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Abstract

The software industry is an industry with high stress. Many conflicts may
occur in the workplace. These conflicts may arise between individuals in
the same team due to different views or misunderstandings or the inability
to separate personal, work relationships, etc. Moreover, conflicts may occur
during the completion of tasks, such that there are differences in the nature
of the work performed, its quantity, and how to accomplish it. This
research has studied the indirect relationship between conflict and
performance in the software industry at the individual and team levels. The
study focused on relationship conflict and task conflict. Moreover,
emotional intelligence was taken as a mediating variable on these
relationships on both levels as well. A deductive approach has used, and a
questionnaire has designed to collect data from software firms located in
West Bank and Gaza. The collected data are analyzed using smart-PLS,
version 3.3.2. The findings revealed a significant indirect relationship
between relationship conflict and team performance, which confirmed that
team emotional intelligence mediates this relationship. Still, no significant

indirect relationship between task conflict and performance at both levels



xiv
has found, determining that individual emotional intelligence didn't mediate
these relationships. The findings also indicate a significant relationship
between emotional intelligence on team level and performance at both
levels. It also evidenced a significant relationship between emotional
intelligence and performance at the individual level. And finally, the
finding evidenced a significant relationship between individual
performance and team performance (cross-level relationship). As far as the
researcher's knowledge goes, no similar work explores the relationship
between conflict types and performance with the mediating roles of
emotional intelligence in the software industry. Also, no work explores the
performance-performance relationship between multilevel (individual and
team). Additionally, no similar work explores the dark side of individual
emotional intelligence and team performance in the Palestinian software

industry.

Keywords: Relationship Conflict, Task Conflict, Team Emotional
Intelligence, Individual Emotional Intelligence, Project Team Performance,

Individual Performance.
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CHAPTER ONE
INTRODUCTION
1.1. Chapter Overview:

This chapter provides an introduction to the study by considering software
companies in Palestine as a research context. Also, it shows the problem
statement, research questions, research objective, the development of the
theoretical framework, and the significance of the study. Besides, an
overview of the information technology and software industry in Palestine,
then the chapter presents the thesis's organization, and final it concludes

with the chapter summary.
1.2. Background of the Study:

With the evolution of technologies in all fields, many companies have
come to light and then disappeared for several reasons. Other companies
were sustained, distinguished, and shined in their sector. Approximately
90% of startups failed because of self-demolition instead of competition,
which indicates the lack of skills in business creation (Edison et al., 2015;
Marmer et al., 2011). Such failure could also be attributed to miss-
coordination and unbalance between the new Dbusiness's main five
dimensions, including clients, products, group work, business model, and
financial management (Marmer et al., 2011). In addition, Sutton (2000),
Giardino, Wang, and Abrahamsson (2014) denoted that lack of experience,
limited resources, internal and external influences, and dynamic

technologies and markets are challenges for any startup. Niazi et al. (2016)
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reviewed 101 studies and identified 19 relevant challenges faced by global
software projects. These include lack of cultural understanding in teams,
lack of communication, lack of management of time differences, lack of
knowledge management and transfer among groups, lack of coordination,
lack of trust, geographical distance, requirement engineering activities, lack
of control, lack of team awareness, change management activities, lack of a
uniform process among different development sites, allocation of tasks,
conflict management, cost and effort estimation, integration activities, risk
management, lack of proper IT infrastructure, and protection of intellectual
property.

Another line of research has focused on effective communication between
firms and their partners, customers, suppliers, and employees as the basis
of business success and failure in many business sectors (Chittithaworn et
al., 2011). This indicates that firms should pay attention to their
relationship with business partners and study their behavior to understand

their emotions and employ them optimally to achieve goals and objectives.

Besides, software development projects are known for their high failure
rate. Only one in eight information technology (IT) projects was delivered
on time, within the defined budget, and meet client requirements
(McManus & Wood-Harper, 2007). The failure of large-scale projects (i.e.,
projects related to enterprise resource planning (ERP) systems) has been
catastrophic to many organizations. An estimate of the cost of IT project
failures across the United States between $50 billion to $150 billion per

year (between 5% to 15%) (Hardy-Vallee, 2012). Therefore, measuring
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factors that affect software projects' success, failure, and team/individual

performance is an important topic.

In particular, project-based firms depend on the formation of teams. These
projects' success had conditioned by combining emotional intelligence,
social astuteness, credibility, and team members' honesty (Zaman et al.,

2019).

Given the above introduction, it becomes critical to examine the impact of
conflict types on teams/individuals' performance, considering emotional
intelligence as a mediating variable. This study also explores individual and
team emotional intelligence's effect on project team performance and
measuring the relationship between individual performance and team

performance.

In this study, software projects in Palestine had selected as the study
population. The data had collected from primary sources (i.e., using
questionnaires) and secondary sources (i.e., using previous research and

books) to examine the multilevel relationships.

The study population is selected because the information technology (IT)
sector contains project-based companies with a highly team-based
structure. There is a high risk of problem occurrences among team
members, leader/project manager, and clients. Previous studies pointed to
the importance of conducting performance studies in the software industry
(Samarasinghe & Samarasinghe, 2019). As for requirements changes in the

software industry, it depends on crucial causes such as customer needs,
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changes in market demands, developers' understanding of the products, and
changes in the organizational policy (Akbar, 2019). These emergency
changes (unplanned) often occur in the final stages of the project life cycle.
Each step in iterative projects is characterized by stress and tension because
it is the period of scrutiny and completion of works. These changes require
a rapid response by the work team/individuals responsible for these
amendments to eliminate the project duration increase; therefore, this stage
involves the intelligence in dealing with the team members. Also, unlimited
iterations lead to budgeting issues and increase the level of conflict in the
working environment. So that telling the story from client to project

developer is very critical.
1.3. Problem Statement:

The software industry is considered one of the most attractive areas in the
information technology sector. This industry can change (Joshi, 2018;
Verma, 2013) and may double the growth rate of any country's economy
(Sultana et al., 2014). This indicates strong competition among firms that
are striving to has aggressive strategies for competition, i.e., establishing
the plan in an evident way, for this moment and the future, clear definition
of the strategies and objectives (Sultana et al., 2014), to ensure its position
at the top of the competitors. In addition, the development team's training is
an important issue to get a better comprehension of knowledge-sharing

barriers and variation in perceptions (Ghobadi & Mathiassen, 2016).
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As we know, the software industry is highly team-based. There is a high
risk of problem occurrence among team members due to the lack of
visibility of employees' communication process (van der Lippe & Lippényi,
2020), leading to conflicts. This may badly affect the team and individual
performance if they can't use their intelligence to control their emotions in

such a situation.

Recent studies such as, Batool (2020), Hendon et al. (2017), and Butt et al.
(2017) have pointed that software projects lack emotional intelligence, in
addition to the lack of cooperation between employees, which has led to the
necessity of studies concerned with emotional intelligence and its impact

on various aspects within the software sector.

Many research studies such as Jiménez-Jiménez & Sanz-Valle (2011),
Shooshtarian et al. (2013), Platis et al. (2015), and Rezvani et al. (2019)
indicated that different variables affect individuals and teams' performance
in other firms and sectors, such as innovation, job satisfaction, conflict,
organizational learning, etc. Still, few studies examined how emotional
intelligence influences employees, managers, and teams' performance

(Bhoir & Suri, 2019; Chiniara & Bentein, 2016).

According to the great interest in emotions, many studies appeared to
explore the role of intelligence in dealing with these emotions and their
impact on firm's individuals and the firm, and this indicates the importance

of addressing emotional intelligence in research studies (as cited in Moon



6
& Hur, 2011). In contrast, no study explores the mediating role of this

variable on conflict-performance relationships.

This study comes to support the result of the previous literature. It further
explores and measures the indirect link between task conflict, relationship
conflict, and performance in teams and individuals stages. The study also
fills the previous research studies gaps by exploring emotional
intelligence's mediating effect in conflict-performance relationships.
Moreover, the study explores the cross-level relationship between
performance on the individual level with performance on the team level,
which had tested in the entertainment industry, specifically for football
teams (Enrique & Del, 2019; Thomas et al., 2018). Besides, it comes to
understand the effect of the negative side of individual emotional
intelligence and the project teams' performance, as Rezvani et al. (2018)
recommended to fill the gap between the studies conducted on the negative

and positive side of emotional intelligence.
1.4. Research Questions:

This research shall attempt to answer the four research questions listed

below:

1) How does conflict types affect performance in software projects on the
team and individual levels?
2) What is emotional intelligence's influence on project team/Individuals'

performance in software projects on the team and individual levels?
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3) Does emotional intelligence mediate the relationship between conflict
types and performance in software projects on the team and individual
levels?
4) What is the effect of Individual performance on project team

performance in software projects?
1.5. Research Objectives:

Research questions in section 1.4. can be answered by accomplishing the
main objective: Explore and understand the impact of conflict types
(relationship and task), emotional intelligence of teams and individuals on

performance at multi-stages, and via four sub-objectives:

1) Determine the effect of conflict types on performance on the team and
individual levels.

2) Determine the impact of emotional intelligence on performance on the
team and individual levels.

3) Determine whether emotional intelligence can represent as a mediating
variable.

4) Determine the effect of individual performance on project team

performance.
1.6. The Development of the Theoretical Model:

At this stage, it is possible to define the research variables divided into
three types and two levels, as shown below in Figure 1.1. At the team level,
the model has three variables: Relationship conflict as an independent

variable, Project team performance as a dependent variable, and Team
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emotional intelligence as a mediating variable. On the other level
(individual level), the model has three variables: Task conflict as an
independent variable, Individual performance as a dependent variable, and

Individual emotional intelligence as a mediating variable.

Based on the research questions and variables defined, the research

hypotheses have formulated:

Team Emotional

+
H1 Intelligence H3.a
/ +
H3.b Project Team

Performance

Relationship Conflict

Team level

Individual level + | HS
. Individual
Task Conflict P n;lmclua
Ha. b erformance
N -
Hla,b Individual Emotional Hd.a
Intelligence +

Figure 1.1: Theoretical framework.

Hypothesis 1: Relationship conflict has a significant indirect negative
effect on project team performance in software projects, where team

emotional intelligence plays a mediating role.

Hypothesis 2, a: Task conflict has a significant indirect positive effect on
individual performance in software projects, where individual emotional

intelligence plays a mediating role.
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Hypothesis 2, b: Task conflict has a significant indirect positive effect on
project team performance in software projects, where individual emotional

intelligence plays a mediating role.

Hypothesis 3, a: Team EI has a significant direct positive effect on project

team performance in software projects.

Hypothesis 3, b: Team EI has a significant positive effect on Individual

performance in software projects.

Hypothesis 4, a: Individual EI has a significant positive effect on

Individual performance in software projects.

Hypothesis 4, b: Individual El has a significant negative effect on project

team performance in software projects.

Hypothesis 5: Individual performance has a significant positive effect on

project team performance in software projects.
1.7. Significance of the Study

After looking at previous research, we found many researchers considering
performance in various fields such as the construction industry,
infrastructure industry, petrochemical industry, technological services, and
software industry (Chen & Lin, 2018; X. Liu & Batt, 2010; Lyons &
Schneider, 2005; Moon & Hur, 2011; Rezvani et al., 2018, 2019; Zaman et
al., 2019).

In a globalized world, the concept of outsourcing in the information

technology field has become increasingly widespread (Han & Mithas,



10
2013). The software industry is a part of this field. Many companies resort
to others in the same country or others, such as developing countries to
develop, and maintain their software programs and websites. Palestine is

one of the distinguished countries in the software industry.

This study helps the top management, project manager or team leader, and
individuals in the software projects. With regards to the top management,
this study describes the interdependence of team members, the level of
altruism of individuals and their desire to help each other, to do their job to
the fullest, to achieve the three sides of the iron triangle, which is: quality,

time and cost.

For a project manager or leader, it helps them to know how their
intelligence in managing and controlling their emotions and resolving
conflicts can improve the performance of their team and each individual.
And for individuals, the study helps them understand their emotional health
better and contribute to enhancing their performance to achieve their
desires and ambitions in their career. Furthermore, they accomplish the
primary purpose they are working for in the company, namely, achieve the

company's strategic objectives.

1.8. Information Technology Sector and Software Industry

in Palestine:

Despite political and economic conditions in Palestine and the modern
infrastructure for the information technology sector, the Palestinian people

were able to forge ahead in the development of this sector by preparing
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qualified human resources who were able to benefit from the increasing

information revolution to enter the information society (PECDAR, 2008).

Notwithstanding political pressures to hinder the development of the
information technology sector, including the software industry, it is at the
forefront of the initiatives that support the Palestinian economy. It plays a
significant role in developing the future of Palestine economically at the
local and global levels through maintaining the sustainability of IT projects’

by using strategies like outsourcing (PIPA, 2010).

According to the Palestinian investment promotion agency (PIPA), the
information technology sector is one of the fastest-growing economic fields
in Palestine. Where its growth rate in 2016 was about 25%, as indicated by
the statistics of the Palestinian Trade Center (Radee, 2017), due to the
presence of a large group of educated human resources and proximity of
Palestine experts to centers of advanced technology, which had a

significant impact on the expansion of this sector.

Furthermore, the statistics for 2017 showed that 698 firms are specializing
in the information technology sector, where 163 had registered as an active
member in the Palestinian Information Systems Association (Beta) (PPIPA,
2018) and contribute 3.1% of the Gross domestic product (GDP) (PCBS,
2019). This sector's real importance is the Palestinian universities ’interest
in offering new and varied programs that serve the information technology
and software industry. According to 2017 statistics, at least ten Palestinian

universities provide bachelor’s programs in IT, engineering, and computer



12
science, in addition to a group of master’s and doctoral programs (PPIPA,
2018), where the number of graduates from engineering and technology
programs was about 1844 in 2018 (PPIPA, 2018). Palestinian universities
and An-Najah National University seek to integrate technology and
engineering fields with the private sector. In 2014, the NNU started the
project of "Linking with the private sector, IT faculty curriculum reform."
It lasted for four academic years, during which experts from the private
sector shared their experiences and knowledge with students. After the
project's success, a computer science apprenticeship program was
introduced, which relies mainly on joint work between the university and

private sector companies.

And because the information technology and software industry sector is the
key to the Palestinian economy, it is crucial to conduct a study concerned
with its employees' performance and study what affects their performance

and outputs, positively or negatively.
1.9. Organization of the Thesis:

The current master thesis follows the standard thesis chapters and has five
chapters. The first chapter includes a background of conflicts, emotional
intelligence, and performance in the software industry; the chapter also
presents a problem statement and gaps, research questions and objectives,
the development of the theoretical framework, and an overview about the
information technology sector and software industry in the Palestinian

market. The second chapter covers reviewed literature about two conflict
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types, relationship and task, emotional intelligence definitions in the team
and individual levels, and performance in both levels. It also reveals the
formulated hypotheses. The third chapter expresses the study methodology
and approach used to answer the research questions to obtain the research
objective. It also includes measurements of the six constructs, survey
instrument, pre-test of the questionnaire, population, sample of the study,
data collection technique, data analysis techniques, and analysis
methodology. The fourth chapter presents the study's research results,
where the collected data collected go through the analysis phase using a
Partial Least Squares (Smart PLS) to find relationships. Finally, the fifth
chapter highlights the discussions and conclusions of the previous chapter's
results (Chapter 4) and managerial implications, contributions, limitations,

and future research.
1.10. Chapter Summary:

The introduction chapter reviews and summarized some studies that show
the importance of conducting research related to a performance issue in
software project environments. After that, the chapter continues with
research gaps that need to fill, questions that need answers, objectives that
need to obtain. It also presents the theoretical framework, an overview of
the software industry in Palestine, and finally, the chapter displays the

organization of the thesis that followed in this study.
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CHAPTER TWO
LITERATURE REVIEW
2.1. Chapter Overview:

This chapter aims to provide an overview of the two types of conflicts:
relationship conflict and task conflict in software projects. Also, it
describes the emotional intelligence for teams and individuals, specifically,
the current picture of this construct in the software industry. Moreover, it
presents a brief description of emotional intelligence and its impact on
human resources performance as teams and individuals in software firms.
Besides, it reviews the mediating effect of emotional intelligence on
performance relations. And finally, the chapter aims to describe the study

hypotheses.
2.2. Conflict :

Conflict term emerged since antiquity, and then it has been expanded and
clarified over time. According to Olu and Adesubomi (2014, p.127),
“conflict is based on the incompatibility of goals and arises from opposing
behaviors. It has viewed at the individual, group or organizational level”.
Hendel et al. (2005) define conflict as the internal disagreement that results
from the variation in ideas, values, or feelings among two or more

individuals.

The conflict has either positive or negative consequences examined and
used in many research studies (Aqgad et al., 2019). Jehn (1995) and Jehn et

al. (1999) explain three conflicts: relationship conflict, task conflict, and
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process conflict. Consequently, many researchers have uses these types of
conflicts in their research studies (De Wit et al., 2012; O’Neill et al., 2013;
Rezvani et al., 2019).

Relationship conflicts focus on oppositions between team members about
interpersonal issues within the relationship, such as personality differences
or variations in norms and values. Task conflicts include disagreements
between team members about the content and outcomes of the activity
Implemented, also focus on finance, money, and property issues (Jehn &
Bendersky, 2003; O’Neill et al., 2013). While process conflicts determined
as a unique form of task conflict, it is concerned with the level of
consciousness about getting things done (Martinez-Moreno et al., 2009). In
practice, relationship and process conflict are often interrelated while tasks
implemented involve disagreements among project team members about
the logistics of task fulfillment, the authority of duties, accountability, and

responsibility (O’Neill et al., 2013).

Research classified conflict factors into three main types include (1)
conflict factors related to behavioral problems (such as ill communication
between the project team, multicultural teams problem and reluctant to
check for implementation, clarity, and completeness of the project); (2)
contractual issue (such as unclear contractual terms, statement of work and
requirements are ambiguous, an error of pricing or costing, and late
Instructions from the supervisor), and (3) technical issue (Jaffar et al.,

2011).
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This research focuses on two types of conflicts: relationship conflict and

task conflict.
2.2.1. Relationship/ Affective Conflict

Generally, relationship conflict or social-emotional conflict has used to
describe negative conflicts (Priem & Price, 1991). Relationship conflict
refers to a wide range of negative emotions, such as hostility, anger,
annoyance, anxiety, jealousy (Barki & Hartwick, 2006), and more negative
emotions among employees in the work environment. Jehn & Mannix
(2001) defined relationship conflict as an awareness of interpersonal
incompatibilities. As for De Wit et al. (2012) and Kammerhoff et al.
(2019), relationship conflicts include interpersonal clashes within the team
due to norms, values, and cultural differences. Relationship conflicts could
be a reason for the lack of respect between team members and
dissatisfaction with the team's general atmosphere and the work
environment (Rousseau et al., 2018). It also reduces understanding, good
relations, and goodwill among team members, reflecting negatively on
work quality and performance (Rousseau et al., 2018). Kammerhoff et al.
(2019) conclude that relationship conflict may break relationships in work
through its negative impact on individuals and work itself. Indeed,
individuals who experience relationship conflict seek to spend much time
dealing with their coworkers instead of focusing on achieving the goals,

which is not true (Yang, 2020).
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The differences between clients and developers or between team members
in software development projects lead to problems in the teamwork (T. P.
Liang et al., 2010) that could hinder the process of effectively
accomplishing tasks due to the transformation of the work environment
into full of pressure and negativity one, which reflected in the project, and

in the best case leads to failure or delay in its.
2.2.2. Task/ Cognitive Conflict

Task conflict is the most popular and beneficial conflict. Some literature
examined it, for instance, Lu and Wang (2017) and De Clercq et al. (2015).
Task conflict refers to disagreements among team members about their
differences in perspectives, ideas, and opinions about the specific task (De
Clercq et al., 2015; De Wit et al., 2012; Jungst & Blumberg, 2016; J. C.
Lee et al., 2020). De Dreu and Weingart (2003) and Kanadli et al. (2020)
determine task conflict as a critical role to reveal personal viewpoints on
presented issues, as it also shows information processed individually.
Sometimes in the workplace, task conflict may lead to another type of
conflict, which is relationship conflict (either individual or teams). This can
be a source of deviation in individuals' behaviors, which leads to negative
individuals with lousy performance (Shahzad et al., 2019; L. Wu et al.,
2015). Task conflicts among team members had classified as functional and
dysfunctional (Crawford et al., 2014). From a dysfunctional viewpoint, task
conflict may command to minimize dissatisfaction, coordination between
individuals and obligations, or to unnecessarily increased costs (Humphrey

etal., 2017; Karn & Cowling, 2008; Puck & Pregernig, 2014). On the other
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hand, teams can benefit from task conflict through differing views about
specific issues or ideas in work. This differentiation may encourage

innovation and creativity in the team members (Crawford et al., 2014).

In software development projects, the great diversity of positions and roles
cause task conflict (T. P. Liang et al., 2010), leads to ineffective outcomes
at the teams and individuals. Besides. It may negatively affect the
organization’s employees' satisfaction (Karn & Cowling, 2008), resulting
in a lack of commitment to perform the assigned tasks with the required
time and quality. Task conflict in software development projects may cause
increased costs (Karn & Cowling, 2008), leading to exceeding the project
or task budget. For instance, software developers and testers must complete
designated tasks depend on their specific responsibilities. While developers
generally expect to accomplish tasks with minimal effort to seek maximal
“efficiency” (J. C. Lee et al., 2020), so that they are far from the causes of

the task conflict issue.
2.3. Emotional Intelligence:

Before over 2300 years ago, Aristotle implies that self and emotion control
Is not a straightforward thing. A set of five dimensions represents it: right
person, degree, time, purpose, and way (Harburg et al., 1991). The
emotional intelligence of every individual lies in correctly dealing with

these dimensions.

The term emotional intelligence (EI) is not new. Previous studies that

describe the link between intelligence and emotion revealed that Darwin
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(1872/1965) is the founding father of emotional intelligence research. In
1966, Luner started using this concept, followed by other researchers
(Mvududu, 2020). After that, in 1990, Mayer, DiPaolo, and Salovey put El
as a tentative proposal to define and improve the measurement of emotional
intelligence (Mayer, DiPaolo, & Salovey, 1990; Salovey & Mayer, 1990 as
cited in Mayer et al., 2008). In 1995, Daniel Goleman attracted the business
world's attention to the emotional intelligence concept (as cited in
Fernandez-Berrocal & Extremera, 2006) by highlighting self-stimulating
abilities, controlling the impulse, and delaying rapid reactions that have the
significance in workplace productivity (Mvududu, 2020). After that,
emotional intelligence becomes a new distinct form of intelligence (Luong
et al., 2019) and one of the most critical factors affecting employee

performance.

To understand El's concept entirely and clearly, we can divide it into two
parts, emotions and intelligence, and then understand the meaning of these
parts, each separately. As for emotions, it is something like glue and
gunpowder, links external events and other people to internal concerns.
Because of this, emotions could be a reason for establishing glad
cooperation and threaten to break ties in case of conflicts (Oatley &
Johnson-Laird, 2014). That’s why it becomes a prime research topic in the
past three decades (Luong et al., 2019). Previous offered research over 90
meanings and theories about emotions(Cambria et al., 2012). Minsky, in

2006 defines emotions as the different methods to think that our mind
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triggers to deal with usual and unusual cases we face in our careers and life

at all (Minsky, M. as cited in Cambria et al., 2012).

Emotions play a significant role in all business sectors, as their effects are
evident in communication between all parts of the organization and outside.
These effects (behavioral and attitudinal) have significance and
consequences for the individual and groups (Makkar & Basu, 2019), where
all the emotions that a person goes through in the workplace affect his
personality, psychological and physical health as well (Moon & Hur,
2011). According to Rogala (2019), negative and positive emotions have a
complementary effect. Positive emotions can help people get great results,
including accomplishment, work enhancement, and a more excellent social
setting. While negative emotions, such as dread, outrage, stress, lousy vibe,
trouble, and blame, will probably expand the consistency of working
environment deviance and how the outside world perspectives the firm

(Makkar & Basu, 2019).

And for intelligence, there are various definitions; for instance, Gottfredson
(1976) defines it as a too general mental capability that includes the
capacity to reason, plan, troubleshoot, think uniquely, understand complex
thoughts, take in rapidly, and acquire knowledge from fact and experience.
It isn't only book learning, a thin scholarly aptitude, or test-taking smarts.
To some extent, it mirrors a more extensive and more profound capacity for
comprehending our environments- "getting on,"” and "making sense" of
things or what to do. Nakashima (1999) defines intelligence as an

individual's ability to process information properly within a complex
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environment. Also, Mayer's (2004) definition of intelligence is the ability

to carry out final thoughts and understand and adapt to the environment.

Combining these two terms (emotions and intelligence) led to the
introduction of the emotional intelligence construct. After that, numerous
studies appeared on that topic. One of these studies discusses emotional
intelligence in the banking sector in the Kingdom of Jordan. On the one
hand, it found a statistically significant relationship between EIl and job
performance (Aqgad et al., 2019). Another research conducted in Istanbul
concludes that EI has a significant positive correlation with job

performance in the public sector (Yozgat et al., 2013).
2.3.1. Emotional Intelligence Definitions

Generally, emotional intelligence is associated with intellectual intelligence
(1Q), but each intelligence operates separately. The 1Q is fixed for each
individual, whereas emotional intelligence is more flexible and possible to
learned and improved (Farmer et al., 2020). Furthermore, all employees
within a firm must have emotional intelligence skills, allowing them to
adjust relationships among employees. Emotional intelligence facilitates
the implementation and completion of tasks effectively and organized

manner (Al-Tarawneh & Battah, 2018).

Through reviewing studies and literature on emotional intelligence, there
are numerous definitions; Mayer & Salovey (1989) defined it as the
individual’s ability to monitor one's own and others' feelings, distinguish

among them, and utilize this information to manage one's reasoning and
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behavior. Furthermore, emotional intelligence includes four abilities: the
ability to see precisely, assess, and express emotion. Also, the ability to get
and/or additionally create feelings when they simplify thought. And the
ability to comprehend emotion and emotional knowledge. Besides, the
ability to control and regulate feelings reinforces emotional and intellectual

development (Rezvani & Khosravi, 2019b).

On the other hand, in 2000, Goleman (as cited in Rezvani & Khosravi,
2019a) assigned emotional intelligence a wide range of abilities that
involve personality-related items that may have no immediate connection
with emotional intelligence, for example, social responsibility. After that,
Sala (2001) suggests that emotional intelligence and cognitive intelligence
are not separate but rather complementary. Then, Furnham and Petrides
(2003) proposed that emotional intelligence points to one’s ability to
recognize his own emotions and responses and manage them accurately to
influence others emotionally. Furthermore, Al-Elaimat et al. (2020)
describe emotional intelligence as a part of social intelligence, which
includes some abilities: the ability to control self-emotions, the ability to
control others emotions, the ability to distinguish among different
emotions, and the ability to use appropriate information to guide a person’s

thinking and behavior.

Verma (2013) defined engineers' and experts' emotional intelligence as the
right balance between the software industry's technical and emotional sides
when solving various problems. This industry's focus should be on

outsourcing in some places and continuous re-engineering. The high speed
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of development and innovation in the software market ignites competition.
It increases customer requirements and expectations, which indicates the
need for creative technologies and human resources with extraordinary
skills that fall under the name of emotional skills to keep pace with what

happens daily in this industry.

Notably, after reviewing various definitions of emotional intelligence from
different sources, a considerable overlap has been found in the abilities
presented by this concept, with some differences in its theoretical bases.
Consequently, emotional intelligence in the software industry determines
the potential to learn and understand our way of thinking mixed with
technical skills that one’s has, to have the needed capabilities to analyze
what we feel, to reflect it on the way of dealing with others and situations

in the workplace.
2.3.1.1. Team Emotional Intelligence

Team emotional intelligence has been considered a cure for difficult and
troublesome interpersonal problems (Ahmad, 2017). It interacts at more
levels than individual emotional intelligence; that's why it had assigned as
complicated emotional intelligence (Sinha, 2018). Thus, Troth et al. (2012)
argue that team emotional intelligence is a sum of parts approach (bottom-
up approach) starting from daily interaction between members,
representing input factors, towards team goals representing performance
outcomes. This intelligence is more complicated than individual emotional

intelligence since team emotional intelligence may reinforce team
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performance through utilizing its synergistic emotional processes at three-
levels including individual, team, and beyond the boundaries of that team,
to be more emotionally intelligent as a collective (Druskat & Wolff, 2001;
Jordan & Troth, 2004). In addition, team emotional intelligence can
improve the ability of each member to be more efficient in communication
with other ones, to sharing ideas, and refuting differences, which lead to an
increase in the capability of a team to make effective and proper decisions

and increase team performance (Paul & Carmeli, 2016).

Researchers define team emotional intelligence in different manners
(Jordan & Lawrence, 2009). Team emotional intelligence is the ability to
increase the awareness and management of a team member's behaviors to
give positive outcomes. While (Barczak et al., 2010) defined emotional
intelligence in a team as team members' capability to evolve and improve a
set of criteria that manage and control emotional procedures, these criteria
facilitate team member collaboration and cohesiveness, attitudes essential
to team effectiveness. Where social interactions between team members
with different cultures while doing tasks will develop their emotional
intelligence (Jamshed & Majeed, 2019). Meanwhile, team emotional
intelligence facilitates the development of nurture relationships and
collaboration of a team, where it refers to the thought of the collective spirit
owned by members; that relates to team awareness and understanding of
their objective and its relationship with other systems, also with the

external environment (Ghuman, 2011).
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As for emotional intelligence in software teams, the concept has not been
used significantly in the software sector's literature. It could define
similarly to the definitions mentioned earlier. Rezvani & Khosravi (2019b)
determined that team emotional intelligence increases team members’
ability to invent effective solutions to unexpected problems or sudden
obstacles through the software development cycle (in the process itself) or

among team members.
2.3.1.2. Individual Emotional Intelligence

In different business sectors, many employees meet and share the
workplace and behave differently; these behaviors have implications and
consequences for their co-workers and the entire organization (Makkar et
al, 2019). An individual's intelligence is being in the ways of dealing with
its own/others' emotions and draw meaning relative to soft skills required to
reinforce creativity (Mvududu, 2020). Simultaneously, there is a variation
in awareness of emotions and expressions (verbal and non-verbal) between
individuals. Since individuals with a high level of realizing and
understanding of their emotions are understood better by others (George,
2000), individuals with a high level of emotional intelligence may have a
strong and positive social influence on others. As a result, they had
assigned as persons with leadership capabilities and skills (Wasielewski,
1958). In other words, individuals with high emotional intelligence can
perceive, understand, and handle their emotions more effectively under

different circumstances (Laborde et al., 2014; Zysberg & Raz, 2019).
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As for the software industry, the individuals and engineers working in
software projects represent the most crucial component: the human capital
responsible for the intensive activity in these projects (Sinha, 2018). Since
human emotions have become one of the main issues in human behavior,
from this point, the importance of managing individuals ’emotions in

software projects becomes evident (Colomo-palacios et al., 2011).
2.4. Performance:

This research measure two types of performance, which are project team

performance and individual performance.
2.4.1. Project Team Performance

Generally, a team is a complicated system, where system performance can't
be analyzed by separating individuals' performance. Where complex
system needs to include diverse and associated team members to
consolidate their contributions in the right ways to achieve the desired
goals (Bergey, 2012). And because of the importance of studying team
performance in organizations, such as strong sustainability, competitive
advantage, high productivity, and increased profits and market share (Lin et
al., 2020), many researchers had a viewpoint on team performance. Lippe
and Lippényi (2020) pointed out that the team’s overall performance arises
from mutual interaction between team members and organizational
processes, including coordination, monitoring, and control. Further to this,
Dionne et al. (2004) conclude that team performance is a teamwork

process-based construct combined with some of the interpersonally features



27
that are probably present in all teams, such as conflict resolutions and
interactions between members (Aziz et al., 2019). Choi et al. (2010) found
that team performance has driven by socio-cognitive structures where the
professional knowledge in a team has unevenly distributed among
individuals. Troth et al. (2012), in their multilevel study, define team
performance as a function of the level of individuals' emotional skills in a
team. Moreover, team performance is a multifaceted zone, for which
identify critical factors related to team performance is essential (Ekstrom et
al., 2019). And many researchers measure the project team performance on
their models, as is defined as the scope to which a project team can achieve

established objectives of quality, cost, and time (Okoronkwo, 2017).

Liang & Liu (2015) indicate that team performance measurement is not
easy for the software industry; it is complex, multi-dimensional, and task-
related. Gottschalk and Solli-Sather (2007) pointed out that teamwork in
software projects is crucial for effective and successful design and
deployment. Moreover, in the software industry full of complex processes,
all team members must stay on track to achieve their assigned goals to
increase team performance (Dingsgyr et al., 2016). Which makes measures
project team performance in this industry is essential to know what can
happen in the workplace and how it can improve; this makes it a tool, not

an end (Al-heyasi, 2018).
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2.4.2. Individual Performance

Various individuals are working alongside any project or team, so assessing
employees' performance is significant. Each of them has a different
contribution to the project completion, relying on its performance and skills
(Niesten et al., 2017). The individual performance had greatly influenced
by the inspiration level, motivating level, and emotional intelligence (Aziz
et al., 2019). The process of assessing performance helps organizations
define performance gaps among employees to develop their competencies.
It used to motivate them to do their best and to become more productive.
That's why it is a cyclic, not an annual process (Al-heyasi, 2018). Most
employees have a different perspective since they find that the performance
appraisal process is frustrating and inappropriate for their jobs (Adler et al.,
2016). Nagle (1953) defined individual performance as a unique global
measure that includes associated norms reflecting professional success.
While identified performance in this manner, present the concept as a
"black box" because of focusing just on outcomes (Charbonnier-Voirin &
Roussel, 2012). Carboni & Ehrlich (2013) identify individual performance
as a function of work, which is predicted by experience that drives the
growth of knowledge, skills, and abilities associated with work. Indeed,
individual performance appraisal is an indispensable component for
organizations. It is a measure of organizational success. That's means if the
individuals within the organization perform well, then the goal of an

organization to perform well is achieved (Adler et al., 2016).
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When it comes to the software industry, measuring individual performance
iIs challenging (Ehrlich & Cataldo, 2012) because the overall team
performance and outcomes can hide individual contributions (Gamble &
Hale, 2013). Meanwhile, the software industry's performance measurement
differs between individuals because of their roles and background
differences. For instance, when the 'good' expression has used, it may have
various meanings, as for the developer, 'good'’ means a well-designed
working software, were for the project manager, 'good' means that the work

Is done on time and within budget (Al-heyasi, 2018).
2.5. The Development of the Hypotheses :

The theoretical model of the study has shown in Chapter.1. The model

proposed eight hypotheses that described in the following sections:
2.5.1. The Mediating Role of Emotional Intelligence

The previous research studies were investigating the relationship between
conflicts and performance, concerned with the mediating variable. Ye et al.
(2019) considered job satisfaction a mediating variable on the relationship
between conflicts (task and relationship) and job performance, where
(Shaukat et al., 2017) thought exhaustion, cynicism, interpersonal strain at
work mediates the relationship between relationship conflict and two types
of performance (task and contextual). Besides, (Nesterkin et al., 2016)
found that the effect of team collaboration on team goal setting mediates
the relationship between conflict and team performance. Also, (Celik,

2013) found that depersonalization mediates the relationship between
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conflict and job performance. Additionally (Ul Hag, 2011) concludes that
perception of organizational politics mediates the relationship between
interpersonal conflict and outcomes. Although no study in the literature
investigates the mediating role of emotional intelligence in the relationship
between conflict and performance, some studies investigate this role in
different relationships. Callea et al. (2019) conclude that there was a
mediating role of emotional intelligence in the relationship between the
need for relatedness and outcomes (i.e., flourishing and happiness).
Hendrawijaya et al. (2018) found that emotional intelligence significantly
mediates the relationship between work motivation, compensation, work
satisfaction, work climate, and employee performance. And Yan et al.
(2018) indicate that emotional intelligence mediates the association
between Core Self Evaluation and job satisfaction. Accordingly, this study
aims to test the mediating role of emotional intelligence in multi-levels, as

shown in the following sections:

2.5.1.1. Relationship Conflict, Project Team Performance, and Team

Emotional Intelligence

According to the new literature on this topic, relationship conflict is a
common issue on a team (Boone et al., 2019). It has a detrimental effect on
performance (Jehn et al., 2008). Steffens et al. (2012) observed that this
type of conflict is prevalent in new project teams, where team members are
in a new environment with differ in their attitudes, behaviors, outlook for
work, and methods of solving problems, which may lead to negative

consequences (Klotz et al., 2014), such as team cooperation weaken, that
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reduces the ability to face obstacles and gaps in the project and likely to
increases employee turnover intentions (De Wit et al., 2012). The effect of
relationship conflict is not limited to project teams but also affects broader
top management teams' performance (Boone et al., 2019). Meanwhile,
relationship conflict is not only related to human resources, but its impact
also extends to firm sales, profits, entrepreneurial ideas, and new projects

(Ensley & Pearce, 2001).

Moreover, relationship conflict can cause negative emotions like tension
and anger, which leads to ineffective communication between members of
the same team that will be limiting team performance (Thiel et al., 2019;
Zhang & Huo, 2015). Furthermore, Liu et al. (2011) mentioned that the
differences between team members in anticipations, thoughts, interest, and
decision-making don't only lead to poor performance. It also leads to low
morale and team disintegration. This indicates that relationship conflict in
the work environment between team members will be consumed time by
interpersonal matters rather than task decisions (Huang, 2012). Hence,
previous research has focused on the negative impact of relationship
conflict on team performance, i.e., Klotz et al. (2014), Rezvani et al.
(2019), Ye et al. (2019), and Neumeyer & Santos (2020). This study

proposes that relationship conflict negatively relates to team performance.

Thus, top-management can't ignore the importance of having emotional
intelligence in the project environment. The group with emotional
intelligence can deal positively with emotions that lead to maintaining their

interpersonal relations in the workplace. Where conflicts also determine as
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a type of emotional phenomenon that can't control without emotional
intelligence. Simultaneously, a little conflict is substantial for team
missions' positive effect (Gheorghe et al., 2020). Accordingly, the

following hypothesis has concluded:

Hypothesis 1: Relationship conflict has a significant indirect negative
effect on project team performance in software projects, where team

emotional intelligence plays a mediating role.

2.5.1.2. Task Conflict, Individual Performance, Project Team

Performance, and Individual Emotional Intelligence

Indeed, some research denoted that cognitive conflict, such as task conflict,
has a beneficial impact on performance (Boone et al., 2019; De Wit et al.,
2012; Jehn et al., 2008; Klotz et al., 2014). The relationship between task
conflict and team performance is affected by some contingencies like
conflict management behavior (Behfar et al., 2008), team personality
(Bradley et al., 2013). In contrast, Carnevale & Probst (1998) conclude that
task conflict negatively influences team outcomes such as team
performance. It also considered that task conflict caused a waste of time
and a drain on resources (De Wit et al., 2012). Besides, De Dreu &
Weingart (2003) also found a negative relationship between task conflict
and team performance. Whereas (Behfar et al., 2008; O’Neill et al., 2013)
determine that high-performing teams deal with task conflicts positively,
low-performing teams deal with task conflicts negatively. Recent studies

indicate that the influence of task conflict can be both negative and positive
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(Neumeyer & Santos, 2020; O’Neill & McLarnon, 2018). As for Gheorghe
et al. (2020), team emotional intelligence decreases task conflict's negative
impact on its effectiveness. This study followed a positive viewpoint and
proposes that task conflict negatively relates to an individual and team

performance.

Besides, (Gheorghe et al., 2020) denoted that teams with high emotional
intelligence can tolerate more task conflict, where (Troth et al., 2012)
indicate that emotional skills such as awareness of own and others'
emotions, and management of own and others' emotion are predicting
individual-level communication performance. Accordingly, this research
seeks to examine task conflict's effect on individual performance and
project team performance. Therefore the following hypotheses are

concluded:

Hypothesis 2, a: Task conflict has a significant indirect positive effect on
individual performance in software projects, where individual emotional

intelligence plays a mediating role.

Hypothesis 2, b: Task conflict has a significant indirect positive effect on
project team performance in software projects, where individual emotional

intelligence plays a mediating role.

2.5.2. Team Emotional Intelligence, Project Team Performance, and

Individual Performance

Moreover, in the workplace, team members interact with each other to get

things done. Everyone on the team has a cultural background, emotions,
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feelings, moods, and emotional intelligence as the workplace becomes a
combination of them, which improves the emotional intelligence of a
project team, which in turn affects performance (Jamshed et al., 2018;
Jamshed & Majeed, 2019). The team with high emotional intelligence
provides a friendly and emotional environment beneficial for performance
(Magbool et al., 2017). Barczak et al. (2010) have found a relationship
between emotional intelligence and performance on the team level's
cognitive task, and this relationship didn't seem evident at the individual
level. Besides, (Rezvani et al.,, 2018) denote a significant positive
association between team emotional intelligence and team performance.

Accordingly, the following hypothesis is concluded:

Hypothesis 3, a: Team EI has a significant direct positive effect on project

team performance in software projects.

Furthermore, some researchers concluded that a team's ability to practice
emotional intelligence skills through troubleshooting and goal-setting
facilitates collaboration and effective communication among individual
group members (Mazur et al., 2014). A previous research study by Rezvani
et al. (2018) found that individual performance is affected positively by
team emotional intelligence. Accordingly, the following hypothesis has

concluded:

Hypothesis 3, b: Team EI has a significant positive effect on Individual

performance in software projects.
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2.5.3. Individual Emotional Intelligence, Individual Performance and

Project Team Performance

Notably, some research, for instance, Lam & Kirby (2002), found a
positive correlation between emotional intelligence and performance at the
individuals level. These individuals are in touch with feelings and feel
positive and satisfied with what they are performing in their lives. They’re
also capable of expressing their emotion, and they are independent and
free, healthy, and confident in moving their thoughts, convictions, and
beliefs (Bhoir & Suri, 2019). Conversely, some other research that tests the
relationship between emotional intelligence and performance at the
individual-level denotes that there are no expected advantages of the
individual use of emotional intelligence at the workplace (Naseer et al.,
2011). Substantially, the relationship between emotional intelligence and
performance looks inconsistent (Joseph & Newman, 2010; Roman-
calderon et al., 2020). That's why the importance of conducting this study
lies to explain the lack of inconsistency in the relationship between
emotional intelligence and performance and the apparent confusion in

previous studies. Accordingly, the following hypothesis has concluded:

Hypothesis 4, a: Individual El has a significant positive effect on

Individual performance in software projects.

In contrast, Kilduff et al. (2010) denoted that few studies have conducted to
investigate the dark side of emotional intelligence, where argued that

balance between the positive side of emotional intelligence and the
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negative side should repair by being aware of the dark side of emotional
intelligence in all fields. This concept is not monopolized on the positive
social aspects as is expected. Rezvani et al. (2018) emphasized again when
they indicated that there is still a gap between the studies conducted on the

positive and negative aspects of emotional intelligence.

Koman & Wolff (2008) mentioned the effect of individual emotional
intelligence on team performance without explaining the nature of this
effect. This study comes to test the negative relation between individual
emotional intelligence and project team performance. In some cases, the
high emotional intelligence of team member may lead to a negative impact
on the overall performance of the team by putting other members in
stressful situations by evading the completion of tasks and delegating it to
other individuals, which may lead to a decline in the work quality and
performance, on the other cases, its impact can be positive through
facilitating other members works. Accordingly, the following hypothesis

has concluded:

Hypothesis 4, b: Individual El has a significant negative effect on project

team performance in software projects
2.5.4. Individual Performance and Project Team Performance

Mostly, project teams are composed to accomplish tasks that a single
individual can't accomplish. There should be a designer, developer,
software engineer, quality engineer, software tester, and others in software

projects, where tasks are distributed based on their knowledge and
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experience. It is difficult for one person to perform all tasks because no one
can have experience in all fields. So, the team effectiveness concept had
demonstrated when a group of individuals works interdependently within a
team to successfully achieve the goals they are working for (Marks et al.,
2001).  Furthermore, other researchers found that an individual’s
experience level has a significant role in team performance, especially
those who work in critical roles (Bonner et al., 2016). Besides, (Turnquest,
2018) indicates that team members' contributions greatly influence team
performance, where a team is referred to as effective if the team members
are competent. Also, Turnquest (2018) study concludes that the correlation
between individual performance and team performance is significant.

Accordingly, the following hypothesis has concluded:

Hypothesis 5: Individual performance has a significant positive effect on

project team performance in software projects.
2.6. Chapter Summary:

Based on a literature review about the relationship between conflict types
and performance in the multilevel, the previous research doesn’t contribute
the emotional intelligence as a mediator in these relations. Literature's
focus was more on construction teams and individuals than on software
teams and individuals. This research revealed the significance of emotional
intelligence in the relationship between conflict and performance in teams

and individual software industry levels.
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CHAPTER THREE
METHODOLOGY
3.1. Chapter Overview:

This chapter aims to present the method used by this study and determine
the research philosophy and approach. It also defines the construct
measurements, survey instruments, pilot study results, and survey
respondents' analyses. Besides, it shows the population and sample of the

study, then the analysis techniques, and final chapter summary.
3.2. Research Philosophies:

Indeed, research philosophy has significant connections. For instance,
research philosophy helps the researcher determine the research strategy
and understand collected data (lovino & Tsitsianis, 2020). Saunders et al.
(2009) define the research onion that shown four main research

philosophies: positivism, realism, interpretivism, and pragmatism.
3.2.1. Positivism Philosophy

Positivism or traditional philosophy uses a deductive or theory-testing
methodology (Raddon, 2010), it was "developed during the enlightenment
in the eighteenth century when rational thought and reason replaced
religion and faith to explain phenomena" (Petty et al., 2012 p. 270). The
ontological-stance for positivism describe by objective ontology (Assalahi,
2015). Positivism assumptions are also called positivist/post-positivist
research, empirical science, post-positivism, scientific research, and

scientific research. These assumptions hold more for quantitative than
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qualitative research (Creswell & Creswell, 2018). That's why positivism
researchers consider objective reality and knowledge as observable and
measurable (Abu-Alhaija, 2019). Based on the existing theory, the
hypotheses were developed, which will be tested and take advantage of its
results to contribute theory that can be tested and generate new research on

the topic (lovino & Tsitsianis, 2020; Saunders et al., 2009).
3.2.2. Realism Philosophy

Realism or Factualism is another type of research philosophy associated
with scientific inquiry (Saunders et al., 2009). This philosophy is analogous
to positivism philosophy in terms of creating new knowledge depend on the
actual theory. Realism philosophy doesn't hold any assumptions; it depends
on the real and actual rule (lovino & Tsitsianis, 2020). It has two forms,
direct realism, and critical realism. In the view of the direct realist, the
word is relatively unchanging. Still, from the critical realist view, the
researcher’s comprehension of the being conducted study may change at

every study level (lovino & Tsitsianis, 2020).
3.2.3. Interpretivism Philosophy

Interpretivism or subjective philosophy is determined by Saunders et al.
(2009) as a theory of knowledge that supports the researcher's need to
realize differences between us as humans and our roles as social actors. It
has also called anti-positivism because it is the definitive opposite view of
the positivism paradigm (lovino & Tsitsianis, 2020). Interpretivism

underpins qualitative studies that use inductive thinking strategies (Abu-
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Alhaija, 2019). In interpretivism, researchers may use their own or their
participants' data such as stories, experiences, and thoughts to build

theories (Petty et al., 2012).
3.2.4. Pragmatism Philosophy

Pragmatism or Actionism is the last one of philosophy types that do not
recognize a single way of interpreting and undertaking research but argues
that there are many ways for this. That's true because it is hard to know the
truth and see the full picture by relying on one perspective rather than all
views (lovino & Tsitsianis, 2020). This philosophy determines a worldview
that emerges from situations, actions, and consequences instead of
preceding conditions (Creswell & Creswell, 2018). Pragmatism considers
the research question the most crucial determinant of the research
philosophy (Saunders et al., 2009). It also focuses on the research problem
by analyzed and comprehend it using all available approaches (Creswell &

Creswell, 2018).

Hence, this study uses the positivism philosophy to examining performance
in two levels, project teams, and individuals, through quantitative methods
because this method fits best with the research questions that have

classified as explanatory research questions
3.3. Research Approaches:

Three research approaches are advanced by (Creswell & Creswell, 2018),
include a quantitative approach, a qualitative approach, and a mixed

approach.
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3.3.1. Quantitative Approach

The quantitative approach has used to test hypotheses and examine the
relationships between variables through statistical techniques (Creswell &
Creswell, 2018). This approach uses a quantitative method for collecting
data, for instance, questionnaires. It also used quantitative data analysis
techniques, for example, graphs, figures, and statistical tables with
numerical data using statistical and hypothesis testing software (Saunders
et al.,, 2009). The quantitative approach supports the deduction
methodology style that moves from general to practical, starting at first
from theory, then deriving hypotheses from it, testing those hypotheses,

and revising it (Woiceshyn & Daellenbach, 2018).
3.3.2. Qualitative Approach

This approach is associated with social or human research and supports the
induction methodology style moving from particular to general (Woiceshyn
& Daellenbach, 2018). The qualitative approach is beneficial in the case of
not knowing the main variables to examine. Meanwhile, it had used when
the research topic was new and never studied with a specific sample
(Creswell & Creswell, 2018). This approach used a qualitative data
collection technique and data analysis methods, such as interviews and

categorizing data, using numerical data (Saunders et al., 2009).
3.3.3. Mixed Approach

The mixed approach critical assumption integrates induction and deduction

styles (abductive style) (Woiceshyn & Daellenbach, 2018). It had
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determined as a method that may both test theories and generate them.
Therefore, it involves collecting both quantitative and qualitative data.
That's why it displays additional insight from quantitative or qualitative

approaches alone (Creswell & Creswell, 2018).

Hence, this study follows the quantitative approach to examining
performance in two levels, project teams and individuals, through testing
hypotheses and examining the relationships between variables using the
deductive method. This method fits best with the research questions

classified as explanatory research questions.
3.4. Measurement of the Model Constructs:

As mentioned in chapter 2 and the theoretical model in chapter 1, this study
aims to measures six constructs include: relationship conflict, task conflict,
team emotional intelligence, individual emotional intelligence, project team
performance, and individual performance. This section describes the

measures used.
3.4.1. Measurements of Relationship Conflicts

To measure the relationship conflict, Yang (2020) and Rousseau et al.
(2018) used the four-item scale developed by Jehn (1995) to measure the
degree of relationship conflict between team members. This study followed
previous research and used Jehn's (1995) four-item scale, including

personal friction, personality conflicts, tension, and emotional conflict.
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3.4.2. Measurements of Task Conflict

Previous research, such as Kammerhoff et al. (2019), used Jehn’s (1995)
scale to measure the degree of task conflict. Also, You et al. (2019) used
four items depending on the studies of Schaeffner et al. (2015) and G. Wu
et al. (2017) to measure task conflicts. This study also used Jehn’s (1995)
measure to include disagreements about how doing work, ideas,
individuals' work, proposed solutions, and differences of opinion (G. Lee et

al., 2017; You et al., 2019).
3.4.3. Measurements of Team Emotional Intelligence

Figure 3.1 shows Jordan & Lawrence's (2009) measures of team emotional
intelligence used in this study, include First, awareness of own emotions
(AWR), which means the ability to discuss and discover feelings. Second,
awareness of others’ emotions (AWRO) reflects the capability to read faces
and body language. Third, the management of their own emotions (MGT)
refers to the ability to delay or withhold intense emotional reactions. And
finally, management of others’ emotions (MGTO) involves the ability to

influence others’ emotions positively (Dunaway, 2013).
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Z1 *AWR

*AWRO
*MGT

Dimensions of team -MGTO
emotional intelligence

Figure 3.1: Dimensions of project team emotional intelligence.

First Dimension: Awareness of Own Emotions (AWR)

Awareness of our own emotions refers to the ability to be in touch with our
momentary feelings (Pennebaker & Martha, 1996). Awareness of own
emotions can be measured by asking a person to think of the ability to
handle, explain, and reveal his feelings (Jordan & Lawrence, 2009). Where
people with high emotional self-awareness may have moderate emotional
reactions in response to acute emotional situations. Thus, their
communication with other team colleagues has done effectively (Wolff et

al., 2002).

Second Dimension: Awareness of Others’ Emotions (AWRQO)

Awareness of others’ emotions refers to the ability to detect emotions
forged through the ability to understand others' body language (Meijer,

1989) and facial expression (Ekman, 1971), which provides accurate
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information to evaluate their emotions (Jordan & Lawrence, 2009).
Literature finds that a team's ability to realize the members’ feelings
significantly influenced team performance and cohesiveness (Elfenbein et

al., 2007).

Third Dimension: Management of Own Emotions (MGT)

Management of own emotions (self-regulation of emotions) determines a
key predictor for team performance for a short-term problem-solving
situation (Jordan & Troth, 2004). It refers to the ability to show or hide an
emotion that relies on its advantages in a given situation. In other words,
the ability to control your reactions means that you must think before act in

any situation (Jordan & Lawrence, 2009).

Fourth Dimension: Management of Others’ Emotions (MGTO)

Management of others’ emotions determines a controversial project team
performance (Jordan & Lawrence, 2009). It refers to the ability to utilize
emotional contagion to promote the teams with whom they work (Kelly &
Barsade, 2001)and maintain a healthy and positive work environment and
relationships. So, the emotions of team members should be managed

optimally (Jordan & Lawrence, 2009).
3.4.4. Measurements of Individual Emotional Intelligence

After the Goleman model appears (Cherniss & Goleman, 2001), some
researchers utilize the model to assess individual emotional intelligence
through two groups of factors. The first group is personal competence,

including self-awareness and self-management, and the second group is
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social competence, including social awareness and relationship
management (Ahmad, 2017; Basu & Mermillod, 2011; Njoroge &
Yazdanifard, 2014; Shooshtarian et al., 2013). Moreover, as mentioned by
(Prentice, 2019), Brackett and Mayer (2003) developed a self-report
emotional intelligence scale (WEIS), which is a similar measure that has
been cross-validated with high reliability and validity. This measure has
four dimensions: self-emotion appraisal, other-emotion appraisal,
utilization of emotion, and emotion regulation. Furthermore, this study
used four dimensions mixed from the two mentioned models, as shown in

Figure 3.2, where each dimension has four items.

A

* Self Awwarness
* Self Managment

Dimensions Of * Social Awwarness
. . . . « Utilization of Emotion
individuals emotional
intelligence

Figure 3.2: Dimensions of individuals' emotional intelligence.
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First Dimension: Self-Awareness

Self- Awareness represents the key to realizing one’s strengths and
weaknesses. It consists of three components: emotional self-awareness,

accurate self-assessment, and self-confidence (Cherniss & Goleman, 2001).

Second Dimension: Self-Management

Self- Management represents understanding and regulating one’s own
emotions (Siu, 2009), leading to a high ability to deal with minimum stress
problems (Dhingra & Punia, 2016). It consists of six components:
emotional self-control, trustworthiness, conscientiousness, adaptability,

achievement drive, and initiative (Cherniss & Goleman, 2001).

Third Dimension: Social-Awareness

Social awareness points to having the ability to understand and sensitive to
the thoughts, feelings, and status of others around us (Lunenburg, 2011). It
consists of three components: empathy, service orientation, and

organizational awareness (Cherniss & Goleman, 2001).

Fourth Dimension: Utilization of Emotion

The utilization of emotion points to the measures of the self-perceived
tendency to motivate self to reinforce and increase performance (Kafetsios

et al., 2011; Psilopanagioti et al., 2012)
3.4.5. Measurements of Project Team Performance

The literature reviewed that there are different ways and factors used to

measure team performance. For instance, Johnson et al. (2011) measure
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team outcomes by team characteristics, communication, barriers, trust,
shared leadership, team leaders, style diversity, self-assessment, roles,
social skills, untangling a team, common mistakes, managing stress,
listening skills, establishing an encouraging environment, team problem
solving, and dealing with issues. Where Sudhakar et al. (2011) found that
software development team performance affects by team climate, team
diversity, team innovation, team member competencies and characteristics,
top management support, and team leader behavior. Indeed, there is a lot of
other factors affecting project team performance. Figure 3.3 below
represents the metrics that were used in this study to measure project team

performance.

Support For
Innovation

Team
Member
Competencies

Communication

Project Team
Performance
Measures

Team Leader
Behavior

Top
Management
Support

Figure 3.3: Project team performance measures.
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3.4.6. Measurements of Individual Performance

The literature reviewed the different ways and factors used to measure
individual performance. A few popular forms of assessing individual
performance metrics outlined by the Houston Chronicle include regular
evaluations, productivity tests, 360-degree feedback, and management by
objectives. That’s a lot to consider, but there are options out there that can
help along. e.g., tools like WIRL and 7Geese aim to extend feedback and
associate team members to get their goals (CMI, 2009). For instance,
Chiniara & Bentein (2016) measure individual performance in terms of six
items: quality of work, quantity of work, problem-solving speed, initiatives,
the capability to complete work on time, and overall performance. Also,
attendance, helpfulness, efficiency, initiative, and quality can measure
individual performance (CMIL, 2009; Pinter et al., 2017; Pinter & Cisar,
2018). Figure 3.4 represents the metrics that were used in this study to

measure an individual's performance.

Problem
Solving
Speed

Individual
Performance
Measures

Attendance

Figure 3.4: Individual performance measures.



50

3.4.7. The Model Operationalization

Table.3.1 shows the operationalization of the six constructs and theoretical
framework determined by researchers, include: relationship conflict (four
indicators), task conflict (five indicators), team emotional intelligence (four
dimensions with four indicators for each), individual emotional intelligence
(four dimensions with four, three, four, and three indicators, respectively.),
team performance (seven indicators) and individual performance (six

indicators).

Table.3.1. Operationalization Model

Constructs Indicators |References
Relationship |RC_1 (Jehn, 1995; Li et al., 2019; Rousseau et al., 2018;
conflict Yang, 2020; You et al., 2019)

RC_2 (Jehn, 1995; Kammerhoff et al., 2019; Li et al., 2019;

Rousseau et al., 2018; Yang, 2020; You et al., 2019)

RC 3 (Jehn, 1995; Kammerhoff et al., 2019; Li et al., 2019;
Rousseau et al., 2018; Yang, 2020; You et al., 2019)

RC_4 (Jehn, 1995; Li et al., 2019; Rousseau et al., 2018;
Yang, 2020; You et al., 2019)

Task conflicts |TC_1 (Jehn, 1995; Kammerhoff et al., 2019; Kollmann et
al., 2019; You et al., 2019)

TC 2 (Jehn, 1995; Kollmann et al., 2019; Li et al., 2019;
Mitchell et al., 2019)

TC_3 (Jehn, 1995; Kollmann et al., 2019; You et al., 2019)

TC 4 (Jehn, 1995; Kollmann et al., 2019; G. Lee et al.,

2017; Li et al., 2019; Mitchell et al., 2019)

TC 5 (G. Leeetal., 2017; You et al., 2019)
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Team EI AWR (Barczak et al., 2010; Dunaway, 2013; Jordan &

Lawrence, 2009)

TEI_1

TEI_2

TEI_3

TEI_4

AWRO (Barczak et al., 2010; Dunaway, 2013; Jordan &
Lawrence, 2009)

TEIL S

TEI 6

TEI_7

TEI_8

MGT (Barczak et al., 2010; Dunaway, 2013; Jordan &
Lawrence, 2009)

TEIL9

TEI_10

TEI_11

TEI_12

MGTO (Barczak et al., 2010; Dunaway, 2013; Jordan &
Lawrence, 2009)

TEI_13

TEI_14

TEI_15

TEI_16

Individual EI | Self- (Ahmad, 2017; Basu & Mermillod, 2011; Njoroge &

awareness | Yazdanifard, 2014; Prentice, 2019; Shooshtarian et
al., 2013)

IElI 1

IEI_2
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IEI_3

IEI_4

Self- (Ahmad, 2017; Basu & Mermillod, 2011; Njoroge &

management | Yazdanifard, 2014; Prentice, 2019; Shooshtarian et
al., 2013)

IEI_ 5

IEI_6

IEI_7

Social (Ahmad, 2017; Basu & Mermillod, 2011; Njoroge &

awareness | Yazdanifard, 2014; Prentice, 2019; Shooshtarian et
al., 2013)

IEI_8

IEI_ 9

IEI_10

IEl_11

Utilization |(Prentice, 2019)

of emotions

IEI_12

IEI_13

IEI14

Projectteam |PTP_1 (Acufa et al., 2008; Ganesh & Gupta, 2006;
performance Sudhakar et al., 2011)

PTP 2 (Acunfa et al., 2008; Sudhakar et al., 2011)

PTP_3 (Sawyer, 2001; Sudhakar et al., 2011)

PTP 4 (Sawyer, 2001; Sudhakar et al., 2011)

PTP_5 (Acuna et al., 2008; Assaf et al., 2014; Johnson et al.,
2011; Sudhakar et al., 2011)

PTP_6 (Ong et al., 2005; Sudhakar et al., 2011)
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PTP_ 7 (Sridhar et al., 2008; Sudhakar et al., 2011)
Individual IP_1 (Crliniara & Bentein, 2016; Pinter et al., 2017; Pinter
performance & Cisar, 2018)

IP_2 (Chiniara & Bentein, 2016)

IP_3 (Chviniara & Bentein, 2016; Pinter et al., 2017; Pinter

& Cisar, 2018)

IP_4 (Pinter et al., 2017; Pinter & Cisar, 2018)

IP_5 (Pinter et al., 2017; Pinter & Cisar, 2018)

IP_6 (Chiniara & Bentein, 2016; Pinter et al., 2017; Pinter

& Cisar, 2018)

3.5. Survey Instrument:

This study depended on a closed and structured questionnaire divided into
seven sections with 60 questions, as shown in Figure 3.5. The first section
concerned respondents’ demographic information includes gender, age,
academic degree, educational background, position, years of experience,
project size, and team size. This section allows the respondent to answer
the questions by choosing one of the suggested options. The other six
sections took the six variables presented in the model: relationship conflict,
task conflict, team emotional intelligence, individual emotional
intelligence, team performance, and individual performance. The six
sections allow the respondent to answer by choosing one choice from a
five-point Likert scale ( strongly agree, agree, neutral, disagree, strongly
disagree) to assess the variables. The respondent's answer depends on
taking a finished project that the respondent recently worked on it. The

questionnaire has designed after reviewing other surveys from the literature



54
related to the study topic, then displaying it on experts and taking feedback.

The final version of the questionnaire consists of the following:

I;rst Sectlfpz Secound Section: Thired Section:
emographic —> . . N e .
Information Relationship conflict Task conflict
|
\2
Fourth Section: Fifth Section: Sixth Section:
Team Emotional || Individual Emotional [—> Project team
Intelligence Intelligence Performance
|
\2
Seventh Section:
Individual
Performance

Figure 3.5: Questionnaire outline.

The first section is demographic information, consisting of eight questions
that aim to collect general information about software projects and
employees. The collected data includes gender, age, academic degree,
educational background, position, years of experience, projects, and team
size. The collected data consists of the software project's size and the
team's size responsible for this project. While the second section is
relationship conflict, which aims to measure the level of relations frictions
in the same team, this section consists of four items in the questionnaire.
The third section is task conflict, which aims to measure the level of

disagreements about the task done by someone in the team; this section
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consists of five items in the questionnaire. The fourth section is project
team emotional intelligence, which aims to measure the team's level of
emotional intelligence through the interaction between team members, the
communication between them, and how they deal with problems; this
section consists of four parts with four-item for each in the questionnaire.
Moreover, the fourth section is individual emotional intelligence, which
aims to measure the level of emotional intelligence for an individual on the
team by evaluating the person’s behaviors, how to deal with colleagues in
different situations, and with own feelings and tasks. This section consists
of four parts in the questionnaire, with three items for two and five items
for others. Besides, the fifth section is a project team performance, which
aims to measure the team's overall performance by assessing top
management support of this team, supporting creative ideas for others, and
trust between team members so that it has not been considered a
disintegrating team. So, this section consists of seven items in the
questionnaire. The final section is individual performance, which aims to
measure a certain individual's performance by evaluating the capability to
finish the work on time, quality of the work done, and sharing experiences
and helping others, which avoid selfishly monopolizing expertise and
experience. This section consists of six items in the questionnaire.
Furthermore, at the end of the questionnaire, space has left to provide us
with an email if the respondent wanted to obtain the study results. The final
revision of the questionnaire has prepared in English (see Appendix A). In

the next stage, the questionnaire was distributed online by organizations' e-
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mails. As an electronic questionnaire established by Google form, the
researcher attached an introductory letter to explain the research purpose
and not publish the respondents' information. The process of collecting the

data from the respondents spent one month.
3.6. The Population of the Study:

This study has conducted in the information technology sector in Palestine;
the population of the study is software project firms in the West Bank
licensed by the Palestinian central bureau of statistics (2017) as firms with
computer programming activities. There were about 957 employees
(N=957), where the unit of analysis in this study is the employees who

worked on the software project.
3.7. Sample Design and Size:

In this part, the research determines how many participants are really
required (and can feasibly obtain). This sample needs to represent the target
population that had planned to examine. Nowadays, researchers use various
software programs and websites to calculate the sample size, such as the

G*Power, survey system, and survey monkeys.

Firstly, this study used the published table by (Cohen, 1992) to determine
the minimum statistically appropriate sample size for Smart Pls in line with
the study model (see Appendix B). The maximum number of independent
variables in the model is seven, include one arrow on relationship conflict,
one on task conflict, two on team emotional intelligence, two on individual

emotional intelligence, and one on individual performance. These variables
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need at least 137 responses to achieve a statistical power of 80% for
detecting R2 values of at least 0.10 (with a 5% probability of error), as

shown in table.3.2.

Secondly, this study used Thompson's formula (2012) to ensure that the

study sample was representative of the study population, the statistical

approach.
N« P(1—-P)
n= dz
[(N —1) * (z_Z)] +P(1-P)
Where:

n=sample size.

N= population size (957 firms).

P= proportion of the property offers and neutral (50%).
d= error proportion (0.05).

z= confidence level at 95% (1.96).

The result from the Thompson equation shows that more than 274

responses need to complete the survey.

In this study, the random sampling method was ineffective in collecting
data from the study sample due to the inability to obtain all employees'
names or codes to give an identification number for each of them and then
choose the random sample through a tool such as excel. Therefore, this

study used the comprehensive census approach to overcome the random
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sample problem by corresponding with all firms within the software
industry via e-mail, which in turn distributed the online questionnaire to its
employees. Although the response rate through e-mail was low (Saleh &
Bista, 2017; Van Mol, 2017), it exceeded the minimum sample size and
thus was suitable for this study. Two hundred seventy-five (275)

questionnaires had obtained, and all of them are valid.
3.8. Data Collection:

This study used a combination of primary and secondary data sources used.
The primary data source was the questionnaire, where respondents were
restricted to answer options provided by the researcher. Otherwise, the

secondary data source was books, literature, brochures, and PIPA.
3.9. Internal Reliability and Validity of the Questionnaire:

There are two measures to evaluate the quality of the study result: internal

reliability and internal validity.

The reliability test is the first measure used to evaluate the quality of the
study. It relates to the extent of measurement provides a stable and
consistent result. This test is also concerned with repeatability, which
means that test is reliable if repeat measurement under constant conditions
will give the same result (Taherdoost, 2016). Where the internal validity
determines as the second measure used to evaluate the quality of the study
results (J. Hair et al., 2016), it refers to the explanation of how well the
collected data meet the actual area of investigation and to which extent

measure what intended to be measured (Taherdoost, 2016).
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3.9.1. The Results of the Pre-Test

The pre-test had determined as a significant point of the development of the
questionnaire. It aims to confirm that the target population understands the
researcher's questions and response options. The research recommended
that the default sample size in the pre-test of questionnaires be 30

respondents (Perneger et al., 2015).

This study's questionnaire was presented to academic experts to identify the
problems, such as incomprehensible words, unclear questions, etc. The
researcher took the experts' feedback regarding the questionnaire and made
adjustments based on their comments. After that, a pilot test conducted on a
sample of 30 employees working in the software industry in Palestine,
where the results showed that the Cronbach's alpha value for all contracts
was exceeding 0.85 (accepted value should be above 0.070) (J. Hair et al.,
2016) , which explains that the validity of the questionnaire was confirmed

and measured the proposed model.
3.9.2. Analysis of Survey Response

After completing the distributing of online questionnaires and collecting
data from Palestinian software industry employees. The final data set of
275 respondents, where the effective response rate was 28.7%, the
respondents' profile illustrated in Table 3.3., indicating their gender, age,
academic degree, educational background, and position. This study's
respondents include that 76% (n=209) of study respondents were males,

while 24% (n=66) were females; this indicates that the number of
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respondents males in this study almost three times the number of females.
In the term of age classification, the profile of the study respondents
divided the study sample into five categories according to their age, 29.5%
(n=81) are between 20 and 25 years old, 42.2% (n=116) are between 25
and 30 years old, 17.1% (n=47) are between 30 and 35 years old, 7.3%
(n=20) are between 35 and 40 years old, and 4% (n=11) are more than 40
years old. Most of the study respondents, about 71.7% (n=197), are
between 20 and 30 years old, which indicates the software and information
technology sector in Palestine was seriously concerned with recruiting
youth. Moreover, in terms of academic degree, the majority of the study
respondents, 88.7% (n= 244), hold a bachelor's degree, 10.9% (n=30) have
a master’s degree, and less than 0.4% (n=1) have a Ph.D. degree. In term of
educational background, it is evident that 47.6% (n=131) of respondents
have academic qualifications in computer engineering, 28% (n=77) have
academic qualifications in computer science, 13.8% (n=38) have academic
qualifications in software engineering, 5.5% (n=15) have academic
qualifications in the computer information system, and the other 5.1%
(n=14) distributed to different academic qualifications such as sound
engineering, industrial engineering, electrical engineering, mechatronics
engineering, telecommunications engineering, mechanical engineering,
business administration, management information system, web and
multimedia technology, architecture, and mathematics and teaching

methods.
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Furthermore, this study includes employees working in 33 various
positions and levels in software projects, where 4% (n=11) are engineering
project manager/ engineering manager, 12.4% (n=34) are technical/
engineering/ team lead, 23.3% (n=64) are senior software engineer, 13.7%
(n=37) are senior software developer, 16% (n=44) are junior software
engineer, 11.6% (n=32) are junior software developer, 5.1% (n=14) are
quality testing officer, 1.8% (n=5) and 1.8% (n=5) for each intern software
developer and software testing officer, and the final 10.3% (n=29) are
distributed between 24 others positions listed in Table 3.2. Out of 275
respondents, about 8.4% (n=23) of the respondents are fresh graduates,
26.9% (n=74) have one to less than three years of experience, a majority of
the study respondents, about 32% (n=88) have three to less than six years
of experience, 14.9% (n=41) have six to less than nine years of experience,

and 17.8 (n=49) have more than nine years of experience.

Table 3.2: Other positions held by study respondents.

# Positions # Positions # Positions
1. | Programmer 9. | Junior System 17. | RMA Service
Analyst Administrator Controller
2. | Web Developer 10. | Data Engineer 18. | Mid-Level Software
Engineer

3. | Data Science & Al | 11. | Project Manager Team | 19. | Design Verification

Engineer Lead Engineer

4. Middle Integration | 12. | Senior CRM 20. | DevOps Engineer
Development Specialist

5. Media Production | 13. | Quality Assurance 21. | It Consultant And

Engineer Systems Engineer
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6. Managing Director | 14. | UI/UX Designer 22. | Android Developer

7. | Principal Lead 15. | It Audit Associate 23. | Front End Engineer
Software Engineer Manager

8. | Senior Data Center | 16. | Full-Stack Developer

Admin

In terms of project size, it also evident that most of the respondents in this

study, about 48% and 43.3% (n=132, 119), answered the questionnaire

based on medium-sized and large-sized projects; in comparison, 8.7%

(n=24) answered the questionnaire based on small-sized projects. On the

other hand, most of the respondents in this study, about 52% (n=143),

worked with medium teams (five to ten) employees, while 30.5% (n=84)

worked with small teams (two to four), and 17.5% (n=48) worked with

large teams (11 to «).

Table 3.3: The profile of the study respondents.

Item Options N Percentage
(%)
Gender Male 209 76%
Female 66 24%
Total 275 100%
Age 20 to less than 25 81 29.5%
25 to less than 30 116 42.2%
30 to less than 35 47 17.1%
35 to less than 40 20 7.3%
More than 40 11 4%
Total 275 100%
Academic Bachelor's degree 244 88.7%
Degree
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Master’s degree 30 10.9%
Ph.D. degree 1 4%
Total 275 100%
Educational | Computer engineering 131 47.6%
Background Computer science 77 28%
Software engineering 38 13.8%
Computer information system 15 5.5%
Others 14 5.1%
Total 275 100%
Positions Engineering project | 11 4%
manager/engineering manager 34 12.4%
Technical/engineering/team lead 64 23.3%
Senior software engineer 37 13.7%
Senior software developer 44 16%
Junior software engineer 32 11.6%
Junior software developer 14 5 1%
Quiality testing officer 5 1.8%
Intern software developer 5 1.8%
Software testing officer 29 10.3%
Others positions 275 100%
Total
Years of Fresh graduate 23 8.4%
experience One to less than three 74 26.9%
Three to less than six 88 32%
Six to less than nine 41 14.9%
More than nine 49 17.8%
Total 275 100%
Project size | Small 24 8.7%
Medium 119 43.3%
Large 132 48%
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Total 275 100%
Team size Small 84 30.5%
Medium 143 52%
Large 48 17.5%
Total 275 100%

3.10. Methodology of Analysis:

The statistical technique of partial least squares (PLS) has extensively used
in the software development literature, for example, Ac¢ikgoz & Giinsel
(2016), Campanelli et al., (2018), Lee & Chen (2019), and Lee et al.
(2020). The study used Smart-PLS 3, version 3.3.2, using the PLS-SEM
equation as a statistical tool to analyze quantitative data generated by the
questionnaire as the primary method of data collection in the study and
explore the relationships between constructs in the model. Analyses
process using this tool include assessment of the measurement model that
competent for the outer model by using two methods of validity:
convergent and discriminant validity, and the assessment of the structural
model that competent for the inner model by using four types of tests: the
coefficient of determination (R?), the blindfolding and predictive relevance

(Q?) the path coefficient (B values), and the path significant (p-value).

Moreover, this study used smart-PLS because of its capability to analyze
up-normal distribution data, a sequence of relationships, complex models,
and more effective to analyze mediating variables and indirect relationships
so that it does not affect the estimation results (J. Hair et al., 2016; J. Hair,

Sarstedt, et al., 2019; J. C. Lee & Chen, 2019).
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3.11. Chapter Summary:

This chapter discussed the study's methodology and introduced the research
philosophy, approaches, constructs measurements, survey instrument, the
technique's validity, and study respondents profile. The chapter also
displayed a way of collecting quantitative data from the study sample and

showed the statistical techniques used for analyzing data.
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CHAPTER FOUR
RESEARCH RESULTS AND ANALYSES
4.1. Chapter Overview:

This chapter aims to show the results of data analysis generated from the
quantitative approach. The assessment of the study model by PLS-SEM
had presented by reporting the key findings from the evaluation of the

measurement model and the structural model.
4.2. Questionnaires Analysis

To validate our measures and test hypotheses, we used the quantitative data
collected from the questionnaire. We used smart-PLS for the analysis of the
questionnaire and the theoretical model, which consist of two main
methodological elements, (1) assessment of the measurement model (outer
model), and (2) assessment of structural model (inner model) (J. Hair et al.,

2016).

— Composite reliability

Average variance
extracted

— Convergent validity

— Indicator loadings

model

— Fornell and Larcker

— Discriminant Validity Cross loadings

Assessment of measurement

|| Heterotrait-Monotrait
(HTMT) ratio

Figure 4.1. Assessment of measurement model
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4.2.1. Assessment of Measurement Model

The systematic evaluation of the reflective measurement model can't be the
same as the formative measurement model. Implementing the reflective
measurement principle has two steps to empower the researcher to assess
the construct measures' validity and reliability. The first validity analysis is
convergent validity, which assigns the outer loading degree to measure the
same contract. The second validity analysis is discriminant validity, which
assigns the differentiation degree of contract items or measures if the
contracts vary from each other. Figure 4.1. shows the measurement model

tests.
4.2.1.1. Convergent Validity

Convergent validity has defined as the extent to which the measure
converges positively with alternative measures (indicators) of the same
variable (J. Hair, Risher, et al., 2019). Nonetheless, convergent validity has

been as a method for demonstrating construct validity (Blau, 2001).

According to (J. Hair, Black, et al., 2019), the assessment of convergent
validity in the reflective measurement model includes the conduction of
three tests, composite reliability (CR) that indicates the internal consistency
reliability, average variance extracted (AVE), and indicator loadings.
Where internal consistency reliability and convergent validity concepts
have a meaningful indication when used in the reflective model (J. F. Hair
et al., 2011). All mentioned measurements to assess convergent validity are

described as follows:
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4.2.1.1.1. Internal Consistency Reliability Test

Reliability and validity are the main characteristics of all research,
especially quantitative research, that persuasively used these two concepts
(Cypress, 2017). Reliability determines the constructs' consistency in the
model by testing the internal consistency reliability (J. Hair, Black, et al.,
2019). In Smart-PLS, two reliability coefficients measured internal
consistency reliability: Cronbach’s alpha and composite reliability (J. F.
Hair et al., 2017). The first method, Cronbach’s alpha, is the traditional
measure of internal consistency reliability (Kimberlin & Winterstein,
2008). Cronbach’s alpha defines as a function of the average inter-
correlations of indicator and the number of indicators in the construct (J.
Hair et al., 2016). Researchers have criticized Cronbach’s alpha due to
underestimating the construct's true reliability (Dijkstra & Henseler, 2015;
Peterson & Kim, 2013). While composite reliability is the other method of
the internal consistency reliability (Dijkstra & Henseler, 2015), this
measure is more adequate than Cronbach’s alpha because of some reasons;
composite reliability takes the indicators’ differential weights into
considerations, which in contrast to Cronbach’s alpha that gives equal
weights for the indicators (unweighted) (J. F. Hair et al., 2011), however,
composite reliability value are little greater than Cronbach’s alpha which
overestimates the reliability of the construct (Dijkstra & Henseler, 2015;

Peterson & Kim, 2013).

The recommended value of Cronbach’s alpha and composite reliability is

above 0.7 to less than 0.95 (J. Hair, Black, et al., 2019). As shown in Table
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4.1, the Cronbach’s alpha and composite reliability values for all constructs
exceeded the minimum level of accepted value 0.7. Hence, this indicates
that the results of the internal consistency of all constructs are confirmed.
The reliability of the constructs in the model is consistent since the value of
each construct is project team performance (0.756), (0835), individual
performance (0.843), (0.885), relationship conflict (0.830), (0.886), task
conflict (0.806), (0.842), team emotional intelligence (0.758), (0.832), and

Individual emotional intelligence (0.819), (0.868), respectively.

Table 4.1: Results of reliability and validity analysis.

R2 Cronbach’s | Composite | Average
alpha reliability | variance
extracted
(AVE)
Project team performance 0.512 | 0.756 0.835 0.506
Individual performance 0.298 | 0.843 0.885 0.565
Team emotional intelligence | 0.110 | 0.758 0.832 0.454
Individual emotional 0.031 | 0.819 0.868 0.523
intelligence
Relationship conflict 0.830 0.886 0.663
Task conflict 0.806 0.842 0.521
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4.2.1.1.2. Average Variance Extracted (AVE) Test

The average variance extracted is one of the convergent validity measures,
which refers to the average of the squared loadings of all indicators related
to the construct. AVE implies the construct's degree to explain its
indicators' variance (J. Hair, Black, et al., 2019). AVE's accepted value
should be 0.50 and higher, which means that the construct explains 50% of

this construct's indicators variance (J. F. Hair et al., 2011).

As shown in Table 4.1, the AVE for five out of six constructs exceeds the
minimum level of accepted value 0.5. Hence, this indicates that AVE
confirmed convergent validity for project team performance (0.506),
individual performance (0.565), Individual emotional intelligence (0.523),
relationship conflict (0.663), task conflict (0.521), and not confirms for
team emotional intelligence (0.454) because AVE value is below the

minimum value of an acceptable level.
4.2.1.1.3. Indicator Loadings Test

The indicator outer loading test is one of the convergent validity measures,
which refers to the correlations between each indicator and its construct (J.
Hair, Black, et al., 2019). The rule of thumb is that the indicator loading
should be above 0.708. Where outer loading that lies between 0.4 and 0.7
should be eliminated from the construct only if removal will increase
composite reliability or AVE to the accepted level. Also, all indicators
with outer loadings less than 0.4 should be eliminated from the construct

(J. Hair et al., 2016).
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Tabachnick and Fidell (2014) pointed that the indicator loadings exceed
0.71 classified as excellent indicators, which indicate that the contract of
these indicators explains 50% of its indicators variance, indicator loadings
exceed 0.63 classified as very good indicators, which indicate that the
contract of these indicators explains 40% of its indicators variance,
indicator loadings exceed 0.55 classified as good indicators which indicate
that the contract of these indicators explain 30% of its indicators variance,
also indicator loadings that exceed 0.45 classified as fair indicators which
indicate that the contract of these indicators explain 20% of its indicators
variance, and finally indicator loadings that exceed 0.32 classified as poor
indicators which indicate that the contract of these indicators explains 10%
of its indicators variance. This approach left the choice of the cutoff for
researcher preference. Table 4.2 shows the 32 indicators loadings for all
contracts in the model after go ahead with Hair et al., (2016) technique and

deletes all indicators with point estimation less than 0.4.

Table 4.2: Estimation of the outer model (i.e., Factor Loading)

Outer loadings

Questions Indicators | Point estimation | T-value
Team members support each othe_r for PTP 1 0.762 24.516
new ideas and new ways of working

There is a diversity of team member PTP 2 0.562 7002

competencies and characteristics

Top management support employees
to get the best performance, new ideas, | PTP_3 0.712 16.303
and new ways of working
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There is a mutual trust between team
members and with top management

PTP_4

0.794

34.932

There is effective communication
between team members

PTP_5

0.704

16.717

The team member does the work with
a high level of quality

IP 1

0.708

11.892

The team member has the ability to
solve problems fast

IP_2

0.788

25.438

The team member in your department
has a spirit of initiative (ex: Ask
what’s needed and where they can
help)

IP 3

0.742

20.105

The team member is accurate in
appointments and is keen to be
showing up and leave on time

IP_4

0.805

35.860

The team member tries to help others
to do their work properly

IP_5

0.587

11.088

The team member has the ability to
handle the limitations provided by the
time and resources available

IP_6

0.851

54.781

There is a lot of personal friction
among employees in my department

RC_1

0.856

34.703

There are a lot of personality conflicts/
clashes in my department

RC 2

0.814

20.775

There is a lot of tension/anger among
employees in my department

RC_3

0.677

11.824

There is a lot of emotional conflict
among department employees

RC 4

0.893

48.452

There are many disagreements/
conflict about how the work should be
done

TC 1

0.568

3.226
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There are frequently conflicts about

: TC 2 0.753 5.219
ideas among department employees -

There is much conflict about the work TC 3 0.743 4,888
that I do in my department -

There are a lot of differences of

opinions among department TC 4 0.613 3.542
employees

There are many disagreements about

the proposed solutions to the issueat | TC 5 0.889 4.459
hand

I resp_ect th_e opinion of team members, TEI 1 0.649 10.162
even if | think they are wrong. -

When deciding on a dispute, | try to

see all sides of a disagreement before | | TEI 2 0.701 14.616
conclude.

| give a falr hearing to fellow team TEI 3 0.755 94,785
members’ ideas. -

| am able to cheer _team members up TEI 4 0.642 10.570
when they are feeling down. -

| can get fellow team memb?rs to TEI 5 0.623 10.751
share my keenness for a project. -

I can provide the spar_k Fo get fellow TEl 6 0.664 13.723
team members enthusiastic -

| have a g(_)od understanding of my IEl 1 0.669 11.472
own emotions. -

I really understand what | feel. IEl 2 0.766 23.815
I hav? a good understanding of the El 3 0.671 10.978
emotions of the people around me. -

I am a good observer of others IEI 4 0.715 13.714

emotions.
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I would always encourage myself to IEl 5 0.701 10.240
try my best. -
I am a self-motivated person. IEI 6 0.806 28.003

4.2.1.2. Discriminant Validity

Discriminant validity is an accepted prerequisite for determining the
constructs' relationships (Jorg Henseler et al., 2015). It refers to the degree
that the construct is extremely different from others in the model, while the
construct is unique when it has high discriminant validity (J. Hair, Black, et
al., 2019). Literature determines various measures for discriminant validity
(J. Hair et al., 2016), such as the Fornell and Larcker criterion (Fornell &
Larcker, 1981; J. Hair et al., 2016; J. F. Hair et al., 2017), cross-loadings (J.
Hair et al., 2016), and the heterotrait-monotrait ratio of correlations
(HTMT) (J. Hair et al., 2016; Jorg Henseler et al., 2015). All mentioned
measurements to assess discriminant validity are used in this study and

described as follows:
4.2.1.2.1.Fornell and Larcker Criterion

Fornell and Larcker criterion (1981) is the most commonly used test for
evaluating discriminant validity (Ab Hamid et al., 2017; J. F. Hair et al.,
2017) that compares the square root of the average variance extracted with
the correlation of constructs in the model. Where the square root of AVE
for each construct should exceed the correlations with other constructs in
the model (Ab Hamid et al., 2017), which means that the construct should
explain more of the variance of its indicator than the variance of other

constructs (Hilkenmeier et al., 2020).
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As shown in Table 4.3, the Fornell and Larcker test results indicate that the

model constructs' discriminant validity is confirmed.

Table 4.3: Discriminant validity check Using Latent Variables

Correlations

IEI IP PTP RC TC TEI

Individual El 0.723

Individual Performance 0.423 0.752

Eggf‘s:n-;iir: 0429 | 0670 | 0.711

Relationship Conflict 0136 | -0.439 | -0.380 | 0.814

Task Conflict 0175 | -0.322| -0.289 | 0596 | 0.722

Team El 0492 | 0508| 0546 | -0.332 | -0.292 | 0.674

4.2.1.2.2.Cross Loadings of Indicators

The second method for evaluating discriminant validity is indicators cross-
loadings. It implies that the indicators loading on the associated construct
should exceed its cross-loadings on other constructs in the model (J. Hair et
al., 2016), which means that the correlation between indicators and its
associated construct should be higher than its correlations with others in the

model.

As shown in Table 4.4, the results indicate that cross loading values for all
indicators on their associated construct greater than its correlations with
others in the model mean that each construct's discriminant validity is

acceptable.
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Table 4.4: Discriminant validity - Cross Loading.

IEI IP PTP RC TC TEI

IEl 1 0.669 0.301 0.256 -0.100 |-0.172 | 0.331
3
S

% IEl 2 0.766 0.324 0.379 -0.169 | -0.154 | 0.416
£

Tgu IEI_3 0.671 0.256 0.295 -0.036 | -0.100 | 0.319

ul IEIl 4 0.715 0.290 0.311 -0.099 | -0.099 | 0.295
S
g

% IEl 5 0.701 0.237 0.212 -0.019 | -0.052 | 0.258
c

IEI_6 0.806 0.390 0.366 -0.124 | -0.152 | 0.461

IP_1 0.274 0.708 0.503 -0.337 | -0.228 | 0.327

§ IP 2 0.290 0.788 0.523 -0.353 | -0.276 | 0.387
(1]
S
S

‘E IP_3 0.290 0.742 0.475 -0.240 |-0.189 | 0.291
(al
E

,'g IP_4 0.365 0.805 0.530 -0.338 | -0.179 | 0.401
=
=

IP_5 0.262 0.587 0.335 -0.224 | -0.259 | 0.347

IP_6 0.401 0.851 0.612 -0.442 | -0.318 | 0.508

£ g PTP_1 0.277 0.574 0.762 -0.293 | -0.192 | 0.438

ng PTP_2 0.355 0.318 0.562 -0.164 | -0.112 | 0.351
° s
o o

PTP_3 0.253 0.406 0.712 -0.311 | -0.248 | 0.287
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PTP.4 [0380 |0611 |0.794 |-0.368 |-0.287 |0.477
PTP.5 |0.258 [0386 [0704 |[-0.169 |-0.158 |0.345
s |RC1 |-0074 |-0396 |-0311 |0.856 |0.493 |-0.294
5
© |RCc2 |-0146 |-0351 |-0291 |0814 |0515 |-0.226
2
5
€ |RC3 |-0012 |-0.264 |-0208 [0.677 |0331 |-0.182
&
RC_4 |-0177 |-0.395 |-0.390 |0.893 |0565 |-0.340
TC_1  |-0.025 |-0160 |-0.132 |0.413 |0.568 | -0.095
s |TC2 |-008 [-0.298 |-0190 |0.493 |0.753 |-0.221
=
(@}
© |Tc3 |-0085 |-0314 [-0.263 |0462 [0.743 |-0.222
@
|_
TC 4 |-0054 |-0128 |-0.140 |0.368 |0.613 |-0.072
TC5 [-0213 |-0253 |-0261 |0.494 |0.889 |-0.293
TEI1 [0316 |0340 |0354 |[-0.234 |-0.209 |0.649
8
& |TElL2 |0302 |0339 [0358 |[-0.232 |-0.181 [0.701
T
c
= |TEL3 0407 |0374 |0467 |-0.128 |-0.199 |0.755
S
UEJ TEI4 [0350 [0.292 |0.302 |[-0255 |-0.197 |0.642
g
€ |TEL5 [0307 |0368 |0415 |-0.241 |-0.191|0.623
TEL6 [0301 |0330 |0280 |[-0.266 |-0.206 |0.664
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4.2.1.2.3. Heterotrait-Monotrait (HTMT) Ratio of Correlation

The heterotrait-monotrait ratio (Jorg Henseler et al., 2015) is a new method
for evaluating discriminant validity. Besides, the HTMT measure can
obtain higher specificity and sensitivity rates (97% to 99%) while cross-
loadings criterion measure (0.00%) and Fornell-Lacker measure (20.82%)
(Ab Hamid et al., 2017). It is defined the average value of the indicator
correlations across constructs comparative to the average correlations for
the indicators within the same construct (i.e., the heterotrait-heteromethod
correlations relative to the monotrait-heteromethod correlations) (J. Hair,
Risher, et al., 2019). The accepted value of HTMT should be less than 0.85
(Kline, 2011) or less than 0.90 (Ab Hamid et al., 2017). If the value
exceeds this threshold, this will indicate a lack of discriminant validity.
Table 4.5 shows all HTMT values greater than 0 and less than (0.85 and

0.90). Hence, this indicates that there is discriminant validity.

Table 4.5: Heterotrait-Monotrait Ratio of Correlations (HTMT)

IEI IP PTP RC TC TEI
Individual El
Individual Performance 0.495
Relationship Conflict 0.174 | 0.507 | 0.449
Task Conflict 0.150 | 0.377| 0.331| 0.718
Team EI 0.606 | 0.627 | 0.696 | 0.409 | 0.308
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After explaining all results of evaluating the measurement model, Figure

4.2 shows the conducted research model.

TEL1 TEL2 TEL3 TEL4 TELS TEL6
x r
0649 0701 0755 0842 5653 1 eey

PTP_T

RC_1 " T~
- -0.332 0.241
0.856 PTP_2
REZ 4014 _— TEI
0677 — PTP_3
NS 0g3”
'S PTP 4
RC_4
- RC 0.396
PTP.5
IP_1
— 0.097 .
s
'\ 0.708 |P_2
TC2 0.568 o
N 0.788
Tc3 40743 o742y IP3
kD‘E’B; T t:.:)_zfr"'f—_+ \%i%iﬂ P4
T4 | 0889 T — e
=y TC Ip 081 0 Ips
5 // ) \\ -
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Figure 4.2. PLS path modeling estimation of the research model.
4.2.2. Assessment of Structural Models

After we have ensured the reliability and validity of the measurement
model, we move to the next step: assessing the structural model. This step
includes testing the model’s predictive capabilities and the relationships
between the model's constructs (J. Hair et al.,, 2016). Meanwhile, to
evaluate the structural model, four tests are conducted in this study,
including the coefficient of determination (R?), the blindfolding and
predictive relevance (Q?), the path coefficient (B values), and the path

significance (p-value).



80

4.2.2.1. Coefficient of Determination (R? Value)

The coefficient of determination or the multiple correlation coefficient (R?)
(Nagelkerke, 1991), is a widely used measure to assess the structural
model. The coefficient of determination refers to the variance in the
endogenous construct (actual) explained by the predictor constructs. It is
used to predict the accuracy of the model. The accepted value of the
coefficient of determination ranges from zero to one, where the higher
levels of Coefficient R 2 indicate higher levels of predictive accuracy (J.
Hair et al., 2016). Some researchers classify the accepted value of
coefficient R? as substantial (0.67), moderate (0.33), and weak (0.19) (Jorg
Henseler et al., 2009). And some latest research used similar classification
with different coefficient R? values for each as high (0.75), moderate

(0.50), and weak (0.25) (J. Hair, Black, et al., 2019; J. F. Hair et al., 2011).

Table 4.1 and Figure 4.2 implies the medium coefficient of determination
R2 equal to (0.512) on project team performance, which means that 51.2%
of the variance in the project team performance can be explained by
predictor constructs in the model (relationship conflict, task conflict, team
emotional intelligence, individual emotional intelligence, and individual
performance), that determined as a significant degree of explained variance
of project team performance by latent constructs, (0.298) on Individual
performance, which means that 29.8% of the variance in the Individual
performance can be explained by (relationship conflict, task conflict, team
emotional intelligence, and individual emotional intelligence), also (0.110)
on team emotional intelligence, which means that 11% of the variance in
team emotional intelligence can be explained by relationship conflict, and

finally (0.031) on Individual emotional intelligence, which means that 3%
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of the variance in Individual emotional intelligence can be explained by

task conflict.
4.2.2.2. Blindfolding and Predictive Relevance (Q?)

Additionally, to assess the magnitude of the R 2 values as a measure of
predictive accuracy, researchers should also examine Stone-Geisser (Q?)
value. This measure is based on the blindfolding criteria that eliminate
single points in the data matrix, imputes the eliminated points with the
mean, and estimates the model parameters (Rigdon, 2014). The accepted
value of Q2 should exceed zero to indicate that the endogenous construct
has predictive accuracy of the structural model for that construct (J. Hair,

Risher, et al., 2019).

As shown in Table 4.6, the construct cross-validated redundancy value Q2
for individual emotional intelligence (0.013), individual performance
(0.160), project team performance (0.244), and team emotional intelligence
(0.046) exceeds zero. Hence, this indicates that the model has sufficient

predictive quality.

Table 4.6: Redundancy (Q? value)

SSO SSE Q2 (=1-
SSE/SSO)
Individual EI 1650.000 1628.857 0.013
Individual Performance 1650.000 1386.522 0.160
Project Team Performance | 1375.000 1038.910 0.244
Relationship Conflict 1100.000 1100.000
Task Conflict 1375.000 1375.000
Team EI 1650.000 1573.845 0.046
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4.2.2.3. Path Coefficients - Hypotheses Test (§ values) and Statistical

Significance (t-values)

The final step of evaluating the structural model was to test the hypotheses
relationships between constructs using the path coefficient test (p value).
Notably, the path coefficient values should be ranging from -1 to +1. The
value near +1 indicates a strong positive relationship where the value near -
1 indicates a strong negative relationship, and the value zero or near zero
indicates a not significant relationship (J. Hair et al., 2016). Also, the t-

value should exceed 1.96 (J. Hair et al., 2016).

After bootstrapping in smart-PLS, the outcome of hypotheses testing
(Direct effect) appeared, the result presented in Table 4.7. and Figure 4.3.
The table shows the beta value, the standard error, t value, and P-value.

Table 4.9, note that there is a highly significant relationship between team

emotional intelligence and performance in team level (p = 0.241, t-value

4.289, and P-value = 0.000), and individual level (B = 0.396, t-value

6.289, and P-value = 0.000), hence supporting H3.a and H3.b, respectively.
Also, there is a highly significant relationship between emotional
intelligence and performance in individual level (B = 0.228, t-value =
3.493, and P-value = 0.001), where the cross-levels relationship between
individual emotional intelligence and project team performance is not
significant (B = 0.097, t-value = 1.697, and P-value = 0.090), hence
supporting H4.a and not supporting H4.b. And finally, the result from

Table 4.9 shows that there is a highly significant cross-levels relationship
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between individual performance and team performance (f = 0.507, t-value

= 8.439, and P-value = 0.000), hence supporting H5.

Table 4.7: Path coefficient results

(B) value |[Sample |Standard |T P Values |Conclusion
Mean Error Statistics
(M)

H1l: RC => |-0.080 -0.083 |0.024 3.300 0.001 Supported
TEI =>PTP
H2.a:TC => |-0.040 -0.045 10.023 1.723 0.085 Not
IEI =>IP Supported
H2.b: TC -0.017 -0.019 |0.015 1.150 0.251 Not
=> |El => Supported
PTP
H3.a: TElI |0.241 0.245 0.056 4.289 0.000 Supported
=>PTP
H3.b: TElI |0.396 0.404 0.063 6.289 0.000 Supported
=>IP
H4.a: IEI 0.228 0.225 0.065 3.493 0.001 Supported
=>IP
H4.b: IEI 0.097 0.095 0.057 1.697 0.090 Not
=>PTP Supported
H5: IP=> |0.507 0.505 0.060 8.439 0.000 Supported
PTP

As for the indirect effect, the result has shown in Table 4.9. and Figure 4.3
indicates a highly significant indirect effect between relationship conflict
and performance at the team level, considering team emotional intelligence
as a mediator on this relation (f = -0.147, t-value = 4.128, and P-value =

0.000), hence supporting H1. The results also show that there is no
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significant impact between task conflict and performance in individual

level (B = -0.040, t-value = 1.723, and P-value = 0

.085), where the cross-

levels relationship between task conflict and project team performance also

has no significant impact (p = 0.037, t-value = 1.647, and P-value = 0.100)

, hence not supporting H2.a and H2.b.
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Figure 4.3. Model fit estimation using the bootstrapping procedure.

4.3. Chapter Summary:

This chapter has documented the study results,

analyses and assessing the validity and reliability

including quantitative

of the collected data.

Meanwhile, this chapter presents the PLS analysis of the measurement

model and the structural model.
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CHAPTER FIVE
DISCUSSION AND CONCLUSIONS
5.1. Chapter Overview:

This chapter presents a discussion of the main results and findings of the
study. The chapter also highlights the contributions, managerial

implications, limitations and offers suggestions for future research.
5.2. Discussion and Conclusions:

This research assesses the effect of conflict type, especially relationship
conflict and task conflict, on performance at team and individual levels. It
also evaluates the mediating role of emotional intelligence on conflict and
performance relationships. Besides, the study assesses the impact of
emotional intelligence on performance. Finally, the study examines the
effect of individual performance on team performance in terms of the

software industry in Palestine.

In answering the first RQ and achieving the first objective, the results of
data analyses indicate that relationship conflict has a statistically negative
relationship with project team performance in software projects in
Palestine. This result is in line with previous studies from different
industries, e.g. (Klotz et al., 2014; Rezvani et al., 2019; Zhang & Huo,
2015), and (Wickramasinghe & Nandula, 2015) in the context of the
software industry. This means that Palestinian software firms still didn’t
consider the negative side of conflict when taking a look at their project

team performance, where the existence of a major conflict in the
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relationships in software projects can consider an actual reason for the
decline in the performance of the software teams, because the relationship
conflict increases the tension and stress on employees, in addition to the
epidemiological conditions that constitute pressure that can't be ignored in
this time. In contrast with most research studies, the results show that task
conflict does not have a statistically significant relationship with
performance on the two levels. This result indicates that the differences
between employees in a project environment, such as how they accomplish
work, their ideas and opinions, troubleshooting, and dealing with gaps that
appear during work, not have a significant effect on the performance of the
project teams in terms of creative ideas support, effective communication,
and trust and bonding within the group. As for individuals working in
teams separately, despite task conflict, their impact on the quality of their

work, and the ability to think about problems they face have not touched.

In answering the second RQ and achieving the second objective, the
finding evidenced that team emotional intelligence has a statistically
positive relationship with team performance in terms of software projects
in Palestine, where a team with high emotional intelligence can effectively
able to manage their emotions and utilize them optimally, and deal with the
conflict between team members that enhances performance for the project
team, which is in line with previous studies (Magbool et al., 2017; Rezvani
et al., 2018), also the finding evidenced that there is a statistically positive
relationship between team emotional intelligence and performance on the

individual level, which is in line with Rezvani et al. (2018). This result is
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because the team members worked like one body to achieve one common
goal away from selfishness and love of monopolizing knowledge, lack of
help, and sharing experience, and brightness at the expense of
extinguishing others. Also, emotionally intelligent teams, in addition to
mental intelligence, can overcome the obstacles they face in the project
environment, with people, or in the developing process. The finding also
shows that individual emotional intelligence has a statistically positive
relationship with individual performance in terms of software projects in
Palestine, consistent with Joseph & Newman (2010) and Roman-calderdn
et al. (2020). The high ability of an individual to understand and realize his
feelings enhances the ability to control and adapt these feelings to complete
the work properly and advance him on the career ladder. Meanwhile, the
finding evidenced that the Dblack side of the individual emotional
intelligence (the negative side which may lead to bad consequences) has
not a significant relationship with project team performance, where
negative emotions, trying to bully, annoying colleagues, and evading tasks
by relying on others to accomplish. Similar behaviors do not significantly
appear in the software projects environment and thus do not show a
significant impact on the performance of the team, and this indicates the
team leader's ability to control the emotions of the team members and

effectively employ them to achieve the goals of the project and the firm.

In answering the third RQ and achieving the third objective, the finding
indicates that team emotional intelligence mediates the relationship

between relationship conflict and performance, enhancing the link between
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relationship conflict and performance at the team level. Where the finding
also shows that the individual emotional intelligence not assigned as a
mediator in task conflict and performance on the individual level and team
level, which means that the negative impact of task conflict in the software
industry cannot be controlled and improved through the level of emotional

intelligence that employees have in the work environment.

Finally, In answering the fourth RQ and achieving the fourth objective, the
finding evidenced that individual performance has a statistically positive
relationship with project team performance in terms of software projects in
Palestine, which is consistent with Thomas et al. (2018), and Enrique &
Del (2019) studies that conducted in football teams, where such studies in
industry, manufacturing, production, telecommunication, IT, healthcare,
and other sectors still does not take aware of the importance of study this
relation. This means that the team member's high performance and the high
ability to accomplish the tasks assigned on time, and with the required
quality, will lead to got project outcomes in the required time and quality,
without incurring additional costs resulting from loss of time or bad
quality. It will also increase the life of the provided service and will not
incur high periodic maintenance costs for the firm. Additionally, this will

lead to customer satisfaction and not looking for an alternative.
5.3. Managerial Implications:

Relying on the study results showed the importance of emotional

intelligence in the team and emotional intelligence as a skill that can be
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acquired. We recommend senior management to adopt awareness sessions
about the importance of emotional awareness and optimally exploiting
them. This would increase employees' loyalty due to the interest of senior
management in mutual feelings In the work environment, which may be
marginalized or forgotten in many firms. Besides, it changes the employee
perception of the employer-employee relationship, which may become
more friendly, contributing to a healthy and comfortable environment more
suitable for work and production. This benefit is not limited to a specific
category in the firm. It extends to project managers and team leaders. The
more they can control how they feel about the team members' performance,
the more they lead to enhance their ability to a direct and professional
direction without causing negative vibes. The acquired intelligence will
also enable team members to leave their personal and family problems and
disputes when they enter the workplace. To achieve this, these sessions
may include training in avoidance strategies (such as use the count to 10
technique before replying), self-confidence, focus techniques, meditation,
and relaxation. Also, the use of motivation techniques, complementing the
special people of the week, congratulating an employee on their birthdays,

and the role of material rewards from time to time cannot be ignored.
5.4. Contributions:

The current thesis contributes to the body of knowledge by responding to
the lack of research that studies the dark side of emotional intelligence.
This study focuses on this gap, especially in a multilevel manner, in the

software industry in Palestine as one of the developing countries. Also, as
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far as the researcher's knowledge goes, very few studies consider emotional
intelligence a mediator of performance relations. This study evaluated this
topic on two levels in firms. In addition to that, this study investigated this
cross-level relationship because of the lack of studies on individual

performance and team performance relationship.
5.5. Research Limitations:

This thesis has faced some limitations. The first and foremost limitation is
conducting the study in light of the Covid-19 crisis that slowed down the
work due to the preoccupation of business owners and human resources
managers in converting their work into remote work, leading to delay in
helping and responding to some of our questions. Whereas this study took
an indirect path to communicate with employees working in the software
industry through e-mailing the human resource department or general
manager, it took more time and effort. The second limitation is the lack of
human resource awareness in some firms of the importance of such studies
that focus on the gaps between employees and teams in the firm to reduce

them, which may be reflected in the firm's overall performance.
5.6. Future Research:

This thesis provides opportunities for future studies to considered by other

researchers such as:

1) Future research might focus on the dark side of emotional

intelligence in the software industry and other industries or cultures.



91
2) More studies should be done about the top management level
performance so that it is not limited to individuals and teams' level.
3) Future studies should focus on the performance relationships, as
individuals with team performance, and consider a mediating role of
different variables such as emotional intelligence, job stress, job
satisfaction.

4) Considering the value from conducting these types of research from
a firm perceptive, since the employees are the most valuable assets a

firm has.
5.7. Chapter Summary:

This chapter summarized the conclusions presented in this study. It has also
offered recommendations to the managers in the Information technology
sector, particularly the software industry, to show the importance of
considering their emotions and being intelligent in dealing with them to get
the best from their teams and improve performance. Also, each individual
should take care of his feeling and manage them intelligently, even the

chapter presents limitations, and finally, future research opportunities.



92

REFERENCES

— Ab Hamid, M. R., Sami, W., & Mohmad Sidek, M. H. (2017).
Discriminant validity assessment: Use of Fornell & Larcker criterion
versus HTMT criterion. Journal of Physics: Conference Series,
890(1). https://doi.org/10.1088/1742-6596/890/1/012163

— Abu-Alhaija, A. S. (2019). Quantitative research or qualitative
research: From epistemology to structural equation modeling: An
essential guide in understanding the principles of research philosophy
in selecting the appropriate methodology. Australian Journal of Basic

and Applied Sciences, 13(September), 122-128.

https://doi.org/10.22587/ajbas.2019.13.9.12

— Acikgdz, A., & Ginsel, A. (2016). Individual creativity and team
climate in software development projects: The mediating role of team
decision processes. Creativity and Innovation Management, 25(4),
445-463. https://doi.org/10.1111/caim.12173

— Acufia, S. T., Gomez, M., & Juristo, N. (2008). Towards understanding
the relationship between team climate and software quality-a quasi-
experimental study. Empirical Software Engineering, 13(4), 401-434.
https://doi.org/10.1007/s10664-008-9074-8

— Adler, S., Campion, M., Colquitt, A., Grubb, A., Murphy, K., &
Ollander-krane, R. (2016). Getting rid of performance ratings: Genius
or folly? A Debate. Industrial and Organizational Psychology,

9(June), 219-252. https://doi.org/10.1017/i0p.2015.106



93

— Ahmad, I. (2017). The role of emotional intelligence in hospital
administration: A case study from Pakistan. Cross-Cultural
Management Journal, 1, 39-46.

— Akbar, M. A. (2019). Student research abstract: SRCMIMM:
Managing requirements change activities in global software
development. Proceedings of the ACM Symposium on Applied
Computing, Part F1477, 1633-1636.
https://doi.org/10.1145/3297280.3297656

— Al-Elaimat, A., Adheisat, M., & Alomyan, H. (2020). The relationship
between parenting styles and emotional intelligence of kindergarten
children. Early Child Development and Care, 190(4), 478-488.
https://doi.org/10.1080/03004430.2018.1479403

— Al-heyasi, A. (2018). Individuals performance measurement in agile
software development. European Journal of Social Sciences, 6(1), 1-6.
https://doi.org/10.15604/ejss.2018.06.01.001

— Al-Tarawneh, H., & Battah, A. (2018). Emotional intelligence and its
relationship with administrative creativity among School principals in
Karak. Modern Applied Science, 12(10), 208.
https://doi.org/10.5539/mas.v12n10p208

— Aqgad, N., Obeidat, B., Tarhini, A., & Masa’Deh, R. (2019). The
relationship among emotional intelligence, conflict management styles,
and job performance in Jordanian banks. International Journal of
Human Resources Development and Management, 19(3), 225-265.

https://doi.org/10.1504/1JHRDM.2019.100636



94

— Assaf, S., Hassanain, M. A., & Mughal, H. (2014). Effectiveness of
project teams and their impact on the performance of Saudi
construction projects. Research Journal of Applied Sciences,
Engineering, and Technology, 7(24), 5148-5156.
https://doi.org/10.19026/rjaset.7.911

— Assalahi, H. (2015). The philosophical foundations of educational
research: A beginner’s guide. American Journal of Educational
Research, 3(3), 312-317. https://doi.org/10.12691/education-3-3-10

— Aziz, A., Ahmed, F., Aziz, M. F., Fayyaz, M., Abid, N., & Islamabad, T.
(2019). Impact of emotional intelligence on individual and project
team performance in information technology projects under the
moderating role of task interdependence. Journal of Security Studies
and Global Politics, 4, 1-9.

— Barczak, G., Lassk, F., & Mulki, J. (2010). Antecedents of team
creativity: An examination of team emotional intelligence, team trust
and collaborative culture. Creativity and Innovation Management,
19(4), 332-345. https://doi.org/10.1111/j.1467-8691.2010.00574.x

— Barki, H., & Hartwick, J. (2006). Conceptualizing the construct of
interpersonal conflict. The International Journal of Conflict
Management, 15(3), 216-244.

— Basu, A., & Mermillod, M. (2011). Emotional intelligence and social-
emotional learning: An overview. Psychology Research, 1(3), 182-
185.

— Batool, N. (2020). The Role of Emotional Intelligence in Agile Team



95
Composition as Mediator in Software Project Success with
Transformational Leadership as Moderator. Capital University of
Science and Technology, Islamabad.

Behfar, K. J., Peterson, R. S., Mannix, E. A., & Trochim, W. M. K.
(2008). The critical role of conflict resolution in teams: A close look at
the links Between conflict type, conflict management strategies, and
team outcomes. Journal of Applied Psychology, 93(1), 170-188.
https://doi.org/10.1037/0021-9010.93.1.170

Bergey, P. K. (2012). Editorial: Team formation and performance.
IEEE Engineering Management Review, 40(1), 2.
https://doi.org/10.1109/EMR.2011.2182078

Bhoir, B. M., & Suri, S. (2019). Impact of emotional intelligence on
performance of employees at manufacturing organizations.
International Journal of Recent Technology and Engineering, 8(3),
570-572. https://doi.org/10.35940/ijrte.B1901.098319

Blau, G. (2001). On assessing the construct validity of two
multidimensional  constructs  occupational commitment and
occupational entrenchment. Human Resource Management Review,
11, 279-298.

Bonner, B. L., Baumann, M. R., & Netchaeva, E. (2016). Adapting to
fill the void: Dynamic group coordination as a function of differing
domain roles and instrumentality. European Journal of Social

Psychology, 46, 63-76.

— Boone, S., Andries, P., & Clarysse, B. (2019). Does team



96
entrepreneurial passion matter for relationship conflict and team
performance ? On the importance of fit between passion focus and
venture development stage. Journal of Business Venturing, February,
20. https://doi.org/10.1016/j.jbusvent.2019.105984

Brackett, M. A., & Mayer, J. D. (2003). Convergent, discriminant, and
incremental validity of competing measures of emotional intelligence.
Society for Personality and Social Psychology, 29, 1147-1158.
https://doi.org/10.1177/0146167203254596

Bradley, B. H., Klotz, A. C., Postlethwaite, B. E., & Brown, K. G.
(2013). Ready to rumble : How team personality composition and task
conflict interact to improve performance. Journal of Applied
Psychology, 98(2), 385-392. https://doi.org/10.1037/a0029845

Butt, S. S., Nisar, Q. A., Nadeem, S., & Baig, F. (2017). Longitudinal
study to examine the influence of emotional intelligence on
organizational citizenship behavior : Mediating role of political skills.
WALIA Journal, 33(1), 54-63.

Callea, A., De Rosa, D. D., Ferri, G., Lipari, F., & Costanzi, M. (2019).
Are more intelligent people happier? Emotional intelligence as
mediator between need for relatedness, happiness and flourishing.
Sustainability (Switzerland), 11(4), 1-12.
https://doi.org/10.3390/su11041022

Cambria, E., Livingstone, A., & Hussain, A. (2012). The hourglass of
emotions. Springer, 7403 LNCS, 144-157. https://doi.org/10.1007/978-
3-642-34584-5 11



97

— Campanelli, A. S., Camilo, R. D., & Parreiras, F. S. (2018). The impact
of tailoring criteria on agile practices adoption: A survey with novice
agile practitioners in Brazil. Journal of Systems and Software, 137,
366-379. https://doi.org/10.1016/j.jss.2017.12.012

— Carboni, 1., & Ehrlich, K. (2013). The effect of relational and team
characteristics on individual performance: A social network
perspective. Human Resource Management, 52(4), 511-535.
https://doi.org/10.1002/hrm

— Carnevale, P., & Probst, T. M. (1998). Social values and social conflict
In creative problem solving and categorization- culture values in
intergroup and single-group social dilemmas. Journal of Personality
and Social Psychology, 77(3), 171-191. https://doi.org/10.1037//0022-
3514.74.5.1300

— Celik, K. (2013). The effect of role ambiguity and role conflict on
performance of vice principals: The mediating role of burnout.
Eurasian Journal of Educational Research, 51, 195-214.

— Charbonnier-Voirin, A., & Roussel, P. (2012). Adaptive performance: A
new scale to measure individual performance in organizations.
Canadian Journal of Administrative Sciences, 29(3), 280-293.
https://doi.org/10.1002/CJAS.232

— Chen, H. L., & Lin, Y. L. (2018). Goal orientations, leader-leader
exchange, trust, and the outcomes of project performance.
International Journal of Project Management, 36(5), 716-729.
https://doi.org/10.1016/j.ijproman.2018.03.009



98

— Cherniss, C., & Goleman, D. (2001). The Emotionally Intelligent
Workplace. Wiley company.

— Chiniara, M., & Bentein, K. (2016). Linking servant leadership to
individual performance: Differentiating the mediating role of
autonomy, competence and relatedness need satisfaction. Leadership
Quarterly, 27(1), 124-141. https://doi.org/10.1016/j.leaqua.2015.08.004

— Chittithaworn, C., Islam, A., Keawchana, T., & Yusuf, D. H. M. (2011).
Factors affecting business success of small & medium enterprises
(SMEs) in Thailand. Asian Social Science, 7(5), 180-190.
https://doi.org/10.5539/ass.v7n5p180

— Choi, S. Y., Lee, H., & Yoo, Y. (2010). The impact of information
technology and transactive memory systems on knowledge sharing,
application, and team performance: A field study. Quarterly and
Technology, 34(4), 855-870.

— CML. (2009). Developing Performance Management Strategies.

— Cohen, J. (1992). A power primer. Quantitative Methods in
Psychology, 112(1), 155-159.

— Colomo-palacios, R., Casado-lumbreras, C., Soto-acosta, P., & Garcia-
Crespo, A. (2011). Using the affect grid to measure emotions in
software requirements engineering. Journal of Universal Computer
Science, 17(9), 1281-1298.

— Crawford, B., Soto, R., Le, C., Crawford, K., & Olgu, E. (2014). Agile
software teams can use conflict to create a better products. Springer

International Publishing Switzerland, 24-29.



99
— Creswell, J. W., & Creswell, J. D. (2018). Research Design:
Qualitative, Quantitative, and Mixed Methods Approaches-5th ed.

— Cypress, B. S. (2017). Rigor or reliability and validity in qualitative
research:  Perspectives, strategies, reconceptualization, and
recommendations. Dimensions of Critical Care Nursing, 36(August),
253-263. https://doi.org/10.1097/DCC.0000000000000253

— De Clercq, D., Rahman, Z. M., & Belausteguigoitia, I. (2015). Task
conflict and employee creativity: The critical roles of learning
orientation and goal congruence. Human Resource Management.
https://doi.org/10.1002/hrm

— De Dreu, C. K. W., & Weingart, L. R. (2003). Task versus relationship
conflict, team performance, and team member satisfaction: A meta-
analysis. Journal of Applied Psychology, 88(4), 741-749.
https://doi.org/10.1037/0021-9010.88.4.741

— De Wit, F. R. C., Greer, L. L., & Jehn, K. A. (2012). The paradox of
intragroup conflict: A meta-analysis. Journal of Applied Psychology,
97(2), 360—-390. https://doi.org/10.1037/a0024844

— Dhingra, R., & Punia, B. K. (2016). Relational analysis of emotional
intelligence and change management: A suggestive model for
enriching change management skills. Sage, 20, 312-322.
https://doi.org/10.1177/0972262916668726

— Dijkstra, T. K., & Henseler, J. (2015). Consistent partial least squares
path modelingl. In MIS Quarterly: Management Information Systems

(Vol. 39, Issue 2).



100
— Dingseyr, T., Fegri, T. E., Tore Dyba, B. H., & Lindsjgrn, Y. (2016).
Team performance in software development. IEEE Software, 106-110.

— Dionne, S. D., Yammarino, F. J., Atwater, L. E., & Spangler, W. D.
(2004). Transformational leadership and team performance. Journal
of Organizational Change Management, 17(2), 177-193.
https://doi.org/10.1108/09534810410530601

— Druskat, V. U., & Wolff, S. B. (2001). Building the emotional
intelligence of groups. Harvard Business Review, 79(3).

— Dunaway, M. M. (2013). Is learning: The impact of gender and team
emotional intelligence. Journal of Information Systems Education,
24(3), 189-201.

— Edison, H., Wang, X., & Abrahamsson, P. (2015). Lean startup: Why
large software companies should care. ACM International
Conference Proceeding Series, 25-29-May-.
https://doi.org/10.1145/2764979.2764981

— Ehrlich, K., & Cataldo, M. (2012). All-for-one and one-for-all ? A
multi-level analysis of communication networks and individual
performance in geographically distributed software development.
CSCW ’12 Computer Supported Cooperative Work, Seattle, WA,
USA, 945-954.

— Ekman, P. (1971). Universals and cultural differences in facial
expressions of emotion. Nebraska Symposium on Motivation, 19,
207-282.

— Ekstrom, D., Rempling, R., & Plos, M. (2019). Integrated project team



101
performance in early design stages—performance indicators
influencing effectiveness in bridge design. Architectural Engineering
and Design Management, 15(4), 249-266.
https://doi.org/10.1080/17452007.2018.1563521
Elfenbein, H. A., Polzer, J. T., & Ambady, N. (2007). Team emotion
recognition accuracy and team performance. Functionality,
Intentionality, and Morality Research on Emotion in Organizations,
3(07), 87-119. https://doi.org/10.1016/S1746-9791(07)03004-0
Enrique, P., & Del, S. (2019). Modeling football penalty shootouts :
How improving individual performance affects team performance and
the fairness of the ABAB sequence. International Journal of Sport
and Health Sciences, 13(5), 240-245.
Ensley, M. D., & Pearce, C. L. (2001). Shared cognition in top
management teams: implications for new venture performance.
Journal of Organizational Behavior, 160, 145-160.
Farmer, J., Mistry, M., & Jainer, A. K. (2020). Emotional intelligence
for healthcare. Emotional Intelligence for Healthcare, 13(1), 8-10.
https://doi.org/10.38192/13.1.8
Fernadndez-Berrocal, P., & Extremera, N. (2006). Emotional
intelligence: A theoretical and empirical review of its first 15 years of
history. Psicothema, 18(SUPPL.1), 7-12.
Fornell, C., & Larcker, D. F. (1981). Structural equation models with
unobservable variables and measurement error: Algebra and statistics.

Journal of Marketing Research, 18(3), 382-388.



102

— Furnham, A., & Petrides, K. V. (2003). Trait emotional intelligence and
happiness, Social Behavior and Personality, 31(8), 815-824.
https://doi.org/10.2224/sbp.2003.31.8.815

— Gamble, R. F., & Hale, M. L. (2013). Assessing individual performance
In agile undergraduate software engineering teams. Frontiers in
Education Conference, 2013 IEEE.

— Ganesh, M. P., & Gupta, M. (2006). Study of virtualness, task
interdependence, extra-role performance and team climate in indian
software development teams. Proceedings of the 20th Australian New
Zealand Academy of Management (ANZAM) Conference on
Management, Pragmatism, Philosophy, and Priorities, Central
Queensland University, Rockhampton, 1-19.

— George, J. M. (2000). Emotions and leadership: The role of emotional
intelligence. Human Relations.
https://doi.org/10.1177/0018726700538001

— Gheorghe, A., Fodor, O., & Pavelea, A. (2020). Ups and downs on the
roller coaster of task conflict: the role of group cognitive complexity,
collective emotional intelligence and team creativity. Psihologia
Resurselor Umane, 18, 23-37.

— Ghobadi, S., & Mathiassen, L. (2016). Perceived barriers to effective
knowledge sharing in agile software teams. Information Systems
Journal, 26(2), 95-125. https://doi.org/10.1111/isj.12053

— Ghuman, U. (2011). Building a model of group emotional intelligence.

Team Performance Management: An International Journal, 17(7/8),



103
418-439.

— Giardino, C., Wang, X., & Abrahamsson, P. (2014). Why early-stage
software startups fail: A behavioral framework. Lecture Notes in
Business  Information  Processing, 182  LNBIP, 27-41.
https://doi.org/10.1007/978-3-319-08738-2

— Gottfredson, L. S. (1976). Mainstream science on intelligence: An
editorial with 52 signatories, history, and bibliography. European
Journal of Biochemistry, 70(2), 377-383.
https://doi.org/10.1111/j.1432-1033.1976.th11027.x

— Gottschalk, P., & Solli-seether, H. (2007). Knowledge transfer in IT
outsourcing relationships: Three international case studies.
International Journal of Innovation and Learning, 4(2), 103-111.

— Hair, J., Black, W., Babin, B., & Anderson, R. (2019). Multivariate
Data Analysis (8th ed.). Cengage Learning.

— Hair, J. F., Matthews, L. M., Matthews, R. L., & Sarstedt, M. (2017).
PLS-SEM or CB-SEM: Updated guidelines on which method to use.
International Journal of Multivariate Data Analysis, 1(2), 107.
https://doi.org/10.1504/ijmda.2017.087624

— Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a
silver bullet. Journal of Marketing Theory and Practice, 19(2), 139—
152. https://doi.org/10.2753/MTP1069-6679190202

— Hair, J., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2016). A Primer
on Partial Least Squares Structural Equation Modeling (PLS-SEM).
Thousand Oaks. In Sage (Second).



104

— Hair, J., Risher, J., Sarstedt, M., & Ringle, C. (2019). When to use and
how to report the results of PLS-SEM. European Business Review,
31(1), 2-24. https://doi.org/10.1108/EBR-11-2018-0203

— Hair, J., Sarstedt, M., & Ringle, C. (2019). Rethinking some of the
rethinking of partial least squares. European Journal of Marketing,
53(4), 566-584. https://doi.org/10.1108/EJM-10-2018-0665

— Harburg, E., Gleiberman, L., Russell, M., & Cooper, M. L. (1991).
Anger-coping styles and blood pressure in black and white males:
Buffalo, New York. Psychosomatic Medicine, 53(2), 153-164.
https://doi.org/10.1097/00006842-199103000-00005

— Hardy-Vallee, B. (2012). The cost of bad project management.
Business Journal. https://news.gallup.com/businessjournal/152429/cost-
bad-project-management.aspx

— Hendel, T., Fish, M., & Galon, V. (2005). Leadership style and choice
of strategy in conflict management among lIsraeli nurse managers in
general hospitals. Journal of Nursing Management, 13(2), 137-146.
https://doi.org/10.1111/j.1365-2934.2004.00525.x

— Hendon, M., Powell, L., & Wimmer, H. (2017). Emotional intelligence
and communication levels in information technology professionals.
Computers in Human Behavior.
https://doi.org/10.1016/j.chb.2017.01.048

— Hendrawijaya, A. T., Gumanti, T. A., Sasongko, & Puspitaningtyas, Z.
(2018). The mediating role of emotional intelligence in the employees

performance. Problems and Perspectives in Management, 16(1),



105
145-154. https://doi.org/10.21511/ppm.16(1).2018.14

Henseler, Jorg, Ringle, C. M., & Sarstedt, M. (2015). A new criterion
for assessing discriminant validity in variance-based structural
equation modeling. Journal of the Academy of Marketing Science,
43(1), 115-135. https://doi.org/10.1007/s11747-014-0403-8

Henseler, Jorg, Ringle, C. M., & Sinkovics, R. R. (2009). The use of
partial least squares path modeling in international marketing.
Advances in International Marketing, 7979.
https://doi.org/10.1108/S1474-7979(2009)0000020014

Hilkenmeier, F., Bohndick, C., Bohndick, T., & Hilkenmeier, J. (2020).
Assessing distinctiveness in multidimensional instruments without
access to raw data — A manifest Fornell-Larcker criterion. Frontiers in
Psychology, 11(March), 1-9. https://doi.org/10.3389/fpsyg.2020.00223
Huang, J. C. (2012). The relationship between conflict and team
performance in Taiwan: The moderating effect of goal orientation.
International Journal of Human Resource Management, 23(10),
2126-2143. https://doi.org/10.1080/09585192.2012.664961

Humphrey, S. E., Aime, F., Cushenbery, L., Hill, A. D., & Fairchild, J.
(2017). Team conflict dynamics: Implications of a dyadic view of
conflict for team performance. Organizational Behavior and Human
Decision Processes, 142(February 2016), 58-70.
https://doi.org/10.1016/j.0bhdp.2017.08.002

lovino, F., & Tsitsianis, N. (2020). The methodology of the research.

In Changes in European Energy Markets (pp. 79-95).



106

— Jaffar, N., Abdul Tharim, A. H., & Shuib, M. N. (2011). Factors of
conflict in construction industry: A literature review. Procedia
Engineering, 20, 193-202. https://doi.org/10.1016/j.proeng.2011.11.156

— Jamshed, S., Abu Bakar, R., & Nazri, M. (2018). Emotionally intelligent
teams: Can emotional intelligence enhance performance. Arabian
Journal of Business and Management Review (Kuwait Chapter),
7(1), 23-33. https://doi.org/10.12816/0043947

— Jamshed, S., & Majeed, N. (2019). Relationship between team culture
and team performance through lens of knowledge sharing and team
emotional intelligence. Journal of Knowledge Management, 23(1),
90-109. https://doi.org/10.1108/JKM-04-2018-0265

— Jehn, K. A. (1995). A multimethod examination of the benefits and
detriments of intragroup conflict. Administrative Science Quarterly,
40(2), 256. https://doi.org/10.2307/2393638

— Jehn, K. A., & Bendersky, C. (2003). Intragroup conflict in
organizations: A contingency perspective on the conflict-outcome
relationship. Research in Organizational Behavior, 25(03), 187-242.
https://doi.org/10.1016/S0191-3085(03)25005-X

— Jehn, K. A,, Greer, L., Levine, S., & Szulanski, G. (2008). The effects of
conflict types, dimensions, and emergent states on group outcomes.
Group Decision and Negotiation, 465-495.
https://doi.org/10.1007/s10726-008-9107-0

— Jehn, K. A., & Mannix, E. A. (2001). The dynamic nature of conflict: A

longitudinal study of intragroup conflict and group performance.



107

Academy of Management Journal, 44(2), 238-251.

— Jehn, K. A., Northcraft, G. B., & Neale, M. A. (1999). Why differences
make a difference: A field study of diversity, conflict, and performance
in workgroups. Administrative Science Quarterly, 44(4), 741-763.
https://doi.org/10.2307/2667054

— Jiménez-Jiménez, D., & Sanz-Valle, R. (2011). Innovation,
organizational learning, and performance. Journal of Business
Research, 64(4), 408-417. https://doi.org/10.1016/j.jbusres.2010.09.010

— Johnson, T. E., Top, E., & Yukselturk, E. (2011). Team shared mental
model as a contributing factor to team performance and students’
course satisfaction in blended courses. Computers in Human
Behavior, 27(6), 2330-2338. https://doi.org/10.1016/j.chb.2011.07.012

— Jordan, P. J., & Lawrence, S. A. (2009). Emotional intelligence in
teams: Development and initial validation of the short version of the
Workgroup Emotional Intelligence Pro?le (WEIP-S). Journal of
Management & Organization, 15(4), 452-469.
https://doi.org/10.1017/S1833367200002546

— Jordan, P. J., & Troth, A. C. (2004). Managing emotions during team
problem solving: Emotional intelligence and conflict resolution.
Human Performance, 17(2), 195-218.
https://doi.org/10.1207/s15327043hup1702_4

— Joseph, D. L., & Newman, D. A. (2010). Emotional intelligence : An
integrative meta-analysis and cascading model. Journal of Applied

Psychology, 95(1), 54-78. https://doi.org/10.1037/a0017286



108

— Joshi, B. R. (2018). Factors affecting the software developer’s
performance. Journal of Administrative and Business Studies, 4(6),
288-296. https://doi.org/10.20474/jabs-4.6.3

— Jungst, M., & Blumberg, B. (2016). Work relationships: counteracting
the negative effects of conflict. International Journal of Conflict
Management.

— Kafetsios, K., Nezlek, J. B., & Vassiou, A. (2011). A multilevel analysis
of relationships between leaders’ and subordinates’ emotional
intelligence and emotional outcomes. Journal of Applied Social
Psychology, 41(5), 1121-1144.  https://doi.org/10.1111/j.1559-
1816.2011.00750.x

— Kammerhoff, J., Lauenstein, O., & Schitz, A. (2019). Leading toward
harmony - Different types of conflict mediate how followers’
perceptions of transformational leadership are related to job
satisfaction and performance. European Management Journal, 37(2),
210-221. https://doi.org/10.1016/j.em).2018.06.003

— Kanadli, S. B., Torchia, M., Gabaldon, P., & Calabro, A. (2020). Effects
of task conflict on board task performance in family firms: The
importance of board openness. Journal of Family Business Strategy.
https://doi.org/10.1016/j.jfbs.2020.100350

— Karn, J. S., & Cowling, A. J. (2008). Measuring the effect of conflict on
software engineering teams. Behavior Research Methods, 40(2), 582—
589. https://doi.org/10.3758/BRM.40.2.582

— Kelly, J. R., & Barsade, S. G. (2001). Mood and emotions in small



109
groups and work teams mood and emotions in small groups and work
teams. Organizational Behavior and Human Decision Processes,
86(1), 99-130. https://doi.org/10.1006/0bhd.2001.2974

Kilduff, M., Chiaburu, D. S., & Menges, J. I. (2010). Strategic use of
emotional intelligence in organizational settings: Exploring the dark
side. Research in Organizational Behavior, 30, 129-152.
https://doi.org/10.1016/j.riob.2010.10.002

Kimberlin, C. L., & Winterstein, A. G. (2008). Validity and reliability of
measurement instruments used wused in research. Research
Fundamentals, 65, 2276-2284. https://doi.org/10.2146/ajhp070364
Kline, R. B. (2011). Principles and practice of structural equation
modeling (3ed ed.). Guilford.

Klotz, A. C., Hmieleski, K. M., Bradley, B. H., & Busenitz, L. W.
(2014). New venture teams : A review of the literature and roadmap for
future research. Journal of Management, 40(1), 226-255.
https://doi.org/10.1177/0149206313493325

Kollmann, T., Stockmann, C., & Linstaedt, J. W. (2019). Task conflict,
narcissism and entrepreneurial capability in teams planning a
business: A moderated moderation approach to explaining business
planning performance. Journal of Small Business Management,
57(4), 1399-1423. https://doi.org/10.1111/jsbm.12418

Koman, E. S.,, & Wolff, S. B. (2008). Emotional intelligence
competencies in the team and team leader: A multi-level examination

of the impact of emotional intelligence on team performance. Journal



110
of Management Development, 27(1), 55-75.
https://doi.org/10.1108/02621710810840767
Laborde, S., Lautenbach, F., Allen, M. S., Herbert, C., & Achtzehn, S.
(2014). The role of trait emotional intelligence in emotion regulation
and performance under pressure. Personality and Individual
Differences, 57, 43-47. https://doi.org/10.1016/j.paid.2013.09.013
Lam, L. T., & Kirby, S. L. (2002). Is emotional intelligence an
advantage? An exploration of the impact of emotional and general
intelligence on individual performance. Journal of Social Psychology,
142(1), 133-143. https://doi.org/10.1080/00224540209603891
Lee, G., Shin, G. cheol, Haney, M. H., Kang, M., Li, S., & Ko, C.
(2017). The impact of formal control and guanxi on task conflict in
outsourcing relationships in  China. Industrial Marketing
Management, 62, 128-136.
https://doi.org/10.1016/j.indmarman.2016.08.007
Lee, J. C., & Chen, C. Y. (2019). Exploring the determinants of
software process improvement success: A dynamic capability view.
Information Development, 35(1), 6-20.
https://doi.org/10.1177/0266666917724194
Lee, J. C.,, Wang, Y. T., & Chen, C. Y. (2020). The effect of transactive
memory systems on process tailoring in software projects: The
moderating role of task conflict and shared temporal cognitions.
Journal of Systems and Software, 164, 110545.
https://doi.org/10.1016/j.jss.2020.110545



111

— Li, C. R, Li, C. X, & Lin, C. J. (2019). The effect of individual task
conflict on employee creativity: A moderated mediation model.
Thinking Skills and Creativity, 31, 112-124.
https://doi.org/10.1016/j.tsc.2018.11.006

— Liang, T.-P., & Liu, C.-C. (2015). Effect of team diversity on software
project performance. Industrial Management & Data Systems, 107,
636-653.

— Liang, T. P., Jiang, J., Klein, G. S., & Liu, J. Y. C. (2010). Software
guality as influenced by informational diversity, task conflict, and
learning in project teams. IEEE Transactions on Engineering
Management, 57(3), AT77-487.
https://doi.org/10.1109/TEM.2009.2033049

— Lin, C. P, Liu, C. M., Liu, N. T., & Huang, H. T. (2020). Being
excellent teams: managing innovative climate, politics, and team
performance. Total Quality Management and Business Excellence,
31(3-4), 353-372. https://doi.org/10.1080/14783363.2018.1427503

— Liu, J. Y. C., Chen, H. G., Chen, C. C., & Sheu, T. S. (2011).
Relationships among interpersonal conflict, requirements uncertainty,
and software project performance. International Journal of Project
Management, 29(5), 547-556.
https://doi.org/10.1016/j.ijproman.2010.04.007

— Liu, X,, & Batt, R. (2010). How supervisors influence performance: A
multilevel study of coaching and group management in technology-

mediated services. Personnel Psychology, 63, 265-298.



112

— Lu, W., & Wang, J. (2017). The influence of conflict management
styles on relationship quality : The moderating effect of the level of
task conflict. International Journal of Project Management, 35(8),
1483-1494. https://doi.org/10.1016/j.ijproman.2017.08.012

— Lunenburg, F. C. (2011). Emotional intelligence in the workplace :
Application to leadership. International Journal of Management,
Business, and Administration, 14(1), 1-6.

— Luong, T. T., Sivarajah, U., & Weerakkody, V. (2019). Do agile
managed information systems projects fail due to a lack of emotional
intelligence? Information Systems Frontiers.
https://doi.org/10.1007/s10796-019-09962-6

— Lyons, J. B., & Schneider, T. R. (2005). The influence of emotional
intelligence on performance. Personality and Individual Differences,
39(4), 693-703. https://doi.org/10.1016/j.paid.2005.02.018

— Makkar, S., & Basu, S. (2019). The impact of emotional intelligence on
workplace behaviour: A study of bank employees. Global Business
Review, 20(2), 458-478. https://doi.org/10.1177/0972150917713903

— Magbool, R., Sudong, Y., Manzoor, N., & Rashid, Y. (2017). The
impact of emotional intelligence, project managers’ competencies, and
transformational leadership on project success: An empirical
perspective.  Project Management  Journal, July, 58-75.
https://doi.org/10.1177/875697281704800304

— Marks, M. A., Mathieu, J. E., & Zaccaro, S. J. (2001). A temporally

based framework and taxonomy of team processes. Academy of



113
Management Review, 26(3), 356-376.
Marmer, M., Herrmann, B. L., Dogrultan, E., Berman, R., Eesley, C. E.,
& Blank, S. (2011). Startup Genome report extra on premature scaling.
(Vol. 2, Issue March).
Martinez-Moreno, E., Gonzalez-Navarro, P., Zornoza, A., & Ripoll, P.
(2009). Relationship, task and process conflicts on team performance:
The moderating role of communication media. International Journal
of Conflict Management, 20(3), 251-268.
https://doi.org/10.1108/10444060910974876
Mayer, J. D., & Salovey, P. (1989). Emotional intelligence (pp. 185—
211).
Mayer, J. D., Salovey, P., & Caruso, D. R. (2004). Emotional
intelligence theory, findings, and implications. Psychological Inquirt,
15(3), 197-215.
Mayer, J. D., Salovey, P., & Caruso, D. R. (2008). Emotional
intelligence: New ability or eclectic traits? American Psychologist,
63(6), 503-517. https://doi.org/10.1037/0003-066X.63.6.503
Mazur, A., Pisarski, A., Chang, A., & Ashkanasy, N. M. (2014). Rating
defence major project success: The role of personal attributes and
stakeholder relationships. International Journal of Project
Management, 32(6), 944-957.
https://doi.org/10.1016/j.ijjproman.2013.10.018
McManus, J., & Wood-Harper, T. (2007). Understanding the sources of

information systems project failure - A study in IS project failure.



114
Management Services, 51(3), 38-43.
Meijer, M. De. (1989). The contribution of general features of body
movement to the attribution of emotions. Journal of Nonverbal
Behavior, 13(4), 247-268.
Mitchell, R., Boyle, B., & Von Stieglitz, S. (2019). Professional
commitment and team effectiveness: A moderated mediation
investigation of cognitive diversity and task conflict. Journal of
Business and Psychology, 34(4), 471-483.
https://doi.org/10.1007/s10869-018-9550-0
Moon, T. W., & Hur, W. M. (2011). Emotional intelligence, emotional
exhaustion, and job performance. Social Behavior and Personality,
39(8), 1087-1096. https://doi.org/10.2224/sbp.2011.39.8.1087
Mvududu, M. J. (2020). Can trait emotional intelligence variables of
well-being, self-control, emotionality, and sociability individually or
collectively predict a software development engineer’s creativity?
George Fox University.
Nagelkerke, N. J. D. (1991). A note on a general definition of the
coefficient of determination. Oxford Journals, Oxford University
Press on Behalf of Biometrika Trust, 78(3), 691692,
Nagle, B. F. (1953). Criterion development. Personnel Psychology,
271-289.
Nakashima, H. (1999). Al as complex information processing. Minds
and Machines, 9(1), 57-80. https://doi.org/10.1023/A:1008322730047
Naseer, Z., Chishti, S.-H., Rahman, F., & Jumani, N. B. (2011). Impact



115
of emotional intelligence on team performance in higher education
institutes. International Online Journal of Educational Sciences, 3(1),
30-46.

— Nesterkin, D. A., Porterfield, T. E., & Li, X. (2016). Relationship
conflict, conflict management, and performance of information
technology teams. Journal of Computer Information Systems, 56(3),
194-203. https://doi.org/10.1080/08874417.2016.1153893

— Neumeyer, X., & Santos, S. C. (2020). The effect of team conflict on
teamwork performance: An engineering education perspective.
International Journal of Engineering Education, 36(1 B), 502-509.

— Niazi, M., Mahmood, S., Alshayeb, M., Riaz, M. R., Faisal, K., Cerpa,
N., Khan, S. U., & Richardson, I. (2016). Challenges of project
management in global software development: A client-vendor analysis.
Information and Software Technology, 80, 1-19.
https://doi.org/10.1016/j.infsof.2016.08.002

— Niesten, E., Jolink, A., Beatriz, A., Sousa, L. De, Chappin, M., &
Lozano, R. (2017). Sustainable collaboration: The impact of
governance and institutions on sustainable performance. Journal of
Cleaner Production. https://doi.org/10.1016/j.jclepro.2016.12.085

— Njoroge, C. N., & Yazdanifard, R. (2014). The impact of social and
emotional intelligence on employee motivation in a multigenerational
workplace. Global Journal of Management and Business Research:
A Administration and Management VVolume, 14(3).

— O’Neill, T. A., Allen, N. J., & Hastings, S. E. (2013). Examining the



116
“Pros” and “Cons” of team conflict: A team-level meta-analysis of
task, relationship, and process conflict. Human Performance, 26(3),
236-260. https://doi.org/10.1080/08959285.2013.795573
O’Neill, T. A., & McLarnon, M. J. W. (2018). Optimizing team conflict
dynamics for high performance teamwork. Human Resource
Management Review, 28(4), 378-394.
https://doi.org/10.1016/j.hrmr.2017.06.002
Oatley, K., & Johnson-Laird, P. N. (2014). Cognitive approaches to
emotions. Trends in Cognitive Sciences, 18(3), 134-140.
https://doi.org/10.1016/j.tics.2013.12.004
Okoronkwo, 1. (2017). Team performance and project success
[Harrisburg University of Science and Technology].
http://digitalcommons.harrisburgu.edu/pmgt_dandt/
Olu, O., & Adesubomi, A. dupe. (2014). Impact of conflict
management on employees’ performance in a public sector
organisation in Nigeria. Studies in Business and Economics, 125-133.
Ong, A., Tan, G. W., & Kankanhalli, A. (2005). Team expertise and
performance in information systems development projects.
Proceedings of the 9th Asia Pacific Conference on Information
Systems, Bangkok, Thailand, July 2005, 1456-1462.
Paul, J., & Carmeli, A. (2016). The positive effect of expressing
negative emotions on knowledge creation capability and performance
of project teams. JIPMA, 34(5), 862-873.
https://doi.org/10.1016/j.ijproman.2016.03.003



117

— PCBS. (2017). General census of population, housing and

establishments. http://www.pcbs.gov.ps/Downloads/book2384.pdf
PCBS. (2019). Percentage contribution to GDP in Palestine for the
years 2018, 2019.

PECDAR. (2008). The role of information and communication
technology in development and combating poverty in Palestine -
(Palestinian  Economic  Council  for  Development and
Reconstruction).

Pennebaker, J. W., & Martha, E. (1996). Cognition, emotional, and
language processes in disclosure. Cognition and Emotion, 10(6), 37—
41. https://doi.org/10.1080/026999396380079

Perneger, T. V., Courvoisier, D. S., Hudelson, P. M., & Gayet-Ageron,
A. (2015). Sample size for pre-tests of questionnaires. Quality of Life
Research, 24(1), 147-151. https://doi.org/10.1007/s11136-014-0752-2
Peterson, R. A., & Kim, Y. (2013). On the relationship between
coefficient alpha and composite reliability. Journal of Applied
Psychology, 98(1), 194-198. https://doi.org/10.1037/a0030767

Petty, N. J., Thomson, O. P., & Stew, G. (2012). Ready for a paradigm
shift ? Part 1: Introducing the philosophy of qualitative research.
Manual Therapy, 17(4), 267-274.
https://doi.org/10.1016/j.math.2012.03.006

Pinter, R., & Cisar, S. M. (2018). Measuring team member
performance in project based learning. Journal of Applied Technical

and Educational Sciences: Engineering, Vocational, and



118
Environmental Aspects, 8(4), 22-34.
https://doi.org/10.24368/jates.v8i4.56

— Pinter, R., Cisar, S. M., & Cisar, P. (2017). Measuring team member
performance in Scrum - Case study. SISY 2017 - IEEE 15th
International Symposium on Intelligent Systems and Informatics,
309-314. https://doi.org/10.1109/S1SY.2017.8080573

— PIPA. (2010). Promising Projects. In Palestine Investment
Conference, Palestinian Investment Promotion Agency.

— Platis, C., Reklitis, P., & Zimeras, S. (2015). Relation between job
satisfaction and job performance in healthcare services. Procedia -
Social and Behavioral Sciences, 175, 480-487.
https://doi.org/10.1016/j.sbspro.2015.01.1226

— PPIPA. (2018). To build future Palestine - The IT sector. In
Palestinian Investment Promotion Authority.

— Prentice, C. (2019). Managing service encounters with emotional
intelligence. Journal of Retailing and Consumer Services, 51(April),
344-351. https://doi.org/10.1016/j.jretconser.2019.07.001

— Priem, R. L., & Price, K. H. (1991). Process and outcome expectations
for the dialectical inquiry, devil’s advocacy, and consensus techniques
of strategic decision making. Group & Organization Management,
16(2), 206-225. https://doi.org/10.1177/105960119101600207

— Psilopanagioti, A., Anagnostopoulos, F., Mourtou, E., & Niakas, D.
(2012). Emotional intelligence, emotional labor, and job satisfaction

among physicians in Greece. BMC Health Services Research, 1-12.



119

— Puck, J., & Pregernig, U. (2014). The effect of task conflict and
cooperation on performance of teams: Are the results similar for
different task types? European  Management  Journal.
https://doi.org/10.1016/j.em;j.2014.03.007

— Raddon, A. (2010). Early stage research training: Epistemology &
ontology in social science research.

— Radee, I. (2017). Expectations to increase the growth of the software
sector with the entry of the third generation. Palestine Economy
Portal.
https://www.palestineeconomy.ps/ar/Article/ab7a4fy11237967Yab7a4f

— Rezvani, A., Barrett, R., & Khosravi, P. (2019). Investigating the
relationships among team emotional intelligence, trust, conflict and
team performance. Team Performance Management, 25(1-2), 120—
137. https://doi.org/10.1108/TPM-03-2018-0019

— Rezvani, A., & Khosravi, P. (2019a). Emotional intelligence: The key to
mitigating stress and fostering trust among software developers
working on information system projects. International Journal of
Information Management, 48(February), 139-150.
https://doi.org/10.1016/j.ijinfomgt.2019.02.007

— Rezvani, A., & Khosravi, P. (2019b). The relationship between
emotional intelligence, stress and trust among software developers. In
Proceedings of the 27th European Conference on Information
Systems (ECIS), Stockholm & Uppsala, Sweden, 30(1), 107-115.

— Rezvani, A., Khosravi, P., & Ashkanasy, N. M. (2018). Examining the



120

interdependencies among emotional intelligence, trust, and
performance in infrastructure projects: A multilevel study.
International Journal of Project Management, 36(8), 1034-1046.
https://doi.org/10.1016/j.ijproman.2018.08.002

— Rigdon, E. E. (2014). Rethinking partial least squares path modeling:
Breaking chains and forging ahead. Long Range Planning, 1-7.
https://doi.org/10.1016/j.1rp.2014.02.003

— Rogala, A., & Cieslak, R. (2019). Positive emotions at work and job
crafting: Results from two prospective studies. Frontiers in
Psychology, 10(December), 1-13.
https://doi.org/10.3389/fpsyg.2019.02786

— Roman-calderon, J. P., Aguilar-barrientos, S., Escalante, J. E., Barbosa,
J., & Salazar, A. A. (2020). The effect of student work group emotional
intelligence on individual task performance in teams. Journal of
Experiential Education, 1-16.
https://doi.org/10.1177/1053825920940342

— Rousseau, M. B., Kellermanns, F., Zellweger, T., & Beck, T. E. (2018).
Relationship conflict, family name congruence, and socioemotional
wealth in family firms. Family Business Review, 31(4), 397-416.
https://doi.org/10.1177/0894486518790425

— Sala, F. (2001). It’s lonely at the top: Executives’ emotional
intelligence self (MIS) perceptions. Consortium for Research on
Emotional Intelligence in Organizations, 462(354), 1-10.

— Saleh, A., & Bista, K. (2017). Examining factors impacting online



121
survey response rates in educational research: Perceptions of graduate
students. Journal of MultiDisciplinary Evaluation, 13(29), 63-74.
Samarasinghe, S., & Samarasinghe, S. S. U. (2019). Factors influencing
team performance in software development projects. American
Scientific Research Journal for Engineering, Technology, and
Sciences, 56(January), 86-103.
Saunders, M., Lewis, P., & Thornhill, A. (2009). Research Methods for
Business Students Fifth Edition.
Sawyer, S. (2001). Effects of intra-group conflict on packaged software
development team performance. Information Systems Journal, 11,
155-178. http://www.dimap.ufrn.br/~jair/ES/artigos/SoftDevTeam.pdf
Schaeffner, M., Huettermann, H., Gebert, D., Boerner, S., Kearney, E.,
& Song, L. J. (2015). Swim or sink together: The potential of collective
team identification and team member alignment for separating task
and relationship conflicts. Group & Organization Management, 40,
467-499. https://doi.org/10.1177/1059601114561059
Shahzad, U., Memon, M. A., Khurram, S., & Tan, K. L. (2019). The role
of relationship conflict and mindfulness in the consequences of task
conflict. Asian Journal of Business Research, 9(3), 145-159.
https://doi.org/10.14707/ajbr.190071
Shaukat, R., Yousaf, A., & Sanders, K. (2017). Examining the linkages
between relationship conflict, performance and turnover intentions:
role of job burnout as a mediator. International Journal of Conflict

Management, 28(1), 1-36.



122

— Shooshtarian, Z., Ameli, F., & Amini Lari, M. (2013). The effect of
labor’s emotional intelligence on their job satisfaction, job
performance and commitment. lIranian Journal of Management
Studies, 6(1), 27-43. https://doi.org/10.5539/ijbm.v11n2p69

— Sinha, V. (2018). Role of emotional intelligence in managing
interpersonal relations at workplace in the IT sector. International
Journal of Human Capital and Information Technology
Professionals, 9(4), 72-87.
https://doi.org/10.4018/IJHCITP.2018100105

— Siu, A. F. Y. (2009). Trait emotional intelligence and its relationships
with problem behavior in Hong Kong adolescents. Personality and
Individual Differences, 47(6), 553-557.
https://doi.org/10.1016/j.paid.2009.05.004

— Sridhar, V., Paul, R., Nath, D., & Kapur, K. (2008). Analyzing factors
that affect performance of global virtual teams. International
Conference on Management of Globally Distributed Work, 2001,
159-170.

— Steffens, P., Terjesen, S., & Davidsson, P. (2012). Birds of a feather get
lost together : new venture team composition and performance. Small
Bus Econ, 39(3), 727-743. https://doi.org/10.1007/s11187-011-9358-z

— Sudhakar, G. P., Farooq, A., & Patnaik, S. (2011). Soft factors affecting
the performance of software development teams. Team Performance
Management, 17(3), 187-205.
https://doi.org/10.1108/13527591111143718



123

— Sultana, S., Motla, Y. H., Asghar, S., Jamal, M., & Azad, R. (2014). A
hybrid model by integrating agile practices for Pakistani software
industry. CONIELECOMP 2014 - 24th International Conference on
Electronics,  Communications, and Computers, 256-262.
https://doi.org/10.1109/CONIELECOMP.2014.6808600

— Sutton, S. M. (2000). Role of process in a software start-up. IEEE
Software, 17(4), 33-39. https://doi.org/10.1109/52.854066

— Tabachnick, B. G., & Fidell, L. S. (2014). Using Multivariate Statistics
(6th ed.). Pearson.

— Taherdoost, H. (2016). Validity and reliability of the research
instrument; how to test the validation of a questionnaire/Survey in a
research. International Journal of Academic Research in
Management, 5(3), 28-36.

— Thiel, C. E., Harvey, J., Courtright, S., & Bradley, B. (2019). What
doesn’t kill You makes You stronger: How teams rebound from early-
stage relationship conflict. Journal of Management, 45(4), 1623-
1659. https://doi.org/10.1177/0149206317729026

— Thomas, W. E., Brown, R., Easterbrook, M. J., Vignoles, V. L., Manzi,
C., Angelo, C. D., & Holt, J. J. (2018). Team-level identification
predicts perceived and actual team performance: Longitudinal
multilevel analyses with sports teams. British Journal of Social
Psychology, 1-20. https://doi.org/10.1111/bjs0.12277

— Thompson, S. k. (2012). Sampling, 3rd Edition | Wiley. In Wiley.

https://www.wiley.com/en-us/Sampling%2C+3rd+Edition-p-



124
9780470402313

— Troth, A. C., Jordan, P. J., Lawrence, S. A., & Tse, H. H. M. (2012). A
multilevel model of emotional skills, communication performance, and
task performance in teams. Journal of Organizational Behavior,
722(August 2011), 700-722. https://doi.org/10.1002/job

— Turnquest, O. (2018). Are you Really the Center of our Success? The
Effect of Core Roles on the Relationship Between Individual
Performance and Team Performance (Issue May). Middle Tennessee
State University.

— Ul Hag, I. (2011). The impact of interpersonal conflict on job
outcomes: Mediating role of perception of organizational politics.
Procedia - Social and Behavioral Sciences, 25(2010), 287-310.
https://doi.org/10.1016/j.sbspro.2011.10.549

— van der Lippe, T., & Lippényi, Z. (2020). Co-workers working from
home and individual and team performance. New Technology, Work,
and Employment, 35(1), 60-79. https://doi.org/10.1111/ntwe.12153

— Van Mol, C. (2017). Improving web survey efficiency: The impact of
an extra reminder and reminder content on web survey response.
International Journal of Social Research Methodology, 20(4), 317—
327. https://doi.org/10.1080/13645579.2016.1185255

— Verma, A. S. (2013). The influence of emotional intelligence on
software engineers’ emotional adjustment at workplace. Prestige
International Journal of Management & IT- Sanchayan, 2(2), 22—-30.

— Wasielewski, P. L. (1958). The emotional basis of charisma. Symbolic



125
Interaction, 8(2), 207-222.

— Wickramasinghe, V., & Nandula, S. (2015). Diversity in team
composition, relationship conflict and team leader support on globally
distributed virtual software development team performance. Strategic
Outsourcing: An International Journal, 8(1), 138-155.

— Woiceshyn, J., & Daellenbach, U. (2018). Evaluating inductive vs
deductive research in management studies. Qualitative Research in
Organizations and Management: An International Journal, 13(2),
183-195. https://doi.org/10.1108/QROM-06-2017-1538

— Wolff, S. B., Pescosolido, A. T., & Druskat, V. U. (2002). Emotional
intelligence as the basis of leadership emergence in self-managing
teams. Leadership Quarterly, 13, 505-522.

— Wu, G, Liu, C., Zhao, X., & Zuo, J. (2017). Investigating the
relationship between communication-conflict interaction and project
success among construction project teams. International Journal of
Project Management, 35(8), 1466-1482.
https://doi.org/10.1016/j.ijproman.2017.08.006

— Wu, L., Ferris, D. L., Kwong, H., Chiang, F., Snape, E., & Liang, L. H.
(2015). Breaking (or making) the silence: How goal interdependence
and social skill predict being ostracized. Organizational Behavior and
Human Decision Processes, 131, 51-66.
https://doi.org/10.1016/j.0bhdp.2015.08.001

- Yan, X., Yang, K., Su, J., Luo, Z., & Wen, Z. (2018). Mediating role of

emotional intelligence on the associations between core self-



126

evaluations and job satisfaction, work engagement as indices of work-
related well-being. Current Psychology, 37(3), 552-558.
https://doi.org/10.1007/s12144-016-9531-2

— Yang, C. (2020). How to avoid coworker relationship conflict: a study
of leader-member exchange, value congruence, and workplace
behavior. Asian Journal of Business Ethics, 47—71.
https://doi.org/10.1007/s13520-020-00099-3

- Ye, Z., Liu, H., & Gu, J. (2019). Relationships between conflicts and
employee perceived job performance: Job satisfaction as mediator and
collectivism as moderator. International Journal of Conflict
Management, 30(5), 706—728. https://doi.org/10.1108/IJCMA-01-2019-
0010

— You, J.,, Chen, Y., Hua, Y., & Wang, W. (2019). The efficacy of
contractual governance on task and relationship conflict in inter-
organisational transactions. International Journal of Conflict
Management, 30(1), 65-86. https://doi.org/10.1108/IJCMA-05-2018-
0061

— Yozgat, U., Yurtkoru, S., & Bilginoglu, E. (2013). Job stress and job
performance among employees in public sector in Istanbul: examining
the moderating role of emotional intelligence. Procedia - Social and
Behavioral Sciences, 2nd International Conference on Leadership,
Technology, and Innovation Management, 75, 518-524.
https://doi.org/10.1016/j.sbspro.2013.04.056

— Zaman, U., Jabbar, Z., Nawaz, S., & Abbas, M. (2019). Understanding



127
the soft side of software projects: An empirical study on the interactive
effects of social skills and political skills on complexity — performance
relationship. International Journal of Project Management, 37(3),
444-460. https://doi.org/10.1016/j.ijproman.2019.01.015
Zhang, L., & Huo, X. (2015). The impact of interpersonal conflict on
construction project performance: A moderated mediation study from
China. International Journal of Conflict Management, 26(4), 479-
498.
Zysberg, L., & Raz, S. (2019). Emotional intelligence and emotion
regulation in self-induced emotional states: Physiological evidence.
Personality and Individual Differences, 139, 202-207.
https://doi.org/10.1016/j.paid.2018.11.027



128

APPENDIXES

Appendixes A

An-Najah National University
Faculty of Graduate Studies
Engineering Management Program

Research Questionnaire

Examining the Relationships among Conflict Types and
Performance, with Emotional Intelligence as Mediating

Variable in Software Projects: A Multilevel Study

Dear Participant,

| am a graduate student from An-Najah National University, my research
aims to examine the relationships among conflict types (relationship and

task), team/individual performance, and emotional intelligence as a
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mediating variable in software projects, and | need a little of your time to

complete this questionnaire, based on your experience in a specific project.
This questionnaire has divided into seven sections:

First Section: aims to collect general information about the respondents.
Second Section: aims to evaluate the relationship conflict

Third Section: aims to evaluate the task conflict

Fourth Section: aims to evaluate team emotional intelligence

Fifth Section: aims to evaluate individual emotional intelligence

Sixth Section: aims to identify the impact of the previous variables on

project team performance

Seventh Section: aims to identify the impact of the previous variables on

individual performance

The researcher undertakes not to reveal any individual information in this

questionnaire so that all information will be treated as confidential.

Regards, Layalee Qtaishat
Researcher, Master of Engineering Management

Email: Layalee.qgtaishat@gmail.com

Mobile: +972-569224077
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First section: Personal Information

1. Gender
o Female
o Male
2. Age
o 20 to less than 25

25 to less than 30

o

o 30 to less than 35

35 to less than 40

O

o More than 40

3. Academic Degree

o B.S Degree
o Master Degree
o Ph.D. Degree

4. Educational Background

o Computer Engineering
o Software Engineering

Computer Science

O

o Computerized Information System

o Other:

5. Position
o Engineering Project Manager/Engineering Manager
o Technical Lead/Team Lead

o Senior Software Engineer



7.

(@)

Senior Software Developer
Junior Software Engineer
Junior Software Developer
Intern Software Developer
Software Testing Officer
Quality Testing Officer

Other:

Years of experiences

o

(@)

Fresh Graduate

One to Less Than Three

Three to Less Than Six

Six to Less Than Nine

More Than Nine

Project Size

o

(@)

(@)

Small
Medium

Large

Team Size

O

(@)

O

Small
Medium

Large
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Second Section: Relationship Conflict

Questions

Strongly

agree

Agree

Neutral

Disagree

Strongly

disagree

Relationship conflict

RC_1

There is a lot of personal friction
among employees in my

department

RC_2

There are a lot of personality
conflicts/ clashes in my

department

RC 3

There is a lot of tension/anger
among employees in my

department

RC_4

There is a lot of emotional
conflict among department

employees

Third Section: Task Conflict

Questions

Strongly

agree

Agree

Neutral

Disagree

Strongly

disagree

Task conflict

TC_1 |There are many disagreements/
conflict about how the work
should be done

TC_2 |There are frequently conflicts

about ideas among department
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employees

TC_3 |There is much conflict about
the work that I do in my
department

TC_4 |There are a lot of differences of
opinions among department

employees

TC_5 |There are many disagreements
about the proposed solutions to

the issue at hand

Furth Section: Team Emotional Intelligence

Questions Strongly |Agree |Neutral [Disagree |Strongly

agree disagree

Awareness of own emotions

TEIL I can explain the emotions | feel to
team members
TEI 2 I can discuss the emotions | feel

with team members.

TEI 3 If | feel down, | can tell team
members what will make me feel
better.

TEI_4 I can talk to other members of the
team about the emotions |

experience.

Awareness of others’ emotions
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TEI 5 I can read fellow team members
‘true’ feelings, even if they try to

hide them.

TEI_6 I am able to describe accurately the

way others in the team are feeling.

TEI_7 When | talk to a team member |
can gauge their true feelings from

their body language.

TEI 8 I can tell when team members

don’t mean what they say

Management of own emotions

TEI_9 I respect the opinion of team
members, even if | think they are

wrong.

TEI_10 |When I am frustrated with fellow
team members, | can overcome my

frustration.

TEI_11 |When deciding on a dispute, | try
to see all sides of a disagreement

before | conclude.

TEI 12 |l give a fair hearing to fellow team

members’ ideas.

Management of others’ emotions

TEI_13 |My enthusiasm can be contagious

for members of a team.

TEI_14 |l am able to cheer team members

up when they are feeling down.
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TEI_15 |l can get fellow team members to
share my keenness for a project.
TEI_16 |l can provide the ‘spark’ to get

fellow team members enthusiastic

Fifth: Individual Emotional Intelligence

Questions

Strongly

agree

Agree

Neutral

Disagree

Strongly

disagree

Self-awareness

IEI_1

| have a good sense of why | have

certain feelings most of the time

IEI 2

I have a good understanding of

my own emotions.

IEI_3

| really understand what | feel.

IEI_4

I always know whether or not |

am happy.

Self-management

IEI 5

| am able to control my temper

and handle difficulties rationally.

IEI_6

I am quite capable of controlling

my own emotions.

IEI_7

| can always calm down quickly

when | am very angry.

Social awareness
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IEI 8 I always know my friends
‘'emotions from their behavior.

IEI_9 I am sensitive to the feelings and
emotions of others.

IEI_10 |l have a good understanding of the
emotions of the people around me.

IEI_11 |l am a good observer of others'
emotions.
Utilization of emotions

IEI_12 |l always tell myself I am a
competent person.

IEI_13 |l would always encourage myself
to try my best.

IEI_14 |l am a self-motivated person.

Sixth: Project team Performance

Questions

Strongly

agree

Agree

Neutral

Disagree

Strongly

disagree

Project team performance

PTP_1 [Team members support each other
for new ideas and new ways of
working

PTP_2 |Conflicts between team members
rarely occur

PTP_3 |There is a diversity of team member
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competencies and characteristics

PTP_4

Team leader behavior and support

affect team members productivity

PTP_5

Top management support employees
to get the best performance, new

ideas, and new ways of working

PTP_6

There is a mutual trust between team

members and with top management

PTP_7

There is effective communication

between team members

Seventh: Individual Performance

Questions

Strongly

agree

Agree

Neutral

Disagree

Strongly

disagree

Individual performance

IP 1

The team member does the work with

a high level of quality

IP 2

The team member has the ability to

solve problems fast

IP_3

The team member in your department
has a spirit of initiative (ex: Ask
what’s needed and where they can
help)

IP_4

The team member is accurate in
appointments and is keen to be

showing up and leave on time
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IP_5 The team member tries to help others

to do their work properly

IP_6 The team member has the ability to
handle the limitations provided by the

time and resources available

If you interest in knowing the results, please write down your e-mail

address.
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Appendixes B

Sample size recommendation in PLS-SEM for a statistical Power of 80%

Maximum Significance level
Number of
10% 5% 1%
Arrows
Pointing at a Minimum R2 Minimum R2 Minimum R2
Construct
0.10{0.25|0.50|0.75|0.10{0.25|0.50 | 0.75|0.10 | 0.25 | 0.50 | 0.75
2 72 126 |11 | 7 | 90 | 33 | 14 | 8 |130| 47 | 19 | 10
3 83 |30 |13 | 8 |103| 37 | 16 | 9 |145| 53 | 22 | 12
4 92 | 34 | 15| 9 |113| 41 | 18 | 11 | 158 | 58 | 24 | 14
5 99 | 37 | 17 | 10 |122| 45 | 20 | 12 | 169 | 62 | 26 | 15
6 106 | 40 | 18 | 12 |130| 48 | 21 | 13 | 179 | 66 | 28 | 16
7 112 42 | 20 | 13 |137| 51 | 23 | 14 | 188 | 69 | 30 | 18
8 118 | 45 | 21 | 14 | 144 | 54 | 24 | 15 | 196 | 73 | 32 | 19
9 124 | 47 | 22 | 15 | 150 | 56 | 26 | 16 | 204 | 76 | 34 | 20
10 129 | 49 | 24 | 16 | 156 | 59 | 27 | 18 | 212 | 79 | 35 | 21

* (as cited in J. Hair et al., 2016 p.48)
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