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An Empirical Study: China TM TsM anbers Value Congruence and Conflicts,
and Team Performances
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of Sciences,Beijing, China; 3 Chinese U niversity of Hong Kong, Hong Kong, China)

Abstract: W hether conflicts anong TM T meanbers could be effectively resolved isone of mpor-
tant factors influencing fimm performances Rather than investigating demographic information that
has been heavily researched in existing literature, the mpact of TM T manbers value congruence on
the wo typesof conflicts (task-type and of relation-type conflicts) w ere exam ined theoretically,. T™M T
data collected in 118 fimm s from telecom industry w ere analyzed It isfound that value the congruence
would influence relation-type conflicts anong TM T menbers negatively, which in turn, have mpacts
on enployee outoomes The moderating effects of firm environrment w ere also tested Results show
that negative influence of relation-type conflicts between TM T members becomes stronger in a com-
petitive firm environment than in a less competitive fim one
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