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ABSTRACT —Companies are dedicated to improving research and cooperative conflict (Deutsch, 1973; Johnson & Johnson,
development (R&D) capacity to excel in market competition. 1989; Tjosvold, 2008), which are worthy of further discussion.
Designers that share the same values and communicate and interaglence, we use business design teams as the subjects to
effectively are more likely to assist and cooperate with each otherexplore the relationships among the social interdependence,
maklng loyal contnputlons to the companles..Thls.study explores th@eam conflict, team cooperation, work values, and loyalty of
influence of task interdependence on engineering designers aneesigners. The results can drive the theory development of

examines cooperative conflict as a phenomenon. By conducting ;
questionnaire survey with 1000 consumer electronics manufacturer onflict managerr_]ent ?‘”d R&D management and serve as a
reference for engineering design managers.

in Taiwan, we collected information regarding 339 design teams.
Subsequently, we divided the teams based on various types of task ) 1. LITERATURE REVIEW

interdependence before analyzing 28 cases of product developmeAt Task interdependence

performed by these teams and investigating the cooperation and The interdependence among R&D team members can
conflict between the team members. The results showed four types bé considered as positive interdependence when members
task interdependence, namely, “Concretes”, “efficiency”, cooperate most efficiently to develop target market products.
“concordance”, and “specialization”. Design teams featuring Task interdependence can be examined from two perspectives:
different types of task interdependence exhibit differing combination eam job design and team member perception. From the

in terms of the forms of team cooperation, team conflict, loyalty, an . : . Lo
work values. Previous research has rarely addressed the conflict an ers_pectlve of team job design, memb_ers myst take_lnltlat|ves
integrate and share raw materials, information, and

cooperation of engineering designers within teams, and this stud 0 : ; .
fills the research gap while offering specific recommendations forProfessional knowledge with other members to achieve
management practices. expected performance. With a higher level of interdependence

and job difficulty, people have a stronger need to receive
KEYWORDS — Task interdependence, design team, teamassistance from other people’s work results (Van der Vegt&

cooperation, team effectiveness, conflict Van de Vliert, 2002). From the perspective of team member
perception, interdependence is the perception that team
[. INTRODUCTION members must depend on other members to complete their

“The next society will be a knowledge society. tasks (Turner & Lawrence, 1965). By examining interactions
Knowledge will be its key resource, and knowledge workersamong R&D team members, we believe positive team
will be the dominant group in its workforce” (Drucker, 2006; interdependence strengthens the sense of responsibility a
2012). Bonuses and stock options no longer suffice agperson holds toward other team members. For example,
incentives to motivate designers, a type of knowledge workergeople assist other team members in their work while
to fully demonstrate their abilities and contribute. Designerscompleting their own work; people feel as miserable when
are loyal to their profession rather than the institutions thathey fail as when they cause other people to fail; teams with
employ them. Therefore, managers should treat designers dsgh interdependence strengthens individual people’s
partners rather than employees of an organization, avoidingchievement motivation and helping behavior (Matsui et. al.,
making direct orders and commands. Drucker indicates that td987). Therefore, we adopted the perspective of team member
cooperate with partners, one must first understand their valuegerception to explore the interdependence team members
objectives, and expectations. Previous studies on theerceive when performing tasks, without discussing the factor
relationship between team conflict and cooperation focusedf team job design.
on issues such as cooperation within a group (Saavedra et al., Judging from the nature of work performed by
1993; Tjosvold, 1988), conflict management (Jehn, 1995), angngineering designers, team members who do not commit
team performance (Wageman, 1995). However, the majoritthemselves to fulfilling the task affect team performance after
of these studies explore the influence of interdependence oa team task is initiated. High task interdependence can trigger
conflict or the influence of interdependence on cooperationa sense of responsibility in designers, motivating designers to
respectively, without investigating the interactions among themprove personal performance while cooperating with and
three factors. In addition, few studies have used engineeringjelping others, ultimately completing a task efficiently.
designers as the research subject. Nevertheless, tH8. Team cooperation
co-opetition theory developed based on the social Team cooperation can reflect the extent to which
interdependence theory introduces concepts such amembers value the shared goals and interests of a team.
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Conflicts arise when members care only about self-interestallows teams to function and orients individual behavior
and personal traits or pay excessive attention to persondabward a group, ultimately enabling members to accomplish
independence (Chatman & Flynn, 2001). Team cooperatioieam tasks (Hackman & Oldham, 1976). Daily and Bishop

(2003) stated that team cooperation is where employeeachieve the shared goal by assisting each other and
can resolve conflict and formulate regulations whencommunicating openly. Competitive conflict is where
encountering multiple and complex problems. Schmidt andmembers perceive their goals as different from those of other
Kochan (1972) argue that both concepts involve incompatiblenembers and thus believe they can accomplish their own
member goals although the nature of the two concepts variegjoals only by sacrificing the goals of other people. Therefore,
the most significant difference being the perception ofaccording to the coopetition theory, directing team conflict
interdependence. Competition is where people achieve theitoward cooperative conflict can affect organizations positively.
goals without obstructing other people; in this situation, We conclude that the schools of conflict classification and
people do not perceive themselves as interdependent on otheoopetition management both agree conflict can affect
people. By contrast, conflict is where members are aware operformance positively under particular conditions or
job interdependence but the goals of the members areircumstances. In addition, R&D teams are characterized by
incompatible with each other. However, cooperation andpositive interdependence, where conflict occurs while both
conflict are two different concepts. Conflict is where parties work to achieve team goals (Deutsch, 1973; Tjosvold,
individual people perceive that conflicting and incompatible 1991).
expectations or uncompromisable desires exist within a team Robbins et al. (2003) argue work values lead people to
(Jehn&Mannix, 2001). Therefore, the levels of conflict and develop biased perception of work itself and the real meaning
cooperation within R&D teams are correlated. Team membersf work, such as economic rewards, industriousness, loyalty,
often compete against and cooperate with each otheinterpersonal relationship, social status, and self-realization.
simultaneously. Members pursue common interests by sharingvork values act as standards based on which people offer
knowledge while using the shared knowledge as a competitivéhoughts and behave (Feather &Rauter, 2004). Pisarski et al.
edge to exceed their peers. Competition affects the resourq@008) state employees are less likely to come into conflicts
allocation in organizations and uneven resource allocatiorwithin organizations when the ideas or values held by
may also result in conflict (Tsai, 2002). Therefore, employees and teams match. Netemeyer et al. (1997) find
transforming team conflict to cooperative conflict enablesconflicts are likely to arise when individual and organizational
members to adopt other people’s views with an open heart andalues contradict. Lockspeiser et al. (2008) show employees
ultimately enhances team performance (Tjosvold, 1998)are likely to apply similar experience to resolve the problems
Competition and conflict are two similar concepts. they encounter when the values they hold are similar to those

Ulrich and Eppinger (2015) suggest successfulheld by surrounding members; hence, a difference in opinion
companies must organize R&D team members effectivelyis unlikely to occur.

R&D teams consist of individual designers and developers The majority of scholars regard organizational
that are linked with each other. The link between membercommitment as people’s willingness to contribute effort and
can be categorized into the following two types: linked by energy to an organization. Simultaneously, people identify
function or project. In functional organizations, the chief with and are loyal to organizational values. In action, these
cooperation exists between members who perform similapeople are willing to contribute to and work hard for the
functions, and in project organizations, the chief cooperatiororganization, hoping that they can continue to be part of the
exists between members who execute the same projectsrganization (Moliner et al., 2014). Therefore, identification
Ulrich and Eppinger (2015) further state that the two typeswith values is positively related to loyalty. When designers
may overlap, resulting in lightweight project matrix identify with the values of teams and organizations, the values
organizations and heavyweight project matrix organizations.of both parties are highly consistent. Therefore, designers are
By referencing the findings of Ulrich and Eppinger (2015), more loyal to an organization when they share the same
we explore, by examining the links of team cooperation, howvalues with the teams to which they belong. In other words,
engineering designers accomplish team goals with othedesigners are more committed to an organization, willing to

people and how designers interact with other people. cooperate with the organization and actively participate in
organizational tasks.
C. Team conflict, work values and loyalty In summary, we can infer that conflicts are less likely to

Managed appropriately, conflict can yield benefits for occur when R&D team members share the same values or
organizations (Tjosvold, 2008). For example, Passos&goals. When members share the same goals with an
Caetano (2005) indicate, based on the group decision theorgrganization, they are loyal to the organization and are willing
that team conflict is beneficial for achieving critical thinking to work hard to achieve organizational goals. When members
and ultimately benefits decision-making. From the perspectivesharing the same goals gather, they play appropriate roles
of cognition and learning, conflict can facilitate team depending on their capabilities, pursing the shared goals
decision-making processes, enhance the level of detail invholeheartedly.
decision selection (Putnam, 1994), and improve member 1. RESEARCH METHODS
cognition of the decision-making process (Simons & Peterson, We conducted a questionnaire survey on consumer
2000). Therefore, Deutsch (1973) divides conflict into electronics manufacturers operating in Taiwan to collect
competitive and cooperative conflict. Specifically, cooperativeinformation regarding task interdependence within the
conflict is where members emphasize a cooperative goal andngineering design or product development teams of these
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companies. The data were used to analyze the types of task

interdependence existing in the corporate design teams. To Using case analysis, we conducted in-depth interviews
design the questionnaire items, we referenced studies such agth R&D team leaders by randomly sampling eight design
Kiggundu (1983). From the database, we randomly sampledeams from each of the four task interdependence types
1000 engineering design or product development teams imbtained from the questionnaire survey and analysis. In total,
consumer electronics manufacturers and sent out 100Qve interviewed 28R&D team leaders and invited the
questionnaires. After constantly requesting replies, weinterviewees to use their new products representative for the
obtained valid samples from 339 R&D team leaders, for ayear’s innovation as the basis for answering questions relating
response rate of 33.9%. Conducted a reliability analysis of théo the team cooperation, team conflict, loyalty, and work
data collected from the questionnaires and used principabalues within theirR&D team. Table 2 shows the companies at
components factoring, a factor analysis method, to categorizevhich the interviewees’ worked, the interviewee’s job titles,
variables of task interdependence into the following five and case company names.

factor dimensions: ‘“interaction and practicality”, Table2:Types of task interdependence, company executives
“communication quality”, “cooperation and identification”, interviewed, and case products
“perceived value”, and “goals and vision”. Based on these six_ =" T~ T erson _ Years  [~,od
principal dimensions, we clustered the 339 design teamsi,t@/r%ependenceamg ye| iﬁtewieweﬁ Interviewee| '”rrcl)Qé/gt'O” No.
classify characteristics of the team samples into various types: Acer  [|Assoc. Manage |Ku, H.C gaﬂmng al
A two-stage cluster analysis was performed in this study R&D Depart _ table
(Anderberg, 1973; Punj& Stewart, 1983). First, we employed Beng |Manager, Depart. ¢|Liang, G.C |Digital az
Wi ) : : Engineering Desic cameri
ard’s method, a cluster analysis method, to normalize the Senior Manage Mok, SK_[Smart =
data when inputting the variables. Therefore, all variables ASUS  |Depart. of _ watch
shared the same unit. Subsequently, we used R2 and statistical o ll\f/lng'nee”“él&'%es'f = L lsman ;
prediction rule (SPR) and determined that the optimal numbercoicretes | |Depart e &
of clusters for 339 team samples was foet £ .689, SPR Liteon  |Senior Manage  |Pai, H.C _|Mini ak
= .009). In the second stage, we employed the K-means Eggﬂé—eﬁfng Desic projector
method, a method of non-hierarchical cluster analysis, |to Genir [Manager, R&C  [Fo, H.S |Photo carc | a€
reassign the samples to the most nearby cluster center based Depart reade
on the four cluster centers identified in the cluster analysis Manager, Produci |Pang, F. + [Smart pug | a7
. . . . Tatung R&D Division
conducted in the first stage. Ultimately, we categorized the ImporteF [R&D Director, R&D|Tsal, C.C. [LED b1
samples into four types. To understand various types |of Depart projecto
samples and investigate the differences between varipus Moshi /SSSOC- M?nMageh Hu, M.F LE%_ b2
strategy factor components and the characteristics of varipus oSNl |Debey O Mechaniy g
types of_ samples, we used the .five factor dimensions and PO Senior Manage _ |Lin, W.B. |Hear-Rate | b3
variable items as independent variables and employed the four R&D Depart Smartwatc
types as dependent variables to conduct one-way MANOVA. Cleve éfg%gfgr‘fg“ Chen, S. ¢ Network | b4
The results showed Wilks’ lambda reached a level |of EfﬁCEi‘énCy recorde
significance of .01, indicating the four types differed Herar  |Manager, Depart. ([Hung, U.C |Bluetooth | b5
P : : ; Innovation and R&lI Hi-Fi
significantly among the six dimensions. We further analyzed Toongr [Director, New Tao CF TWireless | b6
and named the four types based on their scores among the six Products ’ Hi-Fi
factor dimensions, and the four types of task interdependence B.e‘./e.'opment
are Concretes, efficiency, concordance, and specialization ision o B T b7
Table 1). S ificall 69 [ ized " Manager, Depart. 0 9. b it
(Table 1). Specifically, samples were categorized |as Meiloon ! . music
. Mechanic Design
Concretes (20.4%), 95 as efficiency (28.0%), 61 gas o e E:%eg - ;
concordance (18.0%), and 114 as specialization (33.6%). " |fechnology Office | I
Table 1:Single factor ANOVA for all factors in each strategig Transce |Manager, R&C Wong, B.T |Car videc | c2
types d Depart recorde
. - - - - Behavior Manager, Depart. ¢ [Teng, W.S [Smart wate| c3
Dimensions Average factor scorein eachdimension F P - Engineering Desic . dispenel
Concretes | Efficiency |Concor dance|Specialization C. Avision I\E/Ianager,_ Depart. ¢|Jin, S.C Portable c4
- 00%|| Concordance |~ ngineering Desic _ scanne
Interaction and_ 157 660 _ag7 | 14154) CviLux |Senior Manage |Ching, C.C [Carry c5
practicality 55° gepart. of Des power
Communicatiol 27.336|. ngineering Desi¢
quality -.344 .598 -.857 -1.114 S&T R&D Chief, Yang, C.M [Smartait | c6
- < Technology Office purifier
Cooperation 16.718|.00 Mitac Manager, Deart. of [Ko, K.Z.  [Bike c7
and -.463 -.257 -.693 413 Product R&L navigatior
identification Portot  [Vice Tung, S.L [Mosquito dl
Perceived valup.566 .849 -513 .097 | 23.458|.00* El;sldent,Depart. of trap
*
\ﬁ;’f"o'rsl and | 576 |-.a64 -748 g | 17:576)-00 N I e A A
Specialization E—— gggigt l\/(l)?nage @ CH Egg&isnegt a3
Notes “*” represents reaching a significance level of 0.01. ake Engineering Desic
Herar Assoc. Manage Chong, Inverter air | d4
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Bfo%irgt?rf]r']\lofl\gtio M.C. conditione emotion (F4), process (F5), methodological(F6)
Apace [Manager, Depart. ([Fang, H.< [Flash drivi | d5 Loyalty: Identlflcatmn with organizations (Ll),.proact|V|ty
R&D Desigr (L2), cooperation and compliance (L3), devotion to duty (L4)
ZyXEL ll\?/lggagery Depart.c [Chien, L.F \r/(\)ﬁu-tFei‘ de Work values: Social glory (V1), remuneration and benefits
Siicon | Senior Manage —|Ma, CM |Gaming T _(V2), autonomy (\/_3), sense of ach|evem_ent (V4),
Power |Depart. of Mechani¢ keyboard mterpersc_)nal relationship (V5), work environment (V6)
Desigr Design teams featuring Concretes as the type of task
interdependence were characterized by project-based links as
IV. FINDINGS the primary form of team cooperation (T2). Design teams

Table 3 shows the relationships among teamfeaturing efficiency as the type of task interdependence were
cooperation, team conflict, loyalty, and work values in designcharacterized by lightweight matrix-based links as the primary
teams featuring differing types of task interdependenceform of team cooperation (T3). Design teams featuring
Specifically, the most common type of team cooperation wagoncordance as the type of task interdependence were
function-based and lightweight matrix-based links (8& 9 characterized by lightweight matrix-based and heavyweight
cases for T1 and T3, respectively), followed by project-basednatrix-based links as the forms of team cooperation (T3; T4).
and heavyweight matrix-based links (5& 6 cases for T2 andDesign teams featuring specialization as the type of task
T4, respectively). interdependence were characterized by function-based links as

Table 3: A comparison of team cooperation, team conflict, the primary form of team cooperation (T1).
loyalty, and work values among teams featuring various types The most frequently observed type of team conflict was

of task interdependence procedural conflict (6 cases for F5; 7 cases for F6), and the
Team frequency of task conflict and relationship conflict was
cooperat Team Loyalty | Work values distributed evenly. In design teams featuring Concretes as the
Type Cas on conflict type of task interdependence, the most frequently observed
€ TITTTITEEEEEELILILILVVVVV type of team conflict was relationship conflict, such as
11213l4l1|213lal5]6|1|213]4|1]2]3]4|5|6 cqnflicts at the interpersonal and emotion levels (F3; F4). The
all Ix X | Ix primary form of team conflict observed in design teams
az | Ix X M featuring efficiency as the type of task interdependence was
Concre aZs X X x| Ix procedural conflict (F5). In design teams featuring
ad| [x X X X concordance as the type of task interdependence, the primary
tes |at X X XX type of team conflict was cognitive conflict (F1). In design
at| [x X XX teams featuring specialization as the type of task
arix X X X interdependence, the primary form of team conflict was
Sut|1]41012/0/0/3]4]0/0]1]0]1]|5]4]2|0/0/0/1 methodological conflict (F6).
E% < X § X < § The most commonly observed type of loyalty was
b3 X X X X cooperation and compliance (8 cases folr L3), followed by
Efficie [ b4 [x X X X devotion to duty (8 cases for L4), indicating these were the
ncy [b5 X X X X two types of loyalty most frequently observed in the R&D
b6 X x| |x X team members examined in this study. In design teams
b7 X X X X featuring Concretes as the type of task interdependence,
Suk|2]|0]5|0]/0/0]0|0|5/2]|0[5/1/1|0]/0]|0(0{4|3 loyalty was primarily characterized by devotion to duty (L4).
cl X| X X X In design teams featuring efficiency as the type of task
c2| IX X X X interdependence, loyalty was primarily characterized by
Conco 23 ” X < X < X X < proactivity (L2). In design teams featuring concordanc_e as.the
dancel o5 < Tx ” ” type of _ task m_terdep_)en(_jence3 onalty_ was primarily
o6 < Ix v » charactenzed by |de.nt|f|cat|on with organizations (L1). In
c7 x| 1x X X design teams featuring specialization as the type of task
sutlol21313[3[311lolololslol1l1lolol4l3]0l0 interdependence, loyalty was characterized by cooperation
d1[x X X X and compliance (L3).
d2 X X x| [x The most frequently observed work value was social
Special d3 x| [X X|X glory (8 cases for V1), indicating social glory was the work
o d4ix X X X value most commonly seen in the design teams. Observingthe
ization| d5 |x X X X individual cases showed that design teams featuring Concretes
gg i X T Tx X] X " as the type of tas_k interdependence primarily satisfied their
sutlslolzl1lolzlolol1l5l0l151al3[0lolo0 team members with t_he wor_k_values of social glory (V1).
Tot'8(5196(34l4al4al6[716/6/8/8(8/514(3[44 Design teams fea_turln_g efﬁ_c:lency as the type of task
Notes: "x” indicates a case was assigned to a specific interdependence primarily satisfied their team members with
category. the work values of interpersonal relationship and work
Types of links in team cooperation: Function (T1), project ~ €nvironment (V5; V6). Design teams featuring concordance
(T2), lightweight matrix (T3), heavyweight matrix (T4) as the type of task interdependence primarily satisfied their

Team conflict: Cognitive (F1), goal (F2), interpersonal (F3), €am members with the work values of autonomy (V3).
Design teams featuring specialization as the type of task
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interdependence primarily satisfied their team members wittprimary type of work values; 4) Design teams featuring
the work values of social glory and compensation and benefitspecialization as the type of task interdependence were
(V1;V2). characterized by function-based links (T1) as the primary
V. DISCUSSIONS form of team cooperation; methodological conflict (F6) as the
Amid market competition, design teams in consumerprimary type of team conflict; cooperation and compliance
electronics manufacturers operating in Chinese-speakingL3) as the form of team member loyalty; and social glory
countries can be divided into the following four categories (V1) and compensation and benefits (V2) as the primary types
based on the type of task interdependence: Concretesf work values.
efficiency, concordance, and specialization. After examining Companies are confronted with multiple challenges in the
cases featuring various types of task interdependence, wepidly evolving consumer electronics market. Launching new
identified the following four types of links in the team products swiftly and relying on teamwork to perform product
cooperation of R&D team members: function-, project-, development is often an effective coping strategy.
lightweight matrix-, and heavyweight matrix-based links. Simultaneously, team organization must constantly innovate
During the process of team cooperation, six types of taskor businesses to remain competitive and survive in the
conflicts arise, namely, cognitive conflict (at the cognitive andindustry (Huanget al, 2012; Bart, 2012). With the diversity
goal levels), relationship conflict (at the interpersonal andof innovative team members increasing in Chinese companies,
emotion levels), and procedural conflict (at the process andommunication between members from differing cultures is
methodological levels). Teams featuring function- and common. Conflicts are inevitable during the process of
lightweight matrix-based links in team cooperation were communication, and using conflict properly can drive group
characterized by procedural conflict as the primary type ofdevelopment (De Dreu, 1997; Jetral, 2013). However,
team conflict; teams featuring project-based links exhibitedhandling conflict inappropriately can hinder organizational
relationship conflict, and teams featuring heavyweightoperations. Therefore, while companies emphasize the
matrix-based links were characterized by cognitive conflict. importance of cooperation in design teams, building effective
Based on the type of team loyalty, the case design teamsommunication channels is a vital factor for sustaining proper
can be divided into the following four categories: organizational operation (Mohrmetnal, 1995).
identification with organizations, proactivity, cooperation and VI. CONCLUSIONS
compliance, and devotion to duty. In addition, the teams were  Previous studies have shown that when conflict arises in
characterized by behavioral loyalty, such as cooperation andommunication, the creative results of team brainstorming fall
compliance and devotion to duty. Regarding work values, weshort of the output of individual thinking (Goldschmidt, 1995;
identified six types of work values: extrinsic values (social Pirola-Merlo & Mann, 2004; Caputo, 2013). Therefore,
glory and remuneration and benefits), intrinsic valuesproper conflict management can resolve conflict and direct the
(autonomy and sense of achievement), and additional valugsower of conflict to the advantage of organizations (Rahim
(interpersonal  relationship and work environment). &Bonoma, 1979; Segi, 2013). During the process of case
Specifically, two types of team loyalty, cooperation and studying, we found the likelihood of organizational conflict
compliance, and devotion to duty, were primarily prompted bydecreased when designers and teams shared the same or
extrinsic work values. By contrast, identification with similar values. In this situation, designers had amicable
organizations as another type of team loyalty was promptedelationships with each other, and the designers were more
by intrinsic values, and proactivity was prompted by loyal to the team organizations to which they belonged.
additional values. Subsequently, team cooperation improved. Hence, we
Design teams featuring different types of task recommend business owners to value the consistency of the
interdependence exhibited various combinations in terms ofialues held by designers, team members, and corporate
the forms of team cooperation, team conflict, loyalty, andorganizations and focus on enhancing designers’ identification
work values:1) Design teams featuring Concretes as the typeith team organizations. For example, managers should listen
of task interdependence were characterized by project-baséd and communicate with designers more frequently. In
links (T2) as the form of team cooperation; interpersonal (F3)addition, directors of design departments should provide a list
and emotional (F4) conflict as the primary type of teamof traits they prefer in designers to the human resources
conflict; devotion to duty (L4) as the form of team member department when hiring new designers. By so doing, hiring
loyalty; and social glory (V1) as the primary type of work teams can identify designers most suitable for the
values; 2) Design teams featuring efficiency as the type obrganizations.
task interdependence were characterized by lightweight In view of team conflict, team relationship, and loyalty
matrix-based links (T3) as the form of team cooperation;being the antecedents of team cooperation, we recommend
procedural conflict (F5) as the primary type of team conflict; business executives pay more attention to the communication
proactivity (L2) as the form of team member loyalty; and between and mentality of R&D team members. Team conflict
interpersonal relationship (V5) and work environment (V6) asand team relationship are interpersonal problems, both of
the primary types of work values; 3) Design teams featuringwhich do not result from short-term issues. Therefore,
concordance as the type of task interdependence werdepartment heads should always pay more attention to the
characterized by lightweight matrix-based links (T3) and communication between designers to prevent team conflict
heavyweight matrix-based links (T4) as the primary forms offrom occurring. Department heads can use appropriate
team cooperation; cognitive conflict (F1) as the primary typeopportunities to encourage communication between designers
of team conflict; identification with organizations (L1) as the and improve relationship quality. The team loyalty of
form of team member loyalty; and autonomy (V3) as theengineering designers is often overlooked by companies.
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Designers staying with a company are not necessarily loyal to R&D, Heran, Interview by author]. _ _
the company. Hence, companies should pay attention to th&4 Jehn. K., Rispens, S., Jonsen, K., & Greer, L. (2013). Conflict contagion:

. . ! . a temporal perspective on the development of conflict within teams.
mentality of designers. Instead of merely ensuring t‘_iSkS are |nternational Journal of Conflict Management,(2)% 352-373.
completed, managers should understand the mentality undgzs] Jehn, K. A. (1995). A multimethod examination of the benefits and
which designers complete tasks. To motivate designers to detriments of intragroup conflichdministrative science quarterly, @),

; ; 256-282.

cooperate with  teams, managers Shou'.d Improve thiZ] Jehn, K. A. (1997). A qualitative analysis of conflict types and
consistency betwee_n the valu(_as held by deSl_gners, teams, and” gimensions in organizational groupsdministrative science quarterly,
organizations, while reducing organizational conflict, 42(3), 530-557.

improving relationship quality, and enhancing the loyalty of [27] Jehn, K. A., &Mannix, E. A. (2001). The dynamic nature of conflict: A

; ; longitudinal study of intragroup conflict and group performance.
deSIQnerS to companies. Academy of Management Journal(2Zy 238-251.
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