, and
enables individuals to work more efficiently in the organization and experience greater
professional success (Santora, 2007:85). While Ames (12, 2009) defined assertive leadership
as a communication style in which individuals express their ideas and expectations with their
teams in a confident and considerate manner through cooperation between the leader and
individuals at all levels of the organization.

Based on the foregoing, the researchers see that firm leadership is "the one that maintains clear
and logical thinking despite all the troubles, searches for the truth and adheres to it with
determination, whatever the cost, and proves in crises with all patience and is able to make the
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right and rational decisions. Decisiveness is a term that denotes strength and rigor." Well
behaved and set things straight without hesitation.

The importance of firm leadership

The personality of the leader is of great importance with regard to the achievement of set goals,
as well as in the organization of tasks and teamwork and in the success of the organization.
Therefore, when it comes to leadership, it is necessary to study the different types of leaders
and how this affects interpersonal relationships in the work environment. Among the extensive
specialized literature on leadership is Assertive leadership because of the possibility of linking
it to other theories and aspects of human behavior. The individual can be influenced by the
environment, values, emotions, and even his beliefs, which presents different behaviors in
certain situations. There are advantages and disadvantages in using each behavior. However,
assertive behavior facilitates the solution of personal problems, and increases the sense of self-
efficacy. Self-esteem and enabling improvements in the quality of relationships. Assertive
leadership is also important in the organization because it contributes to increasing
productivity, accelerating problem solving, and reducing tension between individuals.
Assertive leadership seeks to achieve a balance between the goals of the organization and the
goals of workers (Junior, & Guonik, 2018: 122).

Firmness levels
Showed (Ames &amp; Flynn, 2007: 1) that there are three levels of assertive leadership:
High assertiveness

High assertiveness is defined as the pursuit of personal interests in a non-dominant or non-
aggressive manner to constantly defend personal goals without regard for the rights or opinions
of others so that they are not affected by a particular situation and only care about what is
accomplished, not how it is done. High assertiveness can be distinguished from aggressiveness
because the pursuit of personal goals is done in a non-threatening manner and without anger.

Moderate assertiveness

Moderate assertiveness is defined as the ability to speak up for personal rights while respecting
the rights of others, taking the opinions of others into account while speaking up for personal
goals, actively making legitimate claims, and being willing to compromise.

Low assertiveness

Low assertiveness is defined as yielding to opposing viewpoints when it is not necessary and
can be distinguished from passivity because the low assertive individual will still speak up for
their rights but not clearly state their personal opinion, whereas

That the passive individual will submit to opposing points of view instead of pressing the issue
more, and Figure (1) illustrates these three levels.
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Figure (1) Levels of assertive leadership

Source: Lazenby, C. L. (2015). Assertiveness and leadershipperceptions: the role ofgender
and leader-member exchange. University of Lethbridge (Canada)) p33.

Dimensions Of Assertive Leadership

Mentioned (Hilal, 2019: 22) that there are five dimensions of firm leadership, which are as
follows:

After Will (how to be)

This dimension represents the quality of the leader's presence and the manner in which it is
based on firmness rules

After knowledge (what should | know)

Dedication to work and exerting more effort without direction leads to failure or modest results.
After knowledge, it consists of three parts: self-knowledge, world knowledge, and work
knowledge.

After ability (what should | have)

This dimension represents the quality of the leader's relations with the changing relative values,
and the means that he must possess. They are generally the various forms of driving energy. In
addition to money, there are other engines such as time, experience, information, relationships,
reputation, and power.

Values dimension (How to control and discipline): This dimension represents the higher goals
and the quality of the relationship with the values that man seeks, such as freedom, justice and
happiness, which represent self-guiding principles of behavior whose function is control and
discipline.

After the action (how do I work): This dimension represents the quality of the movement and
the action at work to change the situation for the better

The Organizational Distance
The Concept of Organizational Distance

In light of the intense competition between business organizations and their constant endeavor
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to acquire a large market share, the leading business organizations began to open new branches
for them in other regions or countries away from the parent company’s site to cover the largest
possible geographical area and provide their products and services to the largest possible
number of customers, which leads to the emergence of the concept of The so-called
organizational distance that business organizations seek to reduce in order to be able to control
and manage all its branches properly. From this point of view (Ambos, Hakanson, 2014: 19)
believes that the organizational distance arises in business organizations that have more than
one branch, and it is a negative situation mostly because of the remoteness of the central
administration from the subsidiary departments that do not have the authority to make decisions
in critical cases, especially if they are These branches are in remote areas that are difficult to
reach or contact. While (Nebus, Chai, 2014) sees that the organizational distance is the extent
of the distance between the parent business organization and its affiliated branch or branches,
and business organizations try to shorten or reduce this distance as much as possible before
opening new branches to reduce the costs incurred in the future. (Khleif et al., 2019: 1305)
believes that the organizational distance is the nature of the prevailing relations between
administrative leaders and employees, the extent to which managers approach employees,
listen to their opinions and suggestions, and meet their requirements. He believes (et al, 2021
11 Haiquan) that the organizational distance is divided into the physical organizational distance
and the organizational distance of authority.

Physical organizational distance: It refers to the straight-line distance between the physical
location of the organization's branches, i.e. the registered location of the organization's
branches on Google Maps, and the local regulatory authority.

The organizational distance of authority: It refers to the distance between the administrative
level and the central government.

The negative effects of organizational distance

believes (Konara, 2018: 8-10) that the existence of a vast organizational distance has negative
effects on business organizations, including:

The presence of a large organizational distance is considered a great burden on business
organizations, as they must act according to the regulations, instructions, and laws prevailing
in the place where the branches of these organizations are located, which may differ from what
they are in the mother country, or even in the same country, because the external environment
differs from region to another

The presence of a large organizational distance in the branches of the organization makes direct
communication and exchange of experiences between them difficult and costly.

While (Chacar and Vissa ,2005) see that the negative effects of organizational distance are:

The existence of a large organizational distance brings the organization additional costs
represented by the difficulty of adaptation and increases the time spent in transferring material
resources between the branches of the organization

Increasing regulatory distance exacerbates the effect of asymmetric information on the market
as regulators need to spend more time, energy, money and other resources to gather relevant
information on competing firms.

Regulatory distance dimensions
sees (et al, 2021: 6 Haiquan) that there are three dimensions to the regulatory distance, namely:
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1.Geographical dimension: This dimension measures the distance between the location of the
parent company and its subsidiaries, and the greater the organizational distance, the greater the
cost incurred by the organization, which leads to the stakeholders spending more human,
material and financial resources to collect information related to the branches of the
organization and the surrounding environment in particular If these branches are in remote
areas

2.The legal dimension: It means the extent to which the branches of the organization adhere
to the laws, regulations, instructions, and customs prevailing in the environment in which they
are located in order to maintain legitimacy, and the behavior of the organization must always
be consistent with the system of prevailing social values to avoid entering into legal problems.

3.The social dimension: It refers to the extent to which managers cooperate with employees,
listen to their opinions and take them into account, and work to solve their problems in a way
that increases the bonds of trust between the two parties and achieves a state of job satisfaction.

Based on the foregoing, we test the following hypotheses and their sub-hypotheses:

The first main research hypothesis states: There is no significant correlation between assertive
leadership and its dimensions (values, will, knowledge, action, ability in the organizational
distance)

The research hypothesis is the first main zero: the absence of a significant correlation between
assertive leadership and its dimensions (values, will, knowledge, action, ability) in the
organizational distance.

The research's main alternative hypothesis: There is no significant effect relationship between
assertive leadership and its dimensions (values, will, knowledge, action, ability) in the
organizational distance.

The first main zero hypothesis of the research: the absence of a significant effect relationship
of assertive leadership with its dimensions (values, will, knowledge, action, ability) in the
organizational distance. and Figure (2) shows the hypothetical model of the current research.

assertive leadership
regulatory distance

Will
geographical distance -
Knowledge -
legal distance - — C—— N
Ability -
Social distance -
Value -
do -

Figure (2) hypothetical research model Preparation of researchers based on research hypotheses
The third topic: the practical framework of the research
First: the normal distribution test
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A- Test the normal distribution of the assertive leadership variable

In this paragraph, a test of the normal distribution of the variable of assertive leadership is
conducted to determine whether its data is distributed normally or not distributed normally, as
the normal distribution will support the accuracy of the results, and the normal distribution of
the data is determined or not by identifying the values of skewness and flattening, as the rule
depends on The normal distribution of the data if the values of each of (skewness and flatness)
are confined between (1.96+) and (1.96-).

Table (1) Results of the normal distribution test for the assertive leadership variable

Skewness Kurtosis

Dimension Item Statistic Std. Statistic Std.
Error Error

wl -.116- .289 -.075- 570

Will w2 -.093- .289 -.190- 570
w3 -.725- .289 .645 .570

wé .385 .289 -.671- 570

k1 -.238- .289 748 .570

k2 027 .289 -.328- 570

knowledge k3 .046 289 -.160- 570
k4 -.651- .289 .633 570

k5 -.147- .289 -.299- 570

al -.475- .289 .697 570

ability a2 -.244- .289 455 570
a3 -.060- .289 575 570

a4 .005 .289 -.233- 570

vl -.351- .289 370 570

v2 -.619- .289 .650 .570

value v3 -.226- .289 194 570
v4 -.510- .289 .385 .570

v5 -.207- .289 .109 570

dl 270 .289 -.999- .570

d2 -.455- .289 .382 570

do d3 -.064- .289 -.092- 570
d4 -.406- .289 -.070- .570

d5 -.392- .289 -.087- 570

Source: Prepared by the researchers based on the output of the spssv.26 program

Itis clear from Table (1) that all the values of (Skewness), (Kurtosis) were within the acceptable
limits and close to (zero), and then all data for the variable of assertive leadership are normally
distributed.

B- Testing the normal distribution of the regulatory distance variable

In this paragraph, a normal distribution test is performed for the regulatory distance variable to
determine whether its data is normally distributed or not, as this will support the accuracy of
the results, and the normal distribution of the data is determined or not by identifying the values
of skewness and flattening, as the distribution rule depends the data is normal if the values of
(skew and flatten) are confined between (+1.96) and (-1.96).
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Table (2) Results of the normal distribution test for the regulatory distance variable

Skewness Kurtosis

Dimension Item Statistic Std. Statistic Std.
Error Error

gel .196 .289 -.353- 570

Gegraphical ge2 -.233- .289 -.263- 570
ge3 -.242- .289 .554 570

ged .068 .289 -.723- 570

lgl -.708- .289 465 570

Legal Ig2 -.025- .289 -.567- 570
Ig3 -.930- .289 246 570

lg4 -.208- .289 .056 570

sol -.329- .289 .060 570

Social S02 .109 .289 .626 570
S03 -.186- .289 .362 570

so4 -.314- .289 1.138 570

Source: Prepared by the two researchers based on the outputs of the spssv.26 program

It is clear from Table (2) that all the values of (Skewness), (Kurtosis) were within the accepted
limits and close to (zero), and then all the data of the regulatory distance variable are normally
distributed.

Second: - Statistical description
A- Statistical description of the assertive leadership variable

In this section, the statistical description of the assertive leadership variable and its dimensions
are conducted to give a complete picture of the data through the use of measures of central
tendency and measures of dispersion. The statistical description test is conducted by adopting
the arithmetic mean as a measure of central tendency, while the standard deviation is adopted
as a measure of data dispersion (the homogeneity of the opinions of the research sample). It
should be noted that the hypothetical mean (3) will be adopted. If the general rate of the
arithmetic mean is higher than the hypothetical mean, this indicates the spread of the dimension
in the research sample.

Table (3) Statistical description of the dimensions of assertive leadership

Item Mean Std. Deviation
wil 3.06 .906
w2 3.14 .959
w3 3.17 .999
w4 3.23 942
W 3.152 714
k1l 3.28 725
k2 3.26 .980
k3 3.04 .882
k4 3.46 .867
k5 3.28 1.013

K 3.264 .632
al 3.25 .793
a2 3.36 .874
a3 3.39 .878
a4 3.43 137
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A 3.259 793
vl 3.17 874
V2 3.23 .843
v3 3.38 .909
v4 3.25 .881
V5 3.23 877
\ 3.252 .663
di 291 .996
d2 3.22 .968
d3 3.35 872
d4 3.14 944
d5 3.13 .890
D 3.151 .720

Source: Prepared by researchers based on the output of spssv.26

It is clear from Table (3) that the general arithmetic mean for all dimensions of assertive
leadership was higher than the hypothetical mean, and this indicates the spread of these
dimensions in the research sample, in addition to that the results of the standard deviation were
close for all dimensions of assertive leadership.

B- The ordinal importance of the dimensions of assertive leadership

This paragraph deals with the arrangement of the dimensions of the independent variable
(assertive leadership), and these dimensions are arranged through the arithmetic mean values,
as in Table (4) below.

Table (4) Arranging the dimensions of assertive leadership

Importance standard Arithmetic . .
i o The dimension
ordinal deviation mean

4 714 3.152 W

1 632 3.264 K

2 793 3.259 A

3 663 3.252 \

5 120 3.151 D
583 3.234 AL

Source: Prepared by researchers based on the output of spssv.26

Itis clear from table (4) above that the dimension of knowledge came in the first place, followed
by the dimension of ability, then the dimension of values, and the dimension of will came
fourth, while the dimension of action ranked fifth. In addition, the arithmetic mean of the
assertive leadership variable was (3.234), while the standard deviation was (0.583).

C- Statistical description of the organizational distance variable

In this section, the statistical description of the organizational distance variable and its
dimensions is conducted to give a complete picture of the data through the use of measures of
central tendency and measures of dispersion. The statistical description test is conducted by
adopting the arithmetic mean as a measure of central tendency, while the standard deviation is
adopted as a measure of data dispersion (the homogeneity of the opinions of the research
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sample). It should be noted that the hypothetical mean (3) will be adopted. If the general rate
of the arithmetic mean is higher than the hypothetical mean, this indicates the spread of the
dimension in the research sample.

Table (5) Statistical description of organizational distance dimensions

Item Mean Std. Deviation
gel 3.09 1.067
ge2 3.39 .895
ge3 3.30 .960
ge4 3.33 .886
G 3.279 719
lgl 3.29 1.001
Ig2 3.33 .816
Ig3 3.06 922
lg4 3.38 .842
L 3.265 .695
sol 3.16 .949
s02 3.28 .873
s03 3.04 977
so4 3.07 792
S 3.138 733

Source: Prepared by researchers based on the output of the spssv.26 program

It is clear from Table (4) that the general arithmetic mean for all dimensions of the
organizational distance was higher than the hypothetical mean, and this indicates the spread of
these dimensions in the research sample, in addition to that the results of the standard deviation
were close and for all dimensions of the organizational distance.

D- The ordinal importance of organizational distance dimensions

This paragraph deals with the arrangement of the dimensions of the dependent variable (the
organizational distance), and these dimensions are arranged through the arithmetic mean
values, as in Table (6) below.

Table (6) Arranging the dimensions of the regulatory distance
Importance standard Arithmetic . .
) o The dimension
ordinal deviation mean
1 719 3.279 G
2 .695 3.265 L
3 733 3.138 S
.660 3.227 AL

Source: prepared by the two researchers based on the outputs of the spssv.26 program

It is clear from Table (6) above that the geographical dimension came in the first place,
followed by the legal dimension, while the social dimension ranked third. In addition, the
arithmetic mean of the organizational distance variable was (3.227), while the standard
deviation was (0.660).

Third: - Criteria for evaluating the measurement model
The measurement model is evaluated based on validity and stability, as stability refers to the
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degree of the scale's ability to give similar results upon re-testing, so it reveals the consistency
of the scale. While honesty demonstrates the scale's ability to measure (measure what it was
designed for), therefore it reveals the accuracy of the scale. And based on (Hair et al., 2017),
the measurement model according to the Partial Least Squares Structural Modeling (PLS-SEM)
is evaluated through four criteria and according to the following, based on (Hair et al., 2017):

A- Internal Consistency Reliability: The acceptable limits for composite reliability > 0.60,
while Cronbach's alpha > 0.70.

B- Indicator Reliability: The acceptable limits for the standard saturation of the indicator are
(Outer loading >0.70).

C- Average variance extracted: The acceptable limits for the extracted average variance are
(AVA > 0.50).

D- Discriminant Validity: The acceptable limits for the ratio of the heterochromatic trait to the
unilateral trait (HTMT<0.90).

The measurement model is evaluated for the research variables according to the following:

1- Evaluation of the measurement model for the assertive leadership variable: The
measurement model for the assertive leadership variable is evaluated to match standards
according to acceptable levels and limits. Figure (3) and Table (7) show the results of the
evaluation of the measurement model.
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o7gs OTIT 0835 434 wi
\ / e
k2 0.767
- " w2
0.671__ 0865 ~ 0800 ¥
k3 4 0.768— LR IK) 0843
0815 ~ F w
& : 0.561
kd 0.775 K w
| wa
0.930 0813
0.896 :
’ |
d1
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N 0714 @
0.758 ——
¥ 0 sgo/ 0.838 0738
v ] -
07432 AL —0704> @3
V3 40715 —~
0837 P
& D 0798 a4
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Figure (3) Measurement model for the assertive leadership variable

Source: Prepared by researchers based on the output of smart-plsv.4
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Table (7) The results of the evaluation of the measurement model for the assertive leadership

variable
AV Composit Cronbac saturation paragraph dir::r?sio
E e stability h Alpha S S n
0.767 wl
0.56 0.800 w2 .
4 0.835 0.740 0.843 W3 Will
0.561 w4
0.671 k2
0.57 0.768 k3 Knowledg
5 0.844 0.752 0.815 KA o
0.775 k5
0.796 al
0.59 0.717 a2 -
5 0.855 0.772 0.835 23 ability
0.734 a4
0.758 vl
0.57 0.743 V2
'4 0.870 0.813 0.715 v3 Value
0.837 v4
0.728 v5
0.730 dl
0.59 0.783 d2
'7 0.881 0.830 0.806 d3 Do
0.806 d4
0.728 d5

Source: Prepared by researchers based on the output of smart-plsv.4

It is clear from Figure (3) and Table (7) above that the results of all criteria (Cronbach alpha),
(compound stability) and (average extracted variance) were within the acceptable limits for the
dimensions of the variable of assertive leadership. On the other hand, the results of (saturation)
of the paragraphs were all within acceptable limits as well, except for paragraph (k1) that did
not achieve the required saturation so it was deleted, in addition to that, paragraphs (w4) and
(k2) did not achieve the ideal standard of saturation, except When deleting these paragraphs,
there is no tangible increase in the rest of the standards, and then they were retained. Table (8)
below presents the results of the discriminatory validity test for the dimensions of the assertive
leadership variable.

Table (8) discriminant validity test

A D K V W
0.772
0.641 0.773

0.587 0.561 0.759
0.432 0.568 0.634 0.758

SI<|X|O>

Source: Prepared by researchers based on the output of smart-plsv.4

It is clear from the results of Table (8) that all dimensions have achieved the acceptable limits
of the (HTMT) standard, ie it was less than (0.90.(

2- Evaluation of the measurement model for the regulatory distance variable: The measurement
model for the regulatory distance variable is evaluated to conform to standards according to
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acceptable levels and limits. Figure (4) and Table (9) show the results of the evaluation of the

measurement model.

lg1 g2 g3 g4

gel

.
ge2 .
0.854 0.924
gel ~ .
i

G

ged

so1

502

503

504

Figure (4) Measurement model for the organizational distance variable

Source: Prepared by researchers based on the output of smart-plsv.4

Table (9) The results of evaluating the measurement model for the organizational distance

variable
AVE | Composite stability | Cronbach Alpha | saturations | paragraphs | The dimension
0.669 gel
0.777 ge2 .
0.573 0.842 0.751 0.815 ge3 Geographical
0.759 ged
0.808 Ig2
0.721 Ig3
0.603 0.858 0.778 0.730 g4 Legal
0.839 Ig5
0.840 sol
0.856 s02 .
0.665 0.888 0.831 0.812 503 Social
0.751 so4

Source: Prepared by researchers based on the output of smart-plsv.4

It is clear from Figure (4) and Table (9) above that the results of all criteria (\Vacronbach),
(compound stability) and (average of the extracted variance) were within the acceptable limits
for the dimensions of the regulatory distance variable. On the other hand, the results
(saturations) of the paragraphs were all within acceptable limits as well, with the exception of
paragraph (gel) that did not achieve the ideal standard of saturation, but when these paragraphs
are deleted, there is no tangible increase for the rest of the standards, and then they were

retained.
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Table (10) below presents the results of the discriminatory validity test for the dimensions of
the organizational distance variable.

Table (10) discriminant validity test

G L S
G
L 0.757
S 0.547 0.777

Source: Prepared by researchers based on the output of smart-plsv.4

It is clear from the results of Table (8) that all dimensions have achieved the acceptable limits
of the (HTMT) standard, ie it was less than (0.90).

Fourth: - Testing the correlation between the research variables

The correlation relationship is tested at the macro level (between research variables), as well
as testing the correlation relationship at the sub-level (that is, at the level of dimensions). Table
(11) below shows the correlation relationship between the research variables at the macro and
sub-levels.

Table (11) Matrix of correlation between research variables

Correlations

W K A Vv D AL oD
Pearson Correlation 1 .682™" 749 617" 508" .804™ 361"
W Sig. (2-tailed) .000 .000 .000 .000 .000 .002
N 69 69 69 69 69 69 69
Pearson Correlation .682™" 1 799" 736" 694" | .900™ 605
K Sig. (2-tailed) .000 .000 .000 .000 .000 .000
N 69 69 69 69 69 69 69
Pearson Correlation 7497 | 7997 1 786" 7207 | 924" 562"
A Sig. (2-tailed) .000 .000 .000 .000 .000 .000
N 69 69 69 69 69 69 69
Pearson Correlation 617" 736" .786™ 1 667 .879™ 562"
Vv Sig. (2-tailed) .000 .000 .000 .000 .000 .000
N 69 69 69 69 69 69 69
Pearson Correlation 508" | .694™ 720" 667" 1 841 579"
D Sig. (2-tailed) .000 .000 .000 .000 .000 .000
N 69 69 69 69 69 69 69
Pearson Correlation .804™ | .900™ .924™ .879™ 841™ 1 .619™
AL Sig. (2-tailed) .000 .000 .000 .000 .000 .000
N 69 69 69 69 69 69 69
Pearson Correlation 361" | .605™ 562" 562" 579" | .619™ 1
oD Sig. (2-tailed) .002 .000 .000 .000 .000 .000
N 69 69 69 69 69 69 69

**_Correlation is significant at the 0.01 level (2-tailed).

Source: Prepared by researchers based on the output of the spssv.26 program

The first main research hypothesis states that there is no significant correlation between
assertive leadership and organizational distance. It should be noted that the level of morality
assumed by the researchers is (0.05), and it is clear from Table (11) that the value of the
correlation coefficient between assertive leadership and organizational distance has It reached
(0.62), which is significant at a significant level of (0.05). Based on these results, the null
hypothesis is rejected and the alternative hypothesis is accepted.
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-The first sub-hypothesis stated that there is no significant correlation between the will and the
organizational distance, and it is clear from Table (11) that the value of the correlation
coefficient between the will dimension and the organizational distance has reached (0.36),
which is significant at a significant level (0.05), and based on These results reject the null
hypothesis and accept the alternative hypothesis.

-The second sub-hypothesis stated that there is no significant correlation between knowledge

and organizational distance, and it is clear from Table (11) that the value of the correlation
coefficient between the knowledge dimension and organizational distance has reached (0.61),
which is significant at a significant level of (0.05), and based on These results reject the null
hypothesis and accept the alternative hypothesis.

-The third sub-hypothesis stated that there is no significant correlation between the ability and

the organizational distance, and it is clear from Table (11) that the value of the correlation
coefficient between the ability dimension and the organizational distance has reached (0.56),
which is significant at a significant level (0.05), and based on These results reject the null
hypothesis and accept the alternative hypothesis.

-The fourth sub-hypothesis stated that there is no significant correlation between values and

the organizational distance, and it is clear from Table (11) that the value of the correlation
coefficient between the values dimension and the organizational distance has reached (0.56),
which is significant at a significant level (0.05), and based on These results reject the null
hypothesis and accept the alternative hypothesis.

- The fourth sub-hypothesis stated that there is no significant correlation between action and
the organizational distance, and it is clear from Table (11) that the value of the correlation
coefficient between the action dimension and the organizational distance has reached (0.58),
which is significant at a moral level of (0.05), and based on These results reject the null
hypothesis and accept the alternative hypothesis.

Fifth: - Testing the effect between the research variables

The effect is tested at the macro level (among the research variables), as well as the effect is
tested at the sub-level (i.e. at the level of dimensions) as follows:

A- Analyzing and testing the second hypothesis: The second research hypothesis indicates that
there is no significant effect of assertive leadership on the organizational distance. Table (12)
and Figure (5) below illustrate the effect between research variables at the macro level.

e‘— 0-703 (0.0001 —e
oD

AL

Figure (5) The effect of assertive leadership on the organizational distance

Source: Prepared by researchers based on the output of smart-plsv.4
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Table (12) Results of testing the effect of assertive driving on the regulatory distance

Original sample Standard deviation T statistics R- P
(0) (STDEV) (|O/STDEV)) square | values
Aé‘l; 0.703 0.067 10.555 0.500 0.000

Source: Prepared by researchers based on the output of smart-plsv.4

From Figure (5) and Table (12) above, it is clear that the coefficient of determination has
reached (0.50), and this indicates that (0.50) of the changes that occur in the dependent variable
(organizational distance) are explained by the independent variable (firm leadership). While
the value of the path coefficient (effect) was (0.70), which is significant at the level of
significance (0.05), and the value of (t) was (10.56). in the regulatory distance.

B- Testing the sub-hypotheses: The sub-hypotheses indicate that there is no significant effect
of the dimensions of assertive leadership in the organizational distance. Table (13) and Figure
(6) below illustrate the effect on the sub-level as follows:

/

0082 (0.503)

w
K

0200 (O.00D1)

0.007 (0.579)
- %.ogs ©.005 "
0.260 (D.D24) \

Figure (6) The effect of the dimensions of assertive leadership on the organizational distance
Source: Prepared by the researchers based on the outputs of the smart-plsv.4 program

Table (13) results of testing the effect of the dimensions of assertive driving on the regulatory

distance
Original sample Standard deviation T statistics R- P
(O) (STDEV) (JO/ISTDEV]) square | values
A->
oD 0.097 0.174 0.555 0.579
D> 0.260 0.116 2.252 0.024
oD . . . .
lé; 0.400 0.117 3.409 0.518 0.001
V ->
oD 0.099 0.192 0.517 0.605
W ->
oD -0.082 0.122 3.669 0.503
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Source: Prepared by researchers based on the output of smart-plsv.4

-The first sub-hypothesis: There is no significant effect of the will in the organizational
distance, and it is clear from Table (13) and Figure (6) above that the path coefficient
(influence) of the will dimension in the organizational distance has reached (-0.09), and it is
not significant when Significance level (0.05), and based on these results, the alternative
hypothesis is rejected and the null hypothesis is accepted, which states that there is no
significant effect of will in the organizational distance.

-The second sub-hypothesis: There is no significant effect of knowledge in the organizational

distance, and it is clear from Table (13) and Figure (6) above that the path coefficient
(influence) of the action dimension in the organizational distance has reached (0.40), which is
significant at the level of significance (0.05), and based on these results, the null hypothesis is
rejected and the alternative hypothesis is accepted, which states that there is a significant effect
of knowledge on the organizational distance.

-The third sub-hypothesis: There is no significant effect of the ability in the organizational

distance, and it is clear from Table (13) and Figure (6) above that the path coefficient
(influence) of the ability dimension in the organizational distance has reached (0.10), and it is
not significant at the level Significant (0.05), and based on these results, the alternative
hypothesis is rejected and the null hypothesis is accepted, which states that there is no
significant effect of the ability in the regulatory distance.

-The fourth sub-hypothesis: There is no significant effect of the values in the organizational
distance, and it is clear from Table (13) and Figure (6) above that the path coefficient
(influence) of the values dimension in the organizational distance has reached (0.10), which is
not significant at the level of Significant (0.05), and based on these results, the alternative
hypothesis is rejected and the null hypothesis is accepted, which states that there is no
significant effect of values in the organizational distance.

-The fifth sub-hypothesis: There is no significant effect of the action on the organizational
distance, and it is clear from Table (13) and Figure (6) above that the path coefficient
(influence) of the action dimension in the organizational distance has reached (0.26), which is
significant at the level of significance (0.05), and based on these results, the null hypothesis is
rejected and the alternative hypothesis is accepted, which states that there is a significant effect
of the act on the organizational distance.

CONCLUSION AND SUGGESTION

The theoretical side of the research stressed the need to follow the style of assertive leadership,
in a way that develops the ability to deal with subordinates in a manner that creates with them
a spirit of responsiveness, respect, a sense of contentment, and keenness to achieve goals, and
therefore it is necessary to use levels of firmness related to situations to achieve better personal
relationships.

The results showed that assertive leadership has a positive, moral and direct impact on reducing
the organizational distance, by strengthening good social relations, enacting laws and
legislation that must be implemented, and possessing knowledge and experience to deal with
the employees of the university’s various formations, in a way that reduces time, effort, and
the depleted distance in transferring various material resources between the branches of the
organization.

The results of the research showed that there is a relationship between assertive leadership and
organizational distance. The higher the level of assertive leadership, the less organizational
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distance limits work. Organizations are increasingly looking for assertive leaders who
contribute to improving the organization's performance levels, improving relations between
individuals, and reducing the organizational distance limits between them and their leaders.

The less the organizational distance between the branches of the organization and the parent
organization, the higher the level of governance, the greater the organizational density, and the
greater the degree of self-discipline among the members of the organization.

Recommendations:

The researchers recommend the university presidency to: Maintaining levels of firm leadership
among individuals in the researched university .The need to expand the scope of the research
to include a large sample of employees at Al-Furat Al-Awsat Technical University. Follow the
method of long studies to investigate the relationship between assertive leadership and
organizational distance. The level of assertive leadership may not be strong enough to affect
the organizational distance, so other variables should be tested. Business organizations should
provide financial support to their branches and provide them with all the qualified human
resources they need in various disciplines, which would enable them to make decisions and
solve their problems without the need to refer to the parent organization. The need for business
organizations to adopt an effective communication system that ensures direct communication
with their branches at any time, using modern technology.

Future studies:

The current research came to investigate the nature of the relationship between assertive
leadership and organizational distance, and as it appeared from the results of the research that
the nature of the relationship between assertive leadership and organizational distance was
positive, but it was not at the level and strength that we expected, on the basis of which the idea
of research was found, so it was possible to conduct more Future studies to reveal the impact
of assertive leadership on organizational distance, and to know what effects it leaves on the
work of the parent organization and its branches, taking into account the level of availability
of dimensions of firm leadership that is dedicated to work and exerts the greatest effort to know
oneself and establish good relations with individuals.
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