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Abstract: The financial industry is facing increasing competition and the need for information 
construction, with Project management being a key factor in success. Challenges include 
increasing team conflicts, lack of communication, and weak team cohesion, leading to internal 
turmoil and decreased project performance. To improve Project team performance, domestic 
commercial banks, examples such as Habib Bank Limited, are highly valuable. This paper 
proposes a research model based on previous theories and results on team conflict management, 
focusing on how conflict management methods affect team communication and cohesion, 
ultimately affecting team performance. The study collected data through electronic 
questionnaires and used SmartPLS software to evaluate the model's reliability, validity, common 
method bias, and multicollinearity. The results showed that Cooperative Conflict Management 
can improve Project team performance, while competitive conflict management weakens it. 
Team cohesion mediates between cooperative conflict management and performance, and team 
communication mediates between cooperative conflict management and performance. The study 
concludes that improving the bank's Project team performance in project management is 
necessary. 
 
Keywords: bank project; project management; team performance; team conflict management. 

 

 
 
Introduction 
 
The importance of bank information construction has grown due to the continuous reform 
and innovation in the financial market, leading to increased competition among financial 
institutions. Banks have an increasing demand for bank information construction, and 
people's expectations for it are also getting higher. Bank project management is crucial for 
ensuring the operation of the banking business and an important part of bank information 
construction. Project management refers to a collection of work systems and activities 
carried out to achieve a specific project goal. An efficient project team is essential for 
achieving performance goals and maintaining strong cohesion and execution. High-
performance project teams are composed of different project groups which establish a 
common goal and achieve high-performance goals through strong execution and cohesion. 
 
Team performance management is a critical aspect of project management, as it is formed 
by long-term trust and tacit understanding of each team member. It plays a vital role in 
stabilizing and improving the performance of the project team, leading to better 
performance and sustainable projects. In a complex working environment, an excellent 
project needs to maintain excellent cohesion between the project manager and team 
members, jointly cope with crises, and seek to improve project performance while 
achieving stable development. However, as project management becomes increasingly 
complex, challenges such as increased team conflicts, lack of communication between 
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team members, and weak team cohesion persist. These unstable factors contribute to 
internal turmoil and reduced project performance. As the cycle of project investment and 
execution shortens, managing the sharing, coordination, investment, and use of various 
bank project management project resources has become a highly valued topic in academia 
and industry. 
 
The paper discusses how conflict management factoring in the study of project 
management will affect a team's performance in the banking sector, particularly Habib 
Bank Limited. Although previous studies have identified that conflict management can 
affect a team's dynamics, communication, and cohesion, such studies lack complete 
quantitative analysis in the context of banking (Haider et al., 2024). Few have also 
explored in detail how cooperative versus competitive conflict management mediates 
performance through cohesion and communication.  
 
The current research tries to fill this knowledge gap by following an empirical approach 
in analyzing such dimensions through SmartPLS regarding reliability, validity, and bias 
tests. Focusing on banking, where teamwork and communication must be cohesive and 
efficient, the paper tries to provide fresh insight into how the methods of conflict 
management drive or hinder team performance (Huerta et al., 2024).  
 
The remaining part of the paper is planned as follows: Section 2 deals with the literature 
review regarding the research; Section 3 explains the research model along with the 
hypotheses planned; Section 4 explains the design concerning the research and data 
collection; Section 5 describes data analysis and the results obtained; Section 6 discusses 
the findings in the light of prior studies, while Section 7 concludes the paper along with 
implications and recommendations. 
 
 
Theoretical basis and literature review 
 
Conflict management theory has evolved through three stages: recognizing conflicts as 
inevitable and innate, accepting them as reasonable and recognizing the importance of 
maintaining conflict in teams for team vitality and innovation (Aggrawal & Magana, 2024). 
Management methods include avoidance, competition, cooperation, and compromise (Bai 
et al., 2024). These conflict management models are divided into cooperative, competitive, 
and avoidant models. Conflict management can positively impact team performance by 
triggering positive changes, improving decision-making, and stimulating employee 
motivation. Conversely, negative impacts include increased psychological pressure, 
interpersonal communication barriers, decreased efficiency, job satisfaction, 
dissatisfaction with corporate changes, and decreased employee loyalty. Effective conflict 
management is crucial for team performance management, and communication plays a 
crucial role in resolving conflicts and maintaining stable relationships (Busco et al., 2024). 
 
Bank project management is a temporary effort to deliver a unique product, service, or 
result to a specific financial institution (Gan et al., 2024). The modern financial industry is 
knowledge-driven, and its organizational structure, product process, and business 
development are all based on knowledge and project management (Gonzalez-Mohino et 
al., 2024). Bank projects are temporary works that use various professional knowledge to 
investigate, analyze, plan, set up, upgrade, and transform various information systems 
under limited resource conditions (Haider et al., 2024). From the knowledge system 
perspective, project management at the information system level possesses core content 
such as "triple constraints," overall project management, personnel resource 
management, and project communication management (Han et al., 2024). The 
development of the financial services industry has attracted attention from all sectors of 
society, and banks are increasingly investing in project management to promote long-
term market development (Huerta et al., 2024). 
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Project management, originally from Europe and the United States, has been developed 
for decades and has been applied in various sectors, including banking. In the late 1990s, 
US financial institutions improved their project management capabilities and formulated 
rules to apply project management ideas in their financial project management 
departments (Jia, Gan, et al., 2024). Citibank and the US Reserve Bank have applied 
computer and network technology to financial product management while using project 
management software as a management tool. Domestic systematic research and industry 
practice on project management lag behind as financial institutions compete in the 
international market (Jia et al., 2024). 
 
Project management theory has been adopted in large-scale domestic banking projects, 
particularly in the banking sector (Ju et al., 2024). The application of project management 
ideas in the financial industry has become a consensus, as it is essential for developing 
new financial products and promoting the transformation of functions. However, project 
management has not yet reached the level of developed countries, and traditional systems 
have led to administrative difficulties in implementing projects (Kunkcu et al., 2024). 
Understanding project management implementation measures and methods can improve 
project quality, performance, and resource allocation. Financial institutions can 
strengthen project management and use project management theory to manage projects 
in financial institutions (Musick et al., 2024). 
 
A team is a group of individuals working together to achieve a common goal, characterized 
by trust, emotional intelligence, ability, and motivation (O'Neill et al., 2024). It consists of 
two or more members who cooperate to complete a common task. A team is larger than a 
group, with members assuming specific roles and functions (Owolabi et al., 2024). A team 
is a formal group, while a group is a group of individuals working together to achieve a 
common goal. A team is formed when a small number of people with complementary skills 
are willing to take responsibility for a common goal (Scarlat & Barar, 2024). 
 
Team performance encompasses various aspects, including work efficiency, internal 
optimization, collective learning, and innovation (Sivalingam & Ramaswamy, 2024). It is 
influenced by communication, communication skills, and team cohesion. Communication 
methods can be divided into work and non-work communication, with content being the 
most critical factor (Tabassi et al., 2024). Leadership styles like transactional and 
transformational influence team cohesion and is crucial for efficiency. Consistency 
between team cohesion and organisational goals also impacts performance (Wang, Lu, & 
Zhang, 2024). Research on project team performance focuses on the connotation of 
performance, measurement dimensions, indicators, and assessment methods. 
Understanding these factors can help optimise team performance and achieve team goals 
(Wang, Chong, & Zhang, 2024). 
 
This article explores conflict management theory, its selection, and factors affecting team 
performance. It focuses on project concepts, current situations, and factors affecting team 
performance (Yoo & Kang, 2024). The article highlights the importance of team 
performance in continuous development, including work improvement, learning, and 
group development. The research on bank projects, particularly Habib Bank Limited, 
highlights the influence of leadership behaviour, leadership style, team conflict, cohesion, 
communication, and team values on performance (Zelenko et al., 2024). The article also 
discusses the impact of these factors on bank performance in the Internet era. 
 
Research model and hypothesis 
 
This paper explores the impact of team conflict management on team performance, 
focusing on the mediating effect of team cohesion and communication (Zhang, Lou, Fu, & 
Ding, 2024). It is the first paper to integrate these aspects, highlighting their potential to 
influence performance. Through the review of relevant literature in the previous chapter, 
we have a new understanding of team conflict management, team communication, team 
cohesion and project performance, and also laid the theoretical foundation for this article 
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(Zhang, Liu, & Gao, 2024). On this basis, we proposed the research model of this article, as 
shown in Figure 1. 
 
Conflict within research teams can have positive impacts on individuals and 
organizations. Cooperative conflict management can improve innovation performance by 
fostering trust and enhancing team members' self-worth (Zheng et al., 2024). Avoidance-
based conflict management can make team members stubborn and hinder public 
discussion, reducing efficiency. Competitive conflict management can prevent team 
members from fully absorbing and assimilating others' opinions, leading to work stress, 
burnout, and resignation. The correct conflict-handling strategy can promote positive 
outcomes and foster a collaborative environment (Zhang, Liu, & Gao, 2024). 
 

 
Figure 1. Research model diagram 

Source: own processing 

 
Based on the above, this paper proposes the following hypotheses: 
Assumption H1: Cooperative conflict management style has a positive impact on project 
team performance. 
Assumption H2: Competitive conflict management style has a negative impact on project 
team performance. 
Assumption H3: Avoidance-based conflict management style has a negative impact on 
project team performance. 
 
Cooperative Conflict Management is an effective interpersonal resolution strategy 
focusing on common goals and promoting information exchange among team members. 
This approach allows for direct expression of thoughts and feelings, problem-solving from 
different perspectives, and creative solutions. It has a positive effect on performance, 
while competitive conflict management can lead to employee dissatisfaction, decreased 
enthusiasm, and decreased team cohesion. Avoidance conflict management, on the other 
hand, can reduce communication and intensify conflicts, negatively impacting team 
cohesion. Therefore, a cooperative conflict management approach is recommended for 
effective team resolution. 
 
Based on the above, this paper proposes the following hypotheses: 
Assumption H4: Cooperative conflict management style has a positive impact on project 
team cohesion. 
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Assumption H5: Competitive conflict management style has a negative impact on project 
team cohesion. 
Assumption H6: Avoidance-based conflict management style has a negative impact on 
project team cohesion. 
 
Conflict management can be improved by openly discussing differing views and fostering 
closer interpersonal relationships. This cooperative method benefits both parties by 
enhancing communication between team members and managers. Cooperative conflict 
management models can mobilize employees' enthusiasm and suppress negative work. 
Competitive conflict management can lead to slackness and distrust, reducing 
communication. Lack of psychological support can result in an "endpoint" state, affecting 
work attitudes and potentially causing resignation. Therefore, fostering open 
communication is crucial for successful conflict resolution. 
 
Based on the above, this paper proposes the following hypotheses: 
Assumption H7: Cooperative conflict management style has a positive impact on project 
team communication. 
Assumption H8：Competitive conflict management style has a negative impact on project 
team communication. 
Assumption H9: Avoidance-based conflict management style has a negative impact on 
project team communication. 
 
Team cohesion refers to the mutual attraction between individuals and groups, the sense 
of responsibility of team members to complete team tasks, and the combination of all 
other factors. It is a dynamic force. Unity enables team members to work hard to achieve 
collective goals. Therefore, working in a cohesive team will give team members more 
confidence and a sense of accomplishment. We often use team performance to measure 
whether team goals have been achieved, and team cohesion is an important indicator that 
affects team performance. Foreign scholars have done a lot of research on the relationship 
between the two. Steiner (1972) claimed that no data directly shows that team cohesion 
has a significant positive effect on team performance. Summers (1988) believes that, in 
general, the level of team cohesion is closely related to team performance, and stronger 
cohesion can improve team performance. In the study of R&D teams, team cohesion plays 
a very important role, and this result has remained correct for a long time. 
 
Based on the above, this paper proposes the following hypotheses: 
Assumption H10: Team cohesion has a positive impact on project team performance. 
Assumption H11: Team cohesion mediates the relationship between cooperative conflict 
management style and team performance. 
Assumption H12: Team cohesion mediates the relationship between competitive conflict 
management style and team performance. 
Assumption H13: Team cohesion mediates the relationship between avoidance of conflict 
management style and team performance. 
 
Communication is a crucial element in project management and the advancement of a 
project team. It connects all members and is essential for achieving project performance. 
Effective communication involves formulating a project plan, clear division of labor, and 
job responsibilities. Project process obstacles are managed through consultation and 
communication. Conflicts can arise due to differing opinions on goals, resource allocation, 
and task resolution methods. Task communication helps understand resources and 
progress, assign tasks by priority, and achieve optimal resource allocation. In-depth 
communication enhances mutual understanding, eliminates misunderstandings, and 
eliminates negative emotions. It also maintains consistency, accelerates project progress, 
and increases transparency. Effective communication is essential in a specific cultural 
environment, promoting coordination and work efficiency.  
 
Based on the above, this paper proposes the following hypotheses: 
Assumption H14: Team communication has a positive impact on project team performance. 
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Assumption H15: Hypothesis that team communication plays a mediating role between 
cooperative conflict management style and team. 
Assumption H16: Hypothesis that team communication plays a mediating role between 
competitive conflict management style and team. 
Assumption H17: Team communication mediates the relationship between avoidance 
conflict management style and team performance. 
 
 

Research design 
 
This paper uses a questionnaire survey method, a widely used social survey method with 
strong controllability, completeness, and detailed content. The closed questionnaire 
design is convenient, efficient, and improves response rate. The survey follows principles 
of voluntariness, possibility, objectivity, and necessity to reflect respondents' actual 
situations accurately. 
 
Variable measurement 
 
The study's questionnaire was designed through a literature review, classic scale 
collection, and measurement scale translation. The "translation-back translation" process 
was used to avoid inaccurate translations due to cultural and language influences. The 
preliminary survey questionnaire was prepared using relevant principles, and the final 
questionnaire was revised after conducting preliminary research and analysis. The study 
aims to reflect the original text accurately and ensure the survey's intended purpose 
(Table 1). 
 

Table 1. Conflict Management Style Scale 
Variable name Measurement items Reference 

Cooperative 
Conflict 
Management 

I am able to view conflicts as mutually negotiated 
projects. 

Wang, Lu, & 
Zhang, 2024 

I am able to explore solutions that benefit everyone 
when faced with conflict. 
I can try to be considerate of each other's opinions. 
I am able to communicate different ideas with 
colleagues. 
I can allow the other party to present their full 
perspective. 

Competitive 
Conflict 
Management 
 

I force the other party to compromise, but I don’t 
compromise myself. 
I see conflict as a war where you lose, and I win. 
When there is a conflict, I always force the other party 
to use my own method. 
I always promote my own ideas. 

Avoidant Conflict 
Management 

I often ignore conflicts. 
I will avoid talking about conflicts out of 
consideration for both sides. 
I refuse to show my different ideas. 
I often avoid conflicts. 
I avoid saying bad things about other colleagues. 

Source: own processing from Wang, Lu and Zhang (2024) 

 
This paper examines the roles of three types of team conflict management mechanisms in 
affecting teamwork efficiency and team communication and cohesion effectiveness. Based 
on literature and field investigation, a team conflict management scale was designed, and 
the performance scale of the project team was determined. The scale divides conflict 
management modes into cooperative, competitive, and avoidant styles, using the Likert 
five-point scale method. The study aims to understand the team's specific situation, as 
seen in Table 1. 
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The study used a scale to identify project team communication content issues and 
determine the team communication scale. The scale was adaptively adjusted to match 
project performance, focusing on clear communication of project requirements, timely 
information provision, and resource allocation. The scale uses the Likert five-point 
method for scoring, as seen in Table 2. 
 

Table 2. Team communication measurement items 
Variable name Measurement items Reference 

Team 
communication 

The requirements and plans of my project can be clearly 
communicated to every member. 

Tabassi et al., 
2024 

Team members provide each other with relevant 
information needed for the task. 
Team members provide each other with suggestions on 
tasks. 
When performing tasks, team members will 
communicate the allocation and usage of resources and 
coordinate resources. 
Project members can resolve complex problems and 
conflicts through communication. 
Once there are any changes to the project, team members 
will inform each other. 
Team members discuss career plans. 
Project members will exchange interests and hobbies. 
Project members will help solve life problems. 

Source: own processing from Tabassi et al. (2024) 

 
This article uses a team cohesion scale from Henry and Cann's research to analyze 
different groups in a specific cultural environment. The scale has good reliability and 
validity and is widely used by Pakistani scholars. The study uses reverse items to improve 
questionnaire quality, with a Likert five-point scale method for scoring. Specific 
measurement items are provided in Table 3. 
 

Table 3. Team cohesion table 
Variable 

name 
Measurement items Reference 

Team 
Cohesion 

The atmosphere within the team is harmonious, and members 
trust each other. 

Scarlat & 
Barar, 2024 

I enjoy interacting with other members of the team. 

I would rather participate in team activities than participate in 
other activities. 
In order to complete my work better, I often need to 
communicate and collaborate with other members. 
I think the work accomplished by the team cannot be 
accomplished by a single member. 
I believe that all members must work together to achieve group 
goals. 
I believe that team members can achieve the goals of the entire 
team without cooperation between them. 
In a team, teamwork and dedication are the common 
characteristics of every member. 
I will treat the team's work goals as my own work goals. 

In the team, every member is working hard to achieve the 
team's goals. 

Source: own processing from Scarlat and Barar (2024) 

 
Different team types have different missions and tasks, making establishing group 
performance evaluation standards difficult. This article focuses on the degree to which 
team members complete assigned tasks. The five-point Likert scale is used for this, with 
higher task completion indicating better team performance, as seen in Table 4. 
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Table 4. Team performance scale 

Variable name Measurement items Reference 

Project Team 
Performance 

The team always achieves the goals stated at the beginning of 
the mission. 

Owolabi et 
al., 2024 

The team has outstanding performance compared with similar 
teams in the company. 
In the future, I plan to often share my work experience or 
knowledge with other colleagues in the company. 
The team achieves a high degree of goal completion. 

The team stays on track with the plan. 

Team members enjoy working with each other. 

I am willing to continue working with other members. 

I maintain a high degree of enthusiasm and confidence for 
future cooperation with other members of the team. 

Source: own processing from Owolabi et al. (2024) 

 
Data collection 
 
The study's questionnaire was designed with expert guidance to avoid ambiguity and 
structural errors. After revisions, the revised questionnaire was used for a preliminary 
survey. The team ensured accuracy by understanding the purpose, filling method, and 
distributing the questionnaire responsibly. The recovery rate reached 100%, with 42 valid 
questionnaires collected, resulting in an efficiency of up to 84%. The team also screened 
out questionnaires with incomplete, inconsistent, or extreme answers. 
 
This paper uses a questionnaire survey method widely used in social surveys due to its 
controllability, completeness, and detailed content. The study uses a fully closed 
questionnaire design, adhering to voluntariness, possibility, objectivity, and necessity 
principles. The questionnaire was distributed both online and offline, with 365 
questionnaires collected from 2021 to 2023. The study found that the target was the 
project team, and the questionnaires were collected anonymously to ensure privacy. The 
effective recovery rate was 82.8% after eliminating invalid questionnaires. 
 
Questionnaire implementation 
 
This study focuses on the project team, including Pakistani and foreign teams, using online 
and offline questionnaire distribution methods. The online survey uses electronic 
questionnaires and professional platforms, while paper questionnaires are distributed to 
project management teams offline. The questionnaires are anonymous and complete, 
ensuring authenticity and privacy. The survey was conducted from 2021 to 2023, with 
365 valid questionnaires collected, resulting in an effective recovery rate of 82.8%. 
 
Sample descriptive analysis 
 
The study involved 365 samples from Habib Bank Limited branches in Pakistan. The 
questionnaire was designed using a 1-5 scale, which corresponds to "strongly disagree," 
"disagree," "uncertain," "agree," and "strongly agree," as seen in Table 5. 
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Table 5. Descriptive statistical analysis of samples 
Index Sample Sample Size Proportion 

Gender Male 251 69 

Female 114 31 
Age 30 and below 167 47 

30 - 40 98 28 

40 - 50 61 17 
50 over 39 11 

Education College degree and below 65 18 

Undergraduate 149 41 

Master 111 30 
PhD and above 40 11 

Years of working 
experience 

6 months -12 months 52 14 

1 year - 3 years 161 44 

3 years - 10 years 187 51 
Over 10 years 17 4.7 

Position Team agile coach 77 21 

Team management personnel 98 27 
Project product manager 87 24 

Project development 
members 

61 17 

R&D maintenance member 42 12 

Source: own processing 

 

 
Figure 2. Descriptive statistics 

Source: own processing 
 
This section shows the sample distribution and proportion in multiple dimensions such 
as gender, age, education, length of service, and position. Males account for 69%, 
significantly higher than females; the age group is concentrated in the young and middle-
aged; the education level is mainly bachelor's and master's degrees; the working years are 
mostly 3-10 years; the positions of project product managers, team managers, and agile 
coaches account for a high proportion. The sample distribution characteristics provide a 
basis for subsequent data analysis, as seen in Figure 2. 
 
Regarding job distribution, project product managers, team managers, and agile coaches 
account for a large proportion, 24%, 27%, and 21%, respectively, showing the 
representativeness of these positions in the sample. Project development members and 
R&D maintenance members account for a relatively low proportion, 17% and 12%, 
respectively, which may be related to the sample's specific industry or company structure. 
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Overall, the sample shows specific distribution characteristics and proportional 
relationships in multiple dimensions, providing a rich background and basis for 
subsequent data analysis. 
 
 
Data analysis 
 
This study uses the partial least squares method and SmartPLS 4 data analysis tool to test 
the measurement model, evaluate reliability, validity, and common method bias, and test 
the mediating role of team communication and cohesion. 
 
Model verification 
 
Reliability testing measures the reliability and stability of measurement items, ensuring 
consistency in results obtained by repeatedly measuring the same object using the same 
method. It measures the sample reliability and the presence of real answers. The Cronbach 
of α coefficient is used to measure the reliability of the selected scale. A coefficient greater 
than 0.7 indicates good reliability and can proceed to statistical analysis. The 
questionnaire's credibility and validity were analyzed, indicating high internal 
consistency and strong reliability, as seen in Table 6. 
 

Table 6. Reliability and convergent validity analysis 

Variable 
Test 

items 
Factor 

Loading 
Cronbach's 

Alpha 
Composite 
Reliability 

Average 
Variance 
Extracted  

(AVE) 
Cooperative 
Conflict 
Management 
（CCM） 

CCM1 0.724 0.835 0.885 0.605 

CCM2 0.818 

CCM3 0.841 
CCM4 0.815 

CCM5 0.676 

Competitive 
Conflict 
Management 
（CFM） 

CFM1 0.839 0.887 0.921 0.748 

CFM2 0.858 

CFM3 0.871 
CFM4 0.893 

Avoidance Conflict 
Management 
（ACM） 

ACM1 0.805 0.879 0.913 0.676 

ACM2 0.893 

ACM3 0.851 
ACM4 0.852 

ACM5 0.697 

Team Cohesion 
（TC） 

TC1 0.722 0.851 0.878 0.533 

TC2 0.757 

TC3 0.731 

TC4 0.677 
TC5 0.681 

Team 
Communication 
（TCM） 

TCM1 0.836 0.898 0.917 0.589 

TCM2 0.822 

TCM3 0.785 

TCM4 0.853 

TCM5 0.819 
TCM6 0.792 

Project Team 
Performance 

PTP1 0.716 0.926 0.937 0.657 

PTP2 0.804 
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Variable 
Test 

items 
Factor 

Loading 
Cronbach's 

Alpha 
Composite 
Reliability 

Average 
Variance 
Extracted  

(AVE) 

（PTP） PTP3 0.775 

PTP4 0.836 

PTP5 0.818 

PTP6 0.854 

Source: own processing 
 
Validity testing is crucial for accurately measuring variables in research projects. It 
includes content validity, convergent validity, and discriminant validity. Content validity 
evaluates if test questions are appropriate and consistent with the research design. 
Validity focuses on the method's ability to detect required variables and its effectiveness. 
The scales used in this article are mature test scales translated from foreign countries, 
reflecting the research purpose and having good content validity. Convergent validity 
evaluates the correlation between test items for evaluating latent variables, with factors 
such as loading coefficient, reliability value, and mean square error extraction value. 
Discriminant validity evaluates the degree of uncorrelation between latent variables and 
other variables. 
 
The study's measurement model meets three evaluation criteria for convergent validity, 
focusing on the factor loading coefficient, combined reliability value, and average variance 
extraction value. For team cohesion and communication, the factor loading values are 
greater than 0.6, and the combined reliability value is greater than 0.5. The study's 
reliability coefficient test demonstrated that the square root of the value exceeded the 
average value of the correlation coefficient analysis between the variables, indicating good 
discriminant validity in the data scale, as seen in Table 7. 
 

Table 7. Correlation coefficient matrix and AVE value square root 

Variable 
Cooperative 

Conflict 
Management 

Team 
Cohesion 

Team 
Communication 

Project Team 
Performance 

Competitive 
Conflict 

Management 

Avoid Conflict 
Management 

Cooperative  
Conflict 
Management 

0.778      

Team 
Cohesion 

0.523 0.714     

Team 
Communication 

0.496 0.626 0.768    

Project 
Team 
Performance 

0.414 0.645 0.658 0.811   

Competitive  
Conflict 
Management 

- 0.342 - 0.341 - 0.263 - 0.208 0.865  

Avoid Conflict 
Management 

- 0.281 - 0.304 - 0.212 - 0.141 0.653 0.823 

Source: own processing 

 
Common method bias is the artificial covariation of expected and criterion factors due to 
the same data source, measurement environment, project background, and project 
characteristics. This can lead to confusion in research results and errors in conclusions. 
To control this, the general method bias of the sampled data must be checked and 
controlled. This study uses Harman's single-factor test and a correlation coefficient of 0.9 
to evaluate the common method bias problem. Results show that the most important 
factor can explain 34.99% of the variance, less than 50%, and the average correlation 
coefficient is 0.864, indicating no common method bias in this method. The paper 
examines multicollinearity, a high correlation between variables, using the Variance 
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Inflation Factor (VIF). Multiple tests were performed on each variable, and a VIF value less 
than 3.3 indicates no multicollinearity problem and no common method bias problem, as 
shown in Table 8. 
 

Table 8. VIF values of variables 
Variable ACM CCM CFM TCM PTP TC 

Full Collinearity 
VIF 

2.306 1.857 2.601 2.272 2.488 1.932 

Source: own processing 
 
Hypothesis testing 
 
The study utilized SmartPLS 4 software to test and verify the hypothesis, using repeated 
random samples to predict model path coefficients and calculate standardized path 
coefficients of structural associations between latent variables, as per Hairet et al.’s (2012) 
opinions. 
 

Table 9. Hypothesis test results of direct effect 

Variable 
Path 

Coefficient 
(O） 

Standard 
Deviation 
(STDEV) 

T Statistics 
(O/STDEV) 

P value 
Hypothesis 

Result 

Cooperative  
Conflict Management -
> Team Cohesion 

0.465 0.063 7.373 0.000*** Supported 

Cooperative Conflict 
Management -> Team 
Communication 

0.468 0.065 7.207 0.000*** Supported 

Cooperative conflict 
management -> 
Project team 
Performance 

0.016 0.061 2.201 0.002** Supported 

Team cohesion -> 
Project Team 
Performance 

0.359 0.083 4.257 0.000*** Supported 

Team Communication 
-> Project Team 
Performance 

0.505 0.095 5.248 0.000*** Supported 

Competitive conflict 
management -> Team 
Cohesion 

- 0.126 0.081 2.156 0.016* Supported 

Competitive Conflict 
Management -> Team 
Communication 

- 0.094 0.079 2.517 0.001** Supported 

Competitive Conflict 
Management -> 
Project Team 
Performance 

- 0.072 0.064 0.1134 0.009** Supported 

Avoid Conflict 
Management -> Team 
Cohesion 

- 0.096 0.071 1.349 0.177 Not 
Supported 

Avoid Conflict 
Management -> Team 
Communication 

- 0.024 0.072 0.324 0.745 Not 
Supported 

Avoid Conflict 
Management -> 
Project Team 
Performance 

0.078 0.054 1.388 0.164 Not 
Supported 

Note: *: p<0.05; **: p<0.01; ***: p<0.001 
Source: own processing 
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Figure 3. Model verification results 
Note: *: p<0.05; **: p <0.01; ***: p<0.001 

Source: own processing 
 
From the above table, we can find that cooperative conflict management also has a 
significant positive impact on team performance (β=0.016,p<0.01); therefore, H1 is 
established; cooperative conflict management significantly and positively affects team 
cohesion (β=0.465,p<0.001); therefore, H4 is established; cooperative conflict 
management also significantly and positively affects team communication (β=0.468, 
p<0.001); therefore, H7 is established; judging from the path coefficient between team 
cohesion and team performance, team cohesion also significantly and positively affects 
team performance (β =0.359, p<0.001); therefore, H10 is established; at the same time, 
team communication has a significant positive impact on team performance (β=0.505, 
p<0.001); therefore, H14 is confirmed.  
 
The path coefficient of competitive conflict management shows that competitive conflict 
management has a significant impact on team cohesion and team communication, with a 
significant negative impact (Team Cohesion, β=-0.126, p<0.05), (Team Communication, 
β=-0.094, p<0.01), so assume H5, H8 are established; at the same time, the above table 
shows that competitive conflict management also has a significant negative impact on 
team performance (β=-0.072, p<0.01), so assume H2 is confirmed. As for the impact of 
avoidance-type conflict management on team cohesion, team communication and team 
performance, it can be seen from the above table that the impact of avoidance-type conflict 
management on these three latent variables is not significant (β=-0.096, p>0.05; β=-0.024, 
p>0.05; β=0.78, p>0.05), so assume H3, H6, H9 are not confirmed. The final actual model 
and path coefficients are shown in Figure 3 as shown above.  
 

 



384 | Sidra SIDRA, Shah Mehmood WAGAN 
Investigation of the Factors that Influence Team Performance in Project Management: The Case of 
Habib Bank Limited 

Table 9. R² for factors influencing Team Performance in Project Management 
R² Value 
Team Cohesion 0.721 
Team Communication 0.721 
Project Team Performance 0.782 

Source: own processing 
 
When analyzing the relationship between team performance and key team capabilities, 
we found that both team cohesion (R² = 0.721) and team communication (R² = 0.721) had 
a significant impact on project team performance, and their coefficient of determination 
(R²) showed that these two variables each explained approximately 72% of the variation 
in team performance. It is particularly noteworthy that the overall coefficient of 
determination of team performance reached 0.782, which further emphasizes the core 
role of team cohesion and team communication in improving project team performance. 
These high R² values not only verify the importance of these two factors but also show 
that our model has high accuracy and reliability in predicting team performance, as shown 
in Table 9. 
 
Mediation models are widely used in social science research, focusing on the mechanism 
by which an independent variable influences a dependent variable. They require strong 
theoretical support to explore meaningful mediation effects, as seen in Table 10. 
Mediation, also known as a special case of "indirect effect," can be useful for statistical 
analysis when supported properly. The indirect effect is crucial in mediation analysis, and 
the intermediary method is Bootstrapping the indirect effect. This nonparametric 
resampling procedure is known for its rigorousness and power in testing mediation 
effects. Bias-corrected bootstrap confidence intervals are the best way to detect mediation 
effects. 
 

Table 10. Test of the mediating effect of team cohesion and team communication 

Source: developed by the authors 

 
As shown in Table 11 above, the data analysis results show that, at 95% confidence level, 
team cohesion plays a significant mediating role in the impact of teamwork-based conflict 
management on team performance (β=0.158, t=3.648, BootLLCI=0.078, BootULCI=0.247), 
H11 is accepted. The confidence interval of the mediating effect of team cohesion on the 
impact of team competitive conflict management on team performance (BootLLCI=-0.117, 

Path 
coefficient 

Standard 
Deviation 

T 
statistics 

Confidence Interval Significance 

      BootLLCI BootULCI   
Avoidance Conflict 
Management -> Team 
Cohesion -> 0.034 

0.026 1.326 -0.086 0.016 Not 
significant 

Cooperative Conflict 
Management -> Team 
Communication 
-> 0.232                                      

0.048 4.745 0.147 0.338 Significant 

Avoidance Conflict 
Management -> Team 
Communication 
-> - 0.013                                             

0.039 0.312 -0.094 0.054 Not 
significant 

Competitive conflict 
management -> team 
cohesion -> 0.044 

0.035 1.308 -0.117 0.016 Not 
significant 

Cooperative Conflict 
Management -> team 
cohesion -> 0.158                         

0.045 3.648 0.078 0.247 Significant 

Competitive Conflict 
Management -> Team 
Communication 
-> - 0.047                                                

0.041 2.162 -0.336 -0.125 Significant 
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BootULCI=0.016) contains 0, β=-0.044, t=1.308, which shows that the mediating effect of 
team cohesion is not significant in this case - H12 is not true. The confidence interval of 
the mediating effect of team cohesion on the impact of team avoidance conflict 
management on team performance (BootLLCI=-0.086, BootULCI=0.016) contains 0, β=-
0.034, t=1.326, which shows that the mediating effect of team cohesion is not significant 
in this case. H13 is not true. At the confidence level 95%, the confidence interval of the 
mediating effect of team communication on the impact of teamwork-based conflict 
management on team performance (BootLLCI=0.147, BootULCI=0.338) does not include 
0, β=0.232, t=4.745, as seen in Table 11. This shows that the mediating role of team 
communication is significant. H15 is established. The confidence interval of the mediating 
effect of team communication on the impact of team competitive conflict management on 
team performance (BootLLCI=-0.336, BootULCI=-0.125) does not include 0, β=-0.047, 
t=2.162, which shows that the mediating role of team communication is significant in this 
case. H16 is accepted. The confidence interval of the mediating effect of team 
communication on the impact of team avoidance conflict management on team 
performance (BootLLCI=-0.094, BootULCI=0.054) contains 0, β=-0.013, t=0.312, which 
shows that the mediating effect of team communication is not significant, in this case H17 
is invalid. 
 

Table 11. Hypothesis test results of mediation effect 
Path 

coefficient 
Standard 
Deviation 

T statistics Confidence Interval Significance 

      BootLLCI BootULCI   
Avoidance 
Conflict 
Management -> 
Team Cohesion 
- 0.034 

0.026 1.326 -0.086 0.016 Not significant 

Cooperative 
Conflict 
Management -> 
Team 
Communication 
-> 0.232                                               

0.048 4.745 0.147 0.338 Significant 

Avoidance 
Conflict 
Management -> 
Team 
Communication 
-> - 0.013                                             

0.039 0.312 -0.094 0.054 Not significant 

Competitive 
conflict 
management -> 
Team Cohesion             
-> 0.044 

0.035 1.308 -0.117 0.016 Not significant 

Cooperative 
Conflict 
Management -> 
Team Cohesion 
-> 0.158                      

0.045 3.648 0.078 0.247 Significant 

Competitive 
Conflict 
Management -> 
Team 
Communication 
-> - 0.047                                              

0.041 2.162 -0.336 -0.125 Significant 

Source: own processing 
 
This chapter examines the impact of team conflict management on project team 
performance using empirical analysis and theoretical models. The study uses SmartPLS 4 
software to analyze 365 valid answer sheets, evaluating reliability, comprehensive 
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validity, discriminant validity, common method error, and multicollinearity. The results 
show high reliability and validity of the construction measurement model, with no 
common method errors or multicollinearity problems, as seen in Table 12.   
 

Table 12. Research hypothesis verification results 

Hypothesis Assumption 
Significance 

Results 
H1 Cooperative conflict management style has a positive 

impact on project team performance. 
Significant 

H2 Competitive conflict management style has a negative 
impact on project team performance. 

Significant 

H3 Avoidance-based conflict management style has a 
negative impact on project team performance. 

Not 
Significant 

H4 Cooperative conflict management style has a positive 
impact on project team cohesion.  

Significant 

H5 Competitive conflict management style has a negative 
impact on project team cohesion. 

Significant 

H6 Avoidance-based conflict management style has a 
negative impact on project team cohesion. 

Not 
Significant 

H7 Cooperative conflict management style has a positive 
impact on project team communication. 

Significant 

H8 Competitive conflict management style has a negative 
impact on project team communication. 

Significant 

H9 Avoidance-based conflict management style has a 
negative impact on project team communication. 

Not 
Significant 

H10 Team cohesion has a positive impact on project team 
performance. 

Significant 

H11 Team cohesion mediates the relationship between 
cooperative conflict management style and team 
performance. 

Significant 

H12 Team cohesion mediates the relationship between 
competitive conflict management style and team 
performance. 

Not 
Significant 

H13 Team cohesion mediates the relationship between 
avoidance of conflict management style and team 
performance. 

Not 
Significant 

H14 Team communication has a positive impact on project 
team performance. 

Significant 

H15 Team communication plays a mediating role between 
cooperative conflict management style and team. 

Significant 

H16 Team communication plays a mediating role between 
competitive conflict management style and team. 

Significant 

H17 Team communication mediates the relationship 
between avoidance conflict management style and 
team performance. 

Not 
Significant 

Source: own processing 

 
 
Discussion 
 
This study confirmed earlier studies on conflict management in project teams; however, 
some new insights have been added in the banking industry. For example, the positive 
effect of cooperative conflict management on team performance, consistent with prior 
studies, considered the aspect of cooperation as an important approach to enhancing 
communication, trust, and respect among team players. The present study reinforces 
these conclusions. Cooperative conflict management, team cohesion and improved 
communication sharply increase the teams' performance. These findings also agree with 



Management Dynamics in the Knowledge Economy | 387 
Vol.12 (2024) no.4, pp.371-390; DOI 10.2478/mdke-2024-0022  

earlier literature that identified collaboration in conflict resolution as key to developing a 
cohesive team environment that fosters better project performance.  
 
However, the study confirms that competitive conflict management negatively influences 
team performance; this result also confirms other research regarding the negative 
consequences of using a competitive approach to conflict because such approaches have 
resulted in lower levels of communication and higher levels of tension within a group. In 
contrast to cooperative strategies, competitive methods may decrease the possibility of 
knowledge and information sharing and free flow of communication, leading to decreased 
cohesion and morale. Such studies have gone further to indicate that competitive conflict 
management causes stress and burnout, a fact to which this present study bears 
testimony, especially about the banking setup where teamwork needs to be cohesive. The 
study further illustrates that competitive conflict management reduces team performance 
by debilitating the mediating effects of team cohesion and communication. 
 
Surprisingly, this study slightly differs from previous findings by recommending that 
avoidance conflict management does not significantly impact team performance results. 
This differs from earlier findings highlighting the negative impacts of avoidance strategies 
on team cohesion. This could be due to specific industry factors, such as banking teams 
with hierarchical and structured characteristics, or possibly negating the negative 
influence of avoidance. Results still showed, however, that avoidance does not contribute 
positively to either team communication or cohesion, thus meaning this approach is less 
effective than cooperative approaches in ensuring performance. 
 
 
Conclusions 
 
This article analyses the impact of project team conflict management on team 
performance in bank projects. It identifies that cooperative conflict management has a 
significant positive impact on team performance, while competitive conflict management 
has a negative effect. Avoidance conflict management has no significant effect on team 
performance. The impact of conflicts and contradictions on a team includes advantages 
and disadvantages. The key to determining the effect lies in the management mechanism 
and solution chosen by team members. Positive conflicts can suppress the negative effects 
of contradictions, promoting a positive working state and flexible psychological 
acceptance. Negative conflict management can lead to negative influences within the team 
and increase the possibility of members taking advantage of team performance. Team 
communication and team cohesion play a significant mediating role in the relationship 
between conflict management and team performance. Positive conflict management and 
effective team communication can balance conflicts, improving project performance. 
 
This study combines research on team conflict management at home and abroad to enrich 
and expand research on project team conflict management and team performance. It 
advocates for new-era banking, such as artificial intelligence, smart banking, and 
technology banking. The study focuses on the direct impact of team conflict management 
on project performance and the mediating effects of team communication and cohesion. 
Most previous studies were qualitative, lacking empirical research, and the integration 
relationship between conflict management modes of cooperation and competition and 
team performance has not been confirmed. The study introduces team communication 
and cohesion as mediating variables and reveals the internal impact mechanism of 
different conflict management methods on teamwork performance. 
 
This study suggests several strategies for improving project management effectiveness in 
financial institutions. First, it emphasizes the importance of teamwork-based conflict 
management to enhance team performance and efficiency. This approach requires 
comprehensive learning and professional talent promotion to address gaps in the 
research field. Second, it emphasizes the importance of team cohesion through positive 
psychological guidance and scientific job responsibilities. Third, it emphasizes the 
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importance of communication mechanisms between team members and teams to improve 
team communication. Fourth, it emphasizes the importance of conflict management 
mechanisms in implementing the service attributes of financial institutions. Fifth, it 
suggests establishing and improving project management training and mentoring 
mechanisms to ensure knowledge updates for team members. The study also suggests 
that scholars should remain passionate about learning and contribute to academic careers 
by continuously absorbing, referencing, summarizing, and thinking. By implementing 
these strategies, financial institutions can enhance their project management 
performance and achieve better results. 
 
 

Acknowledgements: This study was conducted following the ethical guidelines and 
principles set forth by the institutional review board (IRB) to ensure the protection of 
participants' rights and confidentiality. Ethical approval was obtained prior to data 
collection, with all participants providing informed consent. The research adhered to the 
highest ethical standards, ensuring that all procedures were transparent, voluntary, and 
respectful of participants' privacy. All authors declare no personal or financial conflicts of 
interest that could affect the fairness, objectivity, or interpretation of the results of this 
study. This research was not supported by any research project funding. 

 
 
References 
 
Aggrawal, S., & Magana, A. J. (2024). Teamwork conflict management training and conflict 

resolution practice via Large Language models. Future Internet, 16(5), 177. 
https://doi.org/10.3390/fi16050177   

Bai, Y., Hu, Y., Zhou, Z., Du, X., Shi, Y., & You, L. (2024). Rise above prejudice against 
personality: Association with personality and interactive collaboration in team 
creativity performance. Thinking Skills and Creativity, 52, 101539. 
https://doi.org/10.1016/j.tsc.2024.101539 

Busco, C., Walters, J., & Provoste, E. (2024). Stakeholder management within PPP-arranged 
civil engineering megaprojects: A systematic literature review of challenges, critical 
success factors and stakeholder roles. International Journal of Public Sector 
Management, 37(5), 649-671. https://doi.org/10.1108/ijpsm-10-2023-0316   

Gan, X., Jia, J., Le, Y., Liu, T., & Xue, Y. (2024). Mitigating the aftermath of relationship 
conflict between the owners and contractors: A contract enforcement approach. 
Engineering Construction and Architectural Management (ahead-of-print). 
https://doi.org/10.1108/ecam-02-2024-0208   

Gonzalez-Mohino, M., Donate, M. J., Guadamillas, F., & Cabeza-Ramirez, L. J. (2024). 
Knowledge-oriented leadership for improved coordination as a solution to 
relationship conflict: Effects on innovation capabilities. Knowledge Management 
Research & Practice, 22(4), 388-403. 
https://doi.org/10.1080/14778238.2024.2306338   

Haider, S. A., Tehseen, S., Koay, K. Y., Poulova, P., & Afsar, B. (2024). Impact of project 
managers emotional intelligence on megaprojects success through the mediating 
role of human-related agile challenges: Project management as a moderator. Acta 
Psychologica, 247, 104305. https://doi.org/10.1016/j.actpsy.2024.104305   

Han, S. J., Kim, M., & Beyerlein, M. (2024). The mediating effect of team trust on shared 
leadership and team performance. International Journal of Educational 
Management, ahead-of-print (ahead-of-print). https://doi.org/10.1108/IJEM-09-
2023-0434 

Huerta, M. V., Sajadi, S., Schibelius, L., Ryan, O. J., & Fisher, M. (2024). An exploration of 
psychological safety and conflict in first-year engineering student teams. Journal of 
Engineering Education, 113(3), 635-666. https://doi.org/10.1002/jee.20608   

Jia, J., Gan, X., Liu, K., & Le, Y. (2024). Understanding the relationship between task conflict 
and construction project performance: Uncertainty management perspective. 
Journal of Civil Engineering and Management, 30(6), 536-550. 
https://doi.org/10.3846/jcem.2024.21637   

Jia, J., Jiang, S., Xiao, L., & Lu, F. (2024). Transforming digital resources into project 

https://doi.org/10.3390/fi16050177
https://doi.org/10.1016/j.tsc.2024.101539
https://doi.org/10.1108/ijpsm-10-2023-0316
https://doi.org/10.1108/ecam-02-2024-0208
https://doi.org/10.1080/14778238.2024.2306338
https://doi.org/10.1016/j.actpsy.2024.104305
https://doi.org/10.1108/IJEM-09-2023-0434
https://doi.org/10.1108/IJEM-09-2023-0434
https://doi.org/10.1002/jee.20608
https://doi.org/10.3846/jcem.2024.21637


Management Dynamics in the Knowledge Economy | 389 
Vol.12 (2024) no.4, pp.371-390; DOI 10.2478/mdke-2024-0022  

management performance: A knowledge-based view. Engineering Construction and 
Architectural Management (ahead-of-print). https://doi.org/10.1108/ecam-01-
2024-0038   

Ju, Q., Wang, Y., Liu, H., Du, X., & Li, Y. (2024). A framework for assessing stakeholder 
interface health in complex capital projects. Engineering Construction and 
Architectural Management (ahead-of-print). https://doi.org/10.1108/ecam-07-
2023-0684   

Kunkcu, H., Koc, K., & Gurgun, A. P. (2024). Work-family conflict and high-quality 
relationships in construction project management: The effect of job and life 
satisfaction. Engineering Construction and Architectural Management (ahead-of-
print). https://doi.org/10.1108/ecam-05-2023-0499   

Musick, G., Duan, W., Najafian, S., Sengupta, S., Flathmann, C., Knijnenburg, B., & McNeese, 
N. (2024). To share or not to share: Understanding and modeling individual 
disclosure preferences in recommender systems for the workplace. Proceedings of the 
ACM on Human-Computer Interaction, 8(9), 28-29. 
https://doi.org/10.1145/3633074  

O'Neill, T. A., Aldana, A. J., Espinoza, J. A., Sperry, M. P., Brykman, K. M., & Donia, M. B. L. 
(2024). Conflict management styles assessment and feedback for student self-
awareness and team development. Assessment & Evaluation in Higher Education, 1-
14. https://doi.org/10.1080/02602938.2024.2350682   

Owolabi, H. A., Oyedele, A. A., Oyedele, L., Alaka, H., Olawale, O., Aju, O., Akanbi, L., & Ganiyu, 
S. (2024). Big data innovation and implementation in projects teams: Towards a 
SEM approach to conflict prevention. Information Technology & People (ahead-of-
print). https://doi.org/10.1108/itp-06-2019-0286   

Scarlat, C., & Barar, D.-A. S. (2024). Towards a Transcultural approach for inter-
professional communication in complex IT project teams-aiming to avoid cross-
functional and cross-hierarchical conflicts. Systems, 12(1), 10. 
https://doi.org/10.3390/systems12010010   

Sivalingam, C., & Ramaswamy, R. (2024). Sustainable stakeholder participation planning 
on the basis of analysis of competing project interest. Journal of International 
Financial Management & Accounting 35(2). https://doi.org/10.1111/jifm.12198   

Tabassi, A. A., Bryde, D. J., Michaelides, R., Bamford, D., & Argyropoulou, M. (2024). 
Leaders, conflict, and team coordination: a relational leadership approach in 
temporary organisations. Production Planning & Control, 1-21. 
https://doi.org/10.1080/09537287.2024.2313518   

Wang, P., Lu, W., & Zhang, L. (2024). How to Achieve better cooperation and performance 
in construction projects: A perspective of interorganizational conflict profiles. IEEE 
Transactions on Engineering Management, 71, 5885-5898. 
https://doi.org/10.1109/tem.2024.3371546    

Wang, S., Chong, H.-Y., & Zhang, W. (2024). The impact of BIM-based integration 
management on megaproject performance in China. Alexandria Engineering 
Journal, 94, 34-43. https://doi.org/10.1016/j.aej.2024.03.036   

Yoo, S., & Kang, J. Y. (2024). The effects of expertise diversity on efficiency and creativity 
in healthcare project teams. European Journal of Training and Development (ahead-
of-print). https://doi.org/10.1108/ejtd-06-2023-0092    

Zelenko, O., Zhdanova-Nedilko, O., Stepanenko, V., Chernyahivska, V., & Nonik, V. (2024). 
Managing conflicts within a team: Conflict resolution strategies and effective 
cooperation. Ad Alta-Journal of Interdisciplinary Research, 14(1), 69-72.  

Zhang, L., Lou, J., Fu, Y., & Ding, T. (2024). Impacts of Management approaches on conflict 
resolution satisfaction: Conflict strength matters. KDCE Journal of Civil Engineering, 
28(6), 2091-2104. https://doi.org/10.1007/s12205-024-0724-1   

Zhang, M., Liu, S., & Gao, B. (2024). Double-edged effects of innovation culture on firm 
innovation performance: Evidence from management disclosures and employee 
Reviews. IEEE Transactions on Engineering Management, 71, 7768-7781. 
https://doi.org/10.1109/tem.2024.3384254 

 
 
 

https://doi.org/10.1108/ecam-01-2024-0038
https://doi.org/10.1108/ecam-01-2024-0038
https://doi.org/10.1108/ecam-07-2023-0684
https://doi.org/10.1108/ecam-07-2023-0684
https://doi.org/10.1108/ecam-05-2023-0499
https://doi.org/10.1145/3633074
https://doi.org/10.1080/02602938.2024.2350682
https://doi.org/10.1108/itp-06-2019-0286
https://doi.org/10.3390/systems12010010
https://doi.org/10.1111/jifm.12198
https://doi.org/10.1080/09537287.2024.2313518
https://doi.org/10.1109/tem.2024.3371546
https://doi.org/10.1016/j.aej.2024.03.036
https://doi.org/10.1108/ejtd-06-2023-0092
https://doi.org/10.1007/s12205-024-0724-1
https://doi.org/10.1109/tem.2024.3384254


390 | Sidra SIDRA, Shah Mehmood WAGAN 
Investigation of the Factors that Influence Team Performance in Project Management: The Case of 
Habib Bank Limited 

Zheng, Y., Sarker, S., Huang, W., & Ma, X. (2024). The Impact of temporal reflexivity on time 
performance in NPD projects: A mixed-methods study. Project Management 
Journal, 55(4), 372-388. https://doi.org/10.1177/87569728231222149   

 

 

© 2024 Author(s). This is an open-access article licensed under the Creative Commons Attribution-

NonCommercial-NoDerivs License (http://creativecommons.org/licenses/by-nc-nd/4.0/). 

https://doi.org/10.1177/87569728231222149
http://creativecommons.org/licenses/by-nc-nd/4.0/

