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Abstract - In today’s competitive world no two minds are alike everybody has his own ways and means to tackle day to day 
problems. Every problem in workplace have hundreds of solutions. When employees with diverse background work together 
to achieve the given target. Than conflict arises in these work groups. It is due to heterogeneity between employee’s personal 
opinions. Same in the case of group cohesiveness. It acts like a force which keep all the group members together. Group 
cohesiveness and group conflicts may disturb the creative synergy factor in a work group.Objectives of that research is to find 
out the role of group cohesiveness and conflict in work groups and how these factors contribute the creative synergy and work 
performance. Previously, little attention has been given to these variables by the researchers. Software industry of Pakistan is 
chosen as our target population for this research. There are 15321 employees working in targeted software industry as per the 
initial estimations. Based on this, a statistically justified and representative sample of 382 is collected using convenience 
sampling. Data was analyzed by using SPSS version 20 for windows. Responses collected through structured questionnaire 
distribution is analyzed using statistical techniques such as frequency distribution, correlation and regression analysis. Results 
indicates that group cohesiveness and conflict positively predicts work performance and creative synergy partially mediates 
the relationship between group cohesiveness and conflict and work performance. Finding of the study will be utilize by 
executives and IT professions in the software industry of Pakistan. In addition, study findings can be employed to identify 
solutions to the related human resource problems in software industry of Pakistan. 
 
Index Terms - Cohesiveness, Conflict, Heterogeneity, Synergy 
 
I. INTRODUCTION 
 
Group work has great contribution in work 
performance in many organization. It is impossible to 
imagine an organization without conflict. Having 
conflict is something very normal in any organization 
where healthy minds exist because two normal people 
may have different options about resolving an issue, 
but there are people who cannot accept any alternate 
solution for their proposal. This may have many 
reasons which can be taken as genuine and fake at the 
same time but it may hamper the efficacy and 
ultimately the proficiency of the organization. 
Imbalance would result into a conflict which can be 
graded as inadequate performance. Resolving conflict 
can also be said as key to enhance learning process, 
group outcome, effectiveness, and a creative 
performance. Group cohesiveness and rational conflict 
with a will to resolve can contribute to create synergy 
between members of that group. Result may be 
excellent work performance. Organizational culture, 
family support, workload, technical risk, additional 
role and quick learning of new technology creates job 
stress in groups. It kills the creativity and may results 
in poor work performance (Rashidi and Jalban (1)i 
2009). Synergy is when group of people makes efforts 
then they can achieve more goals as compared to the 
individual efforts. 
 
In this modern era, people work together in groups to 
achieve different types of goals. These groups consist 
of people with different personalities. So, a 

combination of conflict and group cohesiveness are 
linked to achieve the creative synergy and 
performance of the group. Group conflict can lead to 
work performance and creative synergy in both ways. 
Group cohesiveness can have strong effect on work 
performance. These are widely recognized by past 
researchers individually or with some other variables. 
None of them uses creative synergy to check the effect 
of group cohesiveness and conflict on work 
performance. Kochan, Bezrukova et al. (2003) check 
the gender diversity on performance in US companies. 
Forsyth (1990) discovered that cohesiveness in groups 
leads to enjoyment but not creativity. Steers (1977) 
concludes that organizational commitment is not 
related to job performance. Bahtijarevic Siber (1993) 
noted that conflict have both positive and negative 
effects on organizations. None of these researchers 
studied group cohesiveness and conflict together to 
check and analyze their effect on creative synergy and 
work performance particularly in the context of 
Pakistan. 
 
II. LITERATURE REVIEW 
 
Group Cohesiveness: Every member of the team 
would like to join the winning side;however, members 
of highly cohesive group would be motivated to gain 
more. Thus, a cohesive group is a double-edged 
weapon which may have negative or positive impact 
on task performance. Yalom and Leszcz (2005) 
defined group cohesiveness as a force which acts on 
members to stay in the group. Cohesiveness must be 
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core part of group while they are working on a 
common goal. Group members feel involved and 
rewarded in most of cohesive groups (Hornsey, Dwyer 
et al. 2009). Presence of cohesiveness in groups is core 
part with group experience in medical field (Pan and 
Lin 2004, Yalom and Leszcz 2005, Reimer and 
Mathieu 2006). 
 
There is a common proverb, “All teams are groups but 
not all groups are teams”. So, there are some 
dimensions of group cohesiveness given by (Dion 
2000, Burlingame, Fuhriman et al. 2001, Norcross 
2002, Johnson, Burlingame et al. 2005). These include 
multilevel relationships, task and social cohesiveness 
and vertical and horizontal cohesiveness. 
 
Cohesiveness in the work groups is more because the 
members are more careful about the task assigned. 
Well summarized by Forsyth (2006) that a cohesive 
group would demonstrate strong emotional social task 
and attraction which would enable them to work 
together thus producing qualitative decision. It has 
been proved that convection of the members will 
correlate to the shape of decision made by the group 
(Bartis and Mitev 2008). 
 
Cohesiveness and Performance have been examined at 
groups level and meta-analyses conducted on their 
relationship shows a growing trend (Evans and Dion 
1991, Mullen and Copper 1994, Chiocchio and 
Essiembre 2009, Gully, Devine et al. 2012, 
Pescosolido and Saavedra 2012). Researcher also 
argued that performance leads to cohesiveness 
(Mullen and Copper 1994). and group cohesiveness 
leads to performance (Chang and Bordia 2001). The 
nature of cohesiveness groups reflects level of 
communication and bonding among group members 
and results in task, role commitment, group pride and 
interpersonal attraction (Rosh, Offermann et al. 2012). 
Group pride positively affects the relationship 
between performance and cohesiveness (Rosh, 
Offermann et al. 2012). Studies show positive and 
negative effect of group cohesiveness and 
performance. So, group cohesiveness is really a 
complex phenomenon (Hornaday 2014). Chiocchio 
and Essiembre (2009) conducted meta-analysis of 
cohesiveness and performance by using group type to 
distinguish the cohesiveness-performance correlations. 
Lohan, Acton et al. (2014) did research on group 
cohesiveness with decision making in software 
development groups. Soboroff (2012) discussed group 
cohesiveness with group size and commitment of 
group. Owen, Antle et al. (2013) deliberate group 
cohesiveness with relationship education. Group 
cohesiveness is analyzed with performance (Huang 
2009, Evans and Dion 2012, Harun and Mahmood 
2012). Schwanda, Barron et al. (2011) focused on 
cohesiveness in virtual groups. Wang and Huang 
(2009) investigated group cohesiveness with 
emotional intelligence and transformational leadership. 

Quoidbach and Hansenne (2009) analyzed 
cohesiveness with emotional intelligence. Group 
cohesiveness is studied by many researchers in past 
(Huang 2009, Quoidbach and Hansenne 2009, Wang 
and Huang 2009, Schwanda, Barron et al. 2011, Evans 
and Dion 2012, Harun and Mahmood 2012, Owen, 
Antle et al. 2013). 
 
Group Conflict: Besides cohesiveness, group conflict 
can have devastating effect on the performance of the 
organization. In most of the organizations, there is a 
communication gap between hierarchy. This can lead 
to conflict. By following decentralized 
communication, chances of conflict can be minimized. 
Conflict is a process of social collaboration, where 
interests and actions of members oppose, block and 
inactivate the understanding of group’s objectives 
(Jambrek and Penić 2008). Conflict occur, when 
people involve in those activities which are not 
acceptable by group or people who use the services or 
products of the organization for different purposes 
(Rahim 2002). Rahim (2002) conceptualizes conflict 
as an interactive process displayed in disagreement, or 
conflict between individual groups and organizations. 
 
Conflict can create hurdles for the group members to 
converge on the organizational goals. Everyone in 
group starts focusing on personal interest. Which can 
lead to unsolved conflict. There are people who cannot 
accept any alternate solution for their proposal. It may 
hamper the efficacy and ultimately the proficiency of 
the group. Group conflict kill the creativity and may 
result in poor work performance (Rashidi and Jalbani 
2009). Conflict is a condition in which people 
experience a clash of wishes (Dictionary 2010). In 
conflict, inconsistency in opinions is must. Good 
example is points of view on job responsibilities from 
employees. Sometimes managers can ask for 
additional tasks to be done as a part of organizational 
team performance which might be considered as 
inappropriate (Behrman, 2012). 
 
Relationship Conflict: Focus on personal issues 
between group members such as personality 
differences, values, norms, and attitudes etc. These 
conflicts became dominant after physical interaction 
(De Dreu and Van Vianen 2001, Jehn and Bendersky 
2003). It blocks the thinking capacity of an individual 
to solve problems (Roseman, Wiest et al. 1994, Pelled 
1996, Simons and Peterson 2000). Relationship 
conflict also interferes with more productive 
information processing (Simons and Peterson 2000). 
The personal negative characteristic of relationship 
conflict encourages breach of contracts (Jehn & 
Bendersky, 2003). 
 
Task Conflict: Differences among members 
regarding task being performed. Moderate levels of 
task conflict can be useful for performance like 
nonroutine tasks and innovative tasks (De Dreu 2006). 
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Past researches show that both task and relationship 
conflict have negative effect on group performance 
(De Dreu and Weingart 2003). Group work activities 
includes actual task and process of doing the task to 
achieve goals (Hinds and Bailey 2003). Both of these 
conflict falls under task conflict (Simons and Peterson 
2000, De Dreu and Weingart 2003). Task conflict 
positively affect the work performance as differences 
in task issues can leads to cognitive thinking (Simons 
and Peterson 2000, De Dreu 2006). Disagreements 
about logistical and delegation issues fall under 
process conflict. Process conflict has its own dynamics 
than other conflict types (Jehn 1997, Jehn and Mannix 
2001, Hinds and Bailey 2003, Greer and Jehn 2007, 
Jehn, Greer et al. 2008). 
 
Jehn, Greer et al. (2008) studied conflict with group 
outcomes. Jehn, Greer et al. (2008) also checked the 
group conflict with work place diversity. Jehn, 
Rispens et al. (2010) worked on link between conflict 
irregularity on individual/work group outcomes. 
(Matsuo 2006) checked the relation between customer 
orientation and innovation with the help of conflict. 
Kotlyar and Karakowsky (2006) concluded that 
leadership behavior also effects the cognition and 
conflict between group members. According to Hon 
and Chan (2013) group conflict and stress effect work 
performance in both way. According to (Kankanhalli, 
Tan et al. 2006), studied global virtual teams conflict 
and circumstances under which conflict affects group 
(Li, Chun et al. 2012) works on how group leader is 
affected by conflict and emotional stability. Hsu and 
Chou (2009) measured the effect of collaboration 
between virtual team members on theconflict and 
network structure of virtual groups. Lewis and Smith 
(2008) tested the impact of problem solving 
preferences on group conflict and performance. 
Kranton, Pease et al. (2012) studied group conflict 
with identity and social preference. Further research 
can be done to fill that gap to analyze link between 
these variables. 
 
Creative Synergy: Creativity is a core part of human 
progression and with that, society is able to address the 
numerous problems that the world faces each and 
every day (Amabile and Pillemer 2012). Creativity is 
the first step towards innovation. It is essential to 
develop new things while innovation, implementation 
and application of ideas (Amabile, Conti et al. 1996, 
West 2002). In many organizations, teams are formed 
in order to achieve highest success. The way of 
utilizing these teams in organizations clearly shows 
that high level of expectations is demanded from 
teamwork to get advantages from organization’s 
process and output (Hertel 2011). According to 
(Harwood 2013). The word “synergy” comes from 
Greek word synergos, which means working together 
in a team or group to achieve common group goals or 
targets. Many researchers defined synergy in various 
ways. Greek philosopher Aristotle’s famous quote 

says “the whole is more than the sum of its parts”. 
According to (Larson 2007, Larson 2010), group 
synergy refers to an achievement in group 
performance as compared to sum of individual 
performances that is attributable to group interaction. 
According to (Holtzman, Puerta et al. 2011), good 
team will give extra value to the company by uniting 
strengths and synergies of individuals to make whole 
is greater than sum of its parts. Companies want 
collaboration when they decide for making work 
teams (Larson 2010). Group synergy as a goal attain in 
group as compared to total individual efforts (Larson 
2007, Larson 2010). Ram, Khoso et al. (2011) said 
successful collaboration in group will leads to creative 
and innovative solutions.  
Creative synergy is a type of group synergy and is 
defined as same as group synergy except that it has to 
do with the group performance revolving specifically 
around ideational tasks and the group of creative ideas. 
Creative synergy refers to a performance output due to  
group interaction when working on idea-generation 
tasks (Kurtzberg 2005, Larson 2010). Kurtzberg and 
Amabile (2001) also explain creative synergy as 
resulting from the simultaneous forming, sharing, 
adapting, and inspiring of ideas by a group. Group 
cognitive synergy is defined by (Curşeu 2006, Curşeu, 
Schruijer et al. 2007) as group level cognitive 
structures that emerge from the interactions among 
group members and the growth of their individual 
cognitive structures. And group cognitive complexity 
is a measure of group cognitive synergy (Curşeu, 
Schruijer et al. 2007, Curşeu, Schalk et al. 2010). It 
occurs at the group level where the ideas are generated 
by groups instead of individuals. This distinction of 
creative synergy is the basis for understanding the 
performance gains in teamwork when the tasks 
involve creativity and the pool of ideas. So, creative 
synergy plays critical role in group work. In general, 
synergy is described as increased performance by 
sharing skills and other assets of an organization. 
Synergy may yield higher joint return on resources 
than the sum of individual efforts. In order to further 
explain that, firm’s overall performance may be 
greater than the simple aggregate of parts. In previous 
research Curseu and Schruijer (2012) concluded that 
group norms create group synergy that ultimately 
leads to the better decision quality, and higher group 
rationality. Paulus and Yang (2000) studied creative 
synergy with brainwriting. According to (Haats 2012), 
speed-storming can affect creative synergy in both 
ways (positive and negative). The importance of 
sharing ideas and the forced interactions that occur 
during speed-storming have been found as potentially 
supportive factors for the facilitation of creative 
synergy whereas the existence of evaluation 
apprehension and the effects of personality as well as 
the limited interactions derived from the 
speed-storming protocol have been found as 
potentially supportive factors for its inhibition. 
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Work Performance:Performance is a belonging of 
behavior, or, simply stated, what persons do at work 
(Ellis and Sorensen 2007). (Rafferty, Maben et al. 
2005) describes work performance as an individual 
variable. There are several key features to Campbell's 
conceptualization of work performance which helps 
explain what work performance means. Campbell, 
Sayer et al. (2002) defined performance as a virtual 
desert. Work Performance has many dimensions. 
Borman and Motowidlo (1993) clarify both task and 
contextual performance. Task performance as an 
individual’s skill to accomplishes goals which helps 
the organization. It has direct (manufacture workers) 
and indirect influence (employees). Contextual 
performance refers to actions effect organizational, 
social, and psychological situation in which 
organizational goals achieved. Contextual 
performance contains not only behaviors but also 
suggestions about how to progress work measures 
(Morrison and Phelps 1999). 
 
Task Performance: Also, have further five 
dimensions. Five performance mechanisms given by 
(Campbell, McHenry et al. 1990, Campbell, Gasser et 
al. 1996, Motowidlo and Schmit 1999), these five 
measures the task performance, job specific task 
talent, non-job specific task ability, written and oral 
communication ability, supervision in the case of a 
managerial or leadership position and organization. 
Each of these features includes a number of sub issues 
which may vary among non-jobs. Like management 
factor includes planning, organizing, guiding, 
directing, motivating, physical activity, training, 
communication efficiently and keeping others 
conversant (Borman and Brush 1993). In current 
years, researchers paid consideration to key facts of 
task performance. Like modernization and customer 
oriented behavior become increasingly significant as 
organizations put greater importance on customer 
service (Anderson and King 1993, Bowen and 
Waldman 1999). 
 
Contextual Performance: Comprises organizational 
nationality behavior with its five workings generosity, 
thoroughness, public asset, politeness, and 
sportsmanship (Organ 1988). Some parts of 
organizational artlessness Like helping colleagues, 
defensive organization (George and Brief 1992) and 
organizational behavior (Brief and Motowidlo 1986). 
The more practical behaviors include personal 
creativity (Frese, Kring et al. 1996, Frese, Fay et al. 
1997, Frese, Garst et al. 2000), voice (Van Dyne and 
LePine 1998), and taking responsibility (Morrison and 
Phelps 1999). Thus, contextual performance is not 
only set of even behaviors, but is in itself a 
multi-dimensional idea (Van Dyne and LePine 
1998).Research shows that engagement and 
performance are connected to customer satisfaction 
(Coffman, Gonzalez-Molina et al. 2002, Perrin 2003, 
Heintzman and Marson 2005, Ellis and Sorensen 

2007). Work performance also discussed with partner 
diversity. Because partner choice is important since 
retrieving new skills from partners (Hagedoorn 1993, 
Doz and Hamel 1998). Previous studies reviewed the 
association among partner appearances and numerous 
firm performance events. Hagedoorn and Schakenraad 
(1994) found that association partners are more 
significant than the complete number of associations. 
Stuart (2000) found that firms attain higher invention 
and growth rates when the association partners are 
larger and have more technical capitals. Goerzen and 
Beamish (2005) found that variety in Japanese firms’ 
foreign secondary networks in terms of business and 
country circumstantial had a U-shaped relationship 
with business performance. Prior studies have found 
self-efficacy to be linked to both performance 
(Tierney and Farmer 2002, Choi 2004, Tierney and 
Farmer 2004, Jaussi, Randel et al. 2007, Shin and 
Zhou 2007, Gong, Huang et al. 2009) and imagination 
work connection (Carmeli and Schaubroeck 2007) in 
employees. Offermann, Bailey et al. (2004), argued 
that emotional intelligence better forecast performance 
on student teamwork schemes and on ratings of 
leadership. While a reasoning aptitude amount better 
predicted student performance on individual reasoning 
tasks like tests. Researchers accepting various 
theoretic viewpoints have maintained that business 
group ties have performance enhancing benefits for 
associates (Yiu, Lu et al. 2007). Enchanting up the 
melody of business groups as a reply to market 
failures. 
 
III. THEORETICAL FRAMEWORK AND 
HYPOTHESIS 
 

 
Theoretical framework includes four variables (Group 
Cohesiveness, Group Conflict, Creative Synergy and 
Work Performance). We take group cohesiveness and 
group conflict as independent variables and work 
performance as dependent variable. Creative synergy 
mediated the relationship between group 
cohesiveness, group conflict with work performance. 
In order to answer the above problem statement, we 
have formulated four different hypotheses as follows: 
 
H1: Group cohesiveness has direct effect on work 
performance. 
H2: Group conflict have direct effect on work 
performance. 
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H3: Creative synergy mediates the relationship 
between group conflict and work performance. 
H4: Creative synergy mediates the relationship 
between group cohesiveness and work performance. 
IV. RESEARCH METHODOLOGY 
 
We used GCS scale for measuring group cohesiveness 
by Van Andel, Erdman, Karsdorp, Appels, & 
Trijsburg, (2003). It consists of 25 items. Relationship 
conflict scale developed by Jehn (1994, 1995).Task 
conflict scale developed by Jehn (1994, 1995).The 
Jones synergy scale is used to measure creative 
synergy between group members. The eight-item 
Jones synergy scale showed corrected item-total 
correlations of 0.6 to 0.7.We used both task and 
contextual performance scale in order to measure 
performance of employees.Our research is 
quantitative because each response was assigned a 
specific number in order to quantify the results. 
Quantitative research methods attempt to maximize 
objectivity, reliability, and generalize ability of 
findings. 
 
Population of this study was comprised of employees 
in software houses of Lahore. In this study, we choose 
IT professionals as our population because they 
mostly work in a group to achieve common goals. We 
targeted only those software houses in Lahore, which 
are listed in P@SHA. It is a regulatory authority which 
controls all the IT industry in Punjab. Total population 
of software houses in Lahore is 15321.The sampling 
size used for this study was comprised of 375 
employees of the software houses in Lahore. We used 
(Krejcie and Morgan 1970) formula to calculate 
sample size. Formula is [s=X2 NP (1-P) d2 (N-1) + 
X2P (1-P)].Convenient sampling is used in this 
research paper.  
 
Research questionnaire consists of total six 
measurement scales. Each scale helps to measure 
some specific variable dimensions. Group 
cohesiveness scale consists of 25 items. All items are 
used to measure the group cohesiveness in software 
development groups. Likert scale (1=strongly disagree 
to 5=strongly agree) is used in all items. It helps to 
measure the cohesiveness within group members. 
Creative synergy scale helps to measure level of 
synergy between members of group. 8 items scale is 
used to measure creative synergy. Standard Likert 
scale (1=strongly disagree to 5=strongly agree) is used 
to measure these responses.Task performance scale 
comprises of 13 items. Each item uses Likert scale 
(1=strongly disagree to 5=strongly agree) to measure 
their impact on IT professionals.  
 
Contextual performance scale is used to measure 
impact. 16 items are used to measure contextual 
performance of IT professionals. All items are 
measured on Likert scale (1=strongly disagree to 
5=strongly agree).Relationship conflict scale includes 

total 4 items. Each item is used Likert scale to measure 
the impact of conflict on groups.Task conflict focuses 
on 3 items to measure the task conflict between 
software groups. 
V. RESULTS 
 
Correlation Analyses: Pearson correlation is 
conducted to examine the association between study 
variables as presented in Table 1 (see Appendix). 
Group conflict measured through group cohesiveness, 
creative synergy and work performance are moderate 
positively correlated with each other r = .491, p = 
0.000, r = .516, p = 0.000 and r = 633, p = 0.000 
respectively. Variables measuring group cohesiveness 
showed moderate positive associations with each other 
because correlation coefficients between group 
conflict, creative synergy and work performance were 
r = .491, p = 0.000, r = .607, p = 0.000 and r = .635, p = 
0.00, respectively. Creative synergy has moderate co 
relation with group conflict (r = .491, p = 0.000). but 
creative synergy and work performance are highly 
correlated with group cohesiveness r = .609, p = 0.000 
and r = .649, p = 0.000 respectively. Creative synergy 
is highly correlated with group cohesiveness and work 
performance in positive way r = .607, p = 0.000 and r = 
.635, p = 0.000. But creative synergy has moderate 
relationship with group conflict (r = .516, p = 0.000). 
Lastly work performance shows high correlation with 
other variables like group conflict, group cohesiveness 
and creative synergy r = .633, p = 0.000, r = .649, p = 
0.000 and r = .635, p = 0.00 respectively. Because of 
high positive correlation between group cohesiveness 
and work performance (r = .649, p = 0.000), it satisfies 
our Hypothesis 1. Group conflict and work 
performance are also positively correlated with each 
other (r = .633, p = 0.000). So, Hypothesis 2 is also 
gratifying. 
 

 
To test the hypothesis 1, we used simple linear 
regression model by taking group cohesiveness as 
predictor variable and work performance as dependent 
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variable. In table 11, It is observed that group 
cohesiveness positively predicts work performance as 
b=.687, p = 0.000. In addition, R-2 value = .419, F = 
275.866 indicates that 41.9% variation explained in 
work performance is determined by group 
cohesiveness with. Results of the regression analysis 
supported hypothesis H1. 
 

 
 
In order to test the hypothesis 2, simple linear 
regression model is used by taking group conflict as 
predictor variable and work performance as dependent 
variable. In table 12, It is observed that group conflict 
positively predicts work performance as b=.476, p = 
0.000. In addition, R-2 value = .398, F = 253.415 
indicates that 39.8% variation explained in work 
performance is determined by group conflict with. 
Results of the regression analysis supported 
hypothesis H2. 
 

 
 
To test the hypothesis 3, we used simple linear 
regression model by taking Group cohesiveness as 
predictor variable and creative synergy as dependent 
variable. In table 13, It is observed that group 
cohesiveness positively predicts creative synergy as 
b=.809, p = 0.000. In addition, R-2 value = .367, F = 
221.704 indicates that 36.7% variation explained in 
creative synergy is determined by group cohesiveness 
with. Results of the regression analysis supported 
hypothesis H3. Regression Analysis for Group 
Cohesiveness and Creative Synergy 
 

 
 
In hypothesis 3, we used multiple linear regression 
model by taking Group cohesiveness as predictor 
variable and work performance and creative synergy 
as dependent variable as shown in table 14. It is 
observed that group cohesiveness positively predicts 
work performance and creative synergy as b =.441, p = 
0.000 and b =.304, p = 0.000respectively. In addition, 
R-2 value = .510, F = 199.479 indicates that 51% 

variation explained in work performance and creative 
synergy is determined by group cohesiveness with. 
Results of the regression analysis supported 
hypothesis H3. 

 
Sobel test is used to check the mediation role of 
creative synergy on group cohesiveness and work 
performance. Sobel test values P = 0.002, t = 3.0187 
shows that there is partial mediation of creative 
synergy. Results of Sobel test supported hypothesis 
H3. 
 

 
 
To test the hypothesis 4, we used simple linear 
regression model by taking Group conflict as predictor 
variable and creative synergy as dependent variable. In 
table 16, It is observed that group conflict positively 
predict creative synergy as b=.488, p = 0.000. In 
addition, R-2 value = .264, F = 137.723 indicates that 
26.4% variation explained in creative synergy is 
determined by group conflict with. Results of the 
regression analysis supported hypothesis H4. 
 

 
 
To test the hypothesis 4, we used multiple linear 
regression model by taking Group conflict as predictor 
variable and work performance and creative synergy 
as dependent variable as shown in table 17. It is 
observed that group conflict positively predicts work 
performance and creative synergy as b =.313, p = 
0.000 and b =.334, p = 0.000respectively. In addition, 
R-2 value = .527, F = 213.661 indicates that 52.7% 
variation explained in work performance and creative 
synergy is determined by group conflict with. Results 
of the regression analysis supported hypothesis H4. 
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Sobel test is used to check the mediation role of 
creative synergy on group conflict and work 
performance. Sobel test values P = 0.000, t = 8.2145 
shows that there is partial mediation of creative 
synergy. Results of Sobel test supported hypothesis 
H4. 
 
DISCUSSION AND CONCLUSION 
 
Present research study proposes the relationship 
between group cohesiveness and conflict, creative 
synergy and work performance. The results of the 
study fully supported the H1 hypothesis that is group 
cohesiveness positively predicts the work 
performance. Previous researches shows that group 
cohesiveness leads to performance (Chang and Bordia 
2001).The H2 hypothesis is also fully supported by the 
results that is group conflict predicts the work 
performance (R-square adjusted = 39.8%). As, data is 
collected during the second last month of the year. in 
which IT professionals have to take some big 
decisions due to closing of financial records and heavy 
workload which results in creativity and high work 
performance. Present research findings entirely 
support the H3 hypothesis that is creative synergy 
mediates the relationship between group cohesiveness 
and work performance. In previous research (Curseu 
and Schruijer 2012) concluded that group norms that 
stimulate collaboration and participation create group 
synergy that ultimately leads to the emergence of 
complex collective cognitive structures, better 
decision quality, and higher group rationality. H4 
hypothesis fully supported by analysis that is creative 
synergy mediates the relationship between group 
conflict and work performance. 
 
RECOMMENDATIONS AND LIMITATIONS 
 
The study sample size is not large enough due to 
unfavourable weather condition and financial 
restrictions. The similar study can be conducted in 
future with greater sample size. The present article 
only investigates the group cohesiveness and conflict 
with creative synergy and work performance while the 
future research can be conducted with other social 
science variables such as group performance, group 
productivity, group outcomes and behavior which are 
not included in current study. Same study can be 
conducted in other industrial setup such as banking 
sector, FMCG’s, telecommunication sector and 
engineering sector.  
 
IMPLICATIONS 
This study can utilize by executives’ members and IT 
professionals in different departments of software 

industry like business development, maintenance 
publication of software and solve HR related problems 
in Pakistan and global setup. 
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