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It is evident that, being a member of the organization, the team has to cue the influx of the greenmanagement concepts.,is study
focuses on the aspect of teammanagement in green enterprises. Applying leadership theory to sample green enterprises, this paper
proposes that political skills of team leadership have moderating effects on the relationship between team conflict (relationship
conflict and task conflict) and performance at both the individual and team levels. Empirical data were collected from 85 dyads of
leaders and team members in 36 green enterprises in China. It was found that the leaders’ political skills weakened the negative
effects of relationship conflict on individual performance and team performance. Further, leaders’ political skills strengthened the
positive effects of task conflict on individual and team performance. ,e results of this study deepen the cognition of two types of
team conflict in theory and provide theoretical guidance for green enterprises in carrying out effective team conflict management
and practical political skills training for leaders.

1. Introduction

Green enterprises are part of a contemporary trend toward
sustainable development inmodern enterprise development.
Innovation systems are necessary for green enterprises to
promote an organic integration and coordinated develop-
ment of marketization, knowledge, and ecology [1, 2]. ,e
development of green enterprises must extend the charac-
teristics of ecological processes to enterprises. Green en-
terprises should bear ecology and economics in mind,
controlling pollution and husbanding resources in all aspects
of business operation, which often involves complex deci-
sion-making [3, 4]. For example, green enterprises must
balance efficiency and fairness, economic benefit and en-
vironmental protection, and corporate interests and social
evaluation. Some members are more motivated to perform
environmental tasks, where it pays to be green, but others

may be more motivated to perform economic tasks [5].
,us, more conflicts may arise within teams in green en-
terprises relative to other conventional enterprises, espe-
cially in terms of green decision-making or the execution of
green strategies. Conflict management thus plays an im-
portant role in green enterprises.

Here, team conflict refers to team members’ perceptions
of disharmony or contradiction between each other [6]. In
green enterprises, the contradiction between economic
benefits and environmental benefits is most likely to lead to
team conflicts. ,e team in the green enterprise is often
responsible for analyzing, planning, implementing, con-
trolling, and coordinating the enterprise action and making
it conform to the environmental strategy of the enterprise.
,erefore, it is a common phenomenon that teams in green
enterprises suffer from the ideological conflicts about eco-
nomic efficiency and green decision-making. On the one
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hand, teams in green enterprises are burdened with the
responsibility and obligation of formulating environmental
business strategies and improving the environmental pro-
cesses in organizations [7]. Consequently, there may be
much conflict of attitudes and green decisions in teams. On
the other hand, team in green enterprises usually uses
recombinant ability to adopt explorative behaviors and
combines previous knowledge to establish green strategies
[8]. In the processes of team recombinant, different ideas or
solutions may come into being andmay induce team conflict
[9]. More importantly, green technologies play an important
role in green enterprises’ green strategies, and Orsatti and
Pezzoni [8] have verified that green technologies were al-
most generated by creative teams. ,erefore, teams in green
enterprise not only undertake the important task of enter-
prise development, but also accumulate the risk of fierce
team conflict. For example, some recent studies have sug-
gested that team resilience helps a lot for a green enterprises’
green sustainable development [7]. ,e above aspects all
highlight the necessity and importance of team conflict
management in green enterprises.

Team conflict in green enterprises includes task and
relationship conflict. Task conflict refers to disputes among
team members about the choice of task completion scheme,
while relationship conflict comes from interpersonal friction
among team members that has no direct relationship with
team function or goals [10]. ,e traditional view holds that
conflict is an obstacle to team development, but close study
of human relationships has indicated that it is inevitable, and
team conflict may have positive effects. Empirical studies
have shown that team conflict can have a negative impact on
output, but no clear relationship between team task conflict
and performance has been determined. It is commonly
thought that team task conflict has positive effects on team
performance and team innovation through the development
of improved efficiency in information processing, team
creativity, and team problem-solving [6, 11]. However, it has
also been suggested that team task conflict may enhance
team relationship conflict, whichmight adversely affect team
performance by reducing the efficiency of information-
processing mechanisms among team members [12].

,e inconsistency of the results of prior research indi-
cates that situational variables strengthen or inhibit the
impact of team task conflict and relationship conflict on
performance. Conflict is a common and inevitable phe-
nomenon in team work, especially in green enterprises.
,us, it is of great importance to explore the links between
team task/relationship conflict and performance, including
the boundaries of these links. Few studies have examined
how the positive effects of task conflict could be enhanced
and the negative effects of relationship conflict could be
reduced. In recent years, scholars have begun to pay at-
tention to moderating factors between team conflict and
team output in different aspects, such as the interactions
between team members, team management, team members’
emotions, and other aspects [13]. In practice, the leadership
and coordination ability of team leaders are very important
to the management of team conflict in green enterprises due
to their particularity. According to the leadership theory,

leaders can effectively take their advantages to influence
subordinates’ attitudes and behaviors by using abilities,
skills, talents, or professional knowledge that their subor-
dinates have recognized, so as to achieve excellent perfor-
mance of the organization or team [14]. A large number of
scholars have discussed the important role of leadership in
organization and team management from the theoretical
perspectives of leadership traits, leadership behaviors, and
leadership contingency [13].With the increasing uncertainty
in organizations especially in green enterprises, political
behavior plays an increasingly important role, and leaders’
political skills become important skills to effectively manage
organizations and teams [7].,e political skills of leaders are
indispensable for coordinating inconsistent goals, tasks,
needs, and interests of teams in green enterprises. Team
leaders have an important influence on all aspects of team
activities, and their political skills can help resolve team
conflicts, especially in team conflict management for green
enterprises to formulate a sustainable business strategy [7].
However, discussion of the role of leaders’ political skills is
still lacking. ,erefore, this paper uses leaders’ political skills
as a moderator to investigate its effect on team conflict
management.

Task conflict is related to cognitive differences between
team members due to inconsistency in views, and rela-
tionship conflict is related to emotional differences caused by
interpersonal discussions of weariness or dislike [15].
,erefore, task conflict and relationship conflict can affect
both team and individual performance. However, existing
studies pay greater attention to the impact of conflict on
team performance, ignoring the effects of conflicts on in-
dividual performance. Teammembers respond differently to
team situations, so team performance cannot be equated
with individual performance. In fact, high-performance
members can inhibit overall team performance in certain
cases [16]. To properly assess the role of team task conflict
and relationship conflict in performance, it is necessary to
distinguish the effects of team and individual performance at
both the team and individual levels. From the literature
aforementioned, we found that the existing studies on team
conflict focus on traditional performance with few studies on
green performance especially in green enterprises. For green
enterprises, performance not only includes the traditional
understanding of performance, but also cares about the
interactions between the environmental dimension and
business [17]. In addition to achieving the demanding profit
rate or income growth rate in traditional performance ap-
praisal, the implementation of greenification and sustainable
development is also an important part of green enterprise
performance. ,e performance appraisal of green enter-
prises often presents characteristics such as high production
cost, green quality assurance, high requirement of R&D
capability, and requirements of green supply chain. ,is
paper therefore constructs a cross-level model of the effects
of leadership political skills on team conflict and green
enterprises’ performance at both the team and individual
levels. ,is paper is thus able to enrich the study of team
conflict management from a leadership perspective. ,e
results extend team-individual cross-level conflict theory
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and provide specific guidance on how to promote the
positive role of team conflict and to restrain its negative
effects in the practice of green enterprise management.

2. Background and Hypotheses

2.1. Relationship between Team Task Conflict, Individual
Performance, and Team Performance. ,e individual per-
formance of team members describes how individual
members are evaluated by their team leaders and peers and
the degree to which individual production records meet or
exceed team or organizational standards [18]. Individual
performance is positively influenced by team task conflict.
Authoritative studies (such as Wanous and Youtz [19]) have
found that inconsistency in opinions among team members
can stimulate them to produce novel plans or engage in
creative thinking and other cognitive activities. Task conflict
can create novel inspiration and lead to valuable decisions
that promote individual performance [20]. Putnam reported
that team task conflict helps members identify and better
understand issues related to task completion and encourages
them to develop new ideas and methods, thus improving the
quality of their decision-making [21]. Fiol suggested that
when team members differ in their understanding of task-
relatedmatters, their ability to learn and accurately assess the
situation will be improved [22]. Differing views and per-
spectives for team task conflict can encourage teammembers
to obtain additional information, think more deeply about
different viewpoints and perspectives, and put forward more
unique ideas [23]. However, for teams with low amounts of
task conflict, team members become more committed to
maintaining consistency with others, ignoring differences in
views between members, making it difficult to improve the
quality and quantity of team decisions, and limiting the
ability to obtain the most efficient individual performance
[24].

Hypothesis 1. Team task conflict is positively correlated with
team members’ individual performance.

Team performance describes the ability of a team’s
production output to meet or satisfy established perfor-
mance standards [25] including the needs of environment
development [7]. To meet team performance standards,
team members must evaluate the status quo, understand
their tasks, and propose solutions based on their own and
their teammates’ knowledge, views, and abilities, with the
ultimate goal of solving problems [26]. Team task conflict
promotes the critical evaluation of problem-solving by team
members and reduces the team’s collective thinking by
increasing thoughtful thinking and improving alternatives
[27]. Team task conflict allows teammembers to identify and
discuss different perspectives and to improve their under-
standing of their tasks, which allows them to develop more
thorough assessments of the performance standards that the
team needs to achieve, thereby producing high-quality de-
cisions and improving team members’ acceptance of col-
lective decisions, which in turn promote improved team
performance [28]. Team task conflict also gives team
members a greater opportunity to express their views and

propose solutions, encourages them to comprehensively
evaluate all alternatives, and respects their positions and
views, enabling an enhancement of team members’ com-
mitment to their tasks [29]. Task commitment helps in-
tensify team members’ initiative for participating in team
work and has a stimulant effect on team performance.

Hypothesis 2. Team task conflict is positively related to team
performance.

2.2. Relationship between Team Relationship Conflict, Indi-
vidual Performance, and Team Performance. Team rela-
tionship conflict negatively affects teammembers’ individual
performance. First, increased team relationship conflict is
usually accompanied by negative communication and ex-
pression, unwillingness to cooperate, and negative psy-
chological emotions of anger, distrust, fear, and depression
[18]. ,ese negative emotions seriously affect team mem-
bers’ individual efficiency and working enthusiasm, reduc-
ing their individual performance. ,e content involved in
team relationship conflict is not related to team tasks. It is
easy to cause negative emotions among team members and
seriously threaten their self-identity and their sense of self-
worth [30]. According to threat stiffness theory, when people
feel threats from the outside world, they tend to stagnate,
reduce, or withdraw input [31]. ,erefore, in conditions of
high relationship conflict, team members tend to adopt
passive sabotage behaviors that lead to lower individual
performance. Second, following the theory of limited at-
tention resources, team members’ attention resources in the
team are allocated between work-related and unrelated
transactions [32]. When tension, friction, and emotional
disharmony are common among team members, each team
member allocates additional resources to deal with these
non-work-related matters and can only devote a small
amount of resources to discuss problem solutions. ,ere-
fore, team relationship conflict reduces individual perfor-
mance by diverting work attention.

Hypothesis 3. Team relationship conflict is negatively cor-
related with individual performance.

Team relationship conflict hinders positive interaction
among team members. With the increase of the relationship
conflict, teammembers tend to attribute differences in views
and problem solutions to their interpersonal relationship
friction, and they adopt a hostile attitude to others’ sug-
gestions, especially critical ones [33]. ,is makes them
unwilling to accept the opinions of others or to draw in-
spiration from them, which limits the improvement of team
performance. Second, team relationship conflict can easily
cause negative emotions among team members. Guided by
their negative emotions, teammembers can become narrow-
minded and critical. ,ey may not only ignore the infor-
mation and resources that can impact team performance,
but also find it difficult to integrate resources and infor-
mation into the team effectively, often prohibiting them
from making the optimal decision [34], and they may even
make the wrong decisions, which can affect improved team
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performance. ,ird, team relationship conflict limits the
team’s ability to process information, and teammembers are
driven to spend additional time and energy in dealing with
their relationships and to neglect the development of so-
lutions to team problems [35]. Fourth, team relationship
conflict enhances stress and anxiety among team members
and hinders their cognitive ability, making it difficult to put
forward better solutions to achieve team goals and objec-
tively reducing team performance.

Hypothesis 4. Team relationship conflict is negatively cor-
related with team performance.

2.3. Moderating Effects of Team Leader Political Skills on the
Relationship between Task Conflict and Performance.
Ferris described political skills as the means by which in-
dividuals can understand others effectively at work and use
this understanding to influence others and enable them to
support themselves to achieve individual and organizational
goals [35]. Political skills are actualized in the interaction
and mutual influence between individuals and other indi-
viduals, groups, or organizations, and they are an organic
combination of individual social effectiveness and inter-
personal interaction capabilities. Following previous studies,
Treadway proposed that leaders’ political skills are key to
improving team and organizational performance [36] and
presented three characteristics that leaders with high po-
litical skills possess: first, they use suggestive behavior
flexibly, and they identify and classify other people’s mo-
tivations in a timely and accurate manner through obser-
vation; second, they are good at influencing others and
adjusting their attitudes and behaviors to changing envi-
ronments; and third, they are good at strengthening their
social capital and employing scarce resources through the
establishment and management of interpersonal networks
[37]. Team leaders’ political skills involve their social acu-
men, interpersonal influence, network operations, and
sincere performance, which affect team members, formulate
work plans, and effectively manage teams. Team leaders with
high-level political skills can flexibly adjust their team
management strategies according to the dynamics of the
given team environment and the interactions among team
members [38].

,e political skills of team leaders can effectively support
the management of task conflicts. Social impact theory
indicates that team leaders with high levels of political skills
can get along well with team members and help them save
face in team interactions. ,ey can gain the trust and higher
evaluation of team members more easily and achieve ef-
fective management by influencing team members [39].
Team leaders’ political skills have an important impact on
the effective management of team conflict. Studies have
shown that toomany task conflicts can increase the cognitive
load of team members, distract them, and even cause team
relationship conflicts, which are bad for both team and
individual performance [40]. Team leaders with high po-
litical skills can actively adjust the team atmosphere in re-
lation to the state of the interactions and the degree of

conflict between team members. First, they can influence
and control the attitudes and behaviors of team members
and maintain a reasonable level of task conflict to promote
its positive impact on individual and team performance.
Second, when faced with excessive team task conflicts, team
leaders with high political skills can persuade their team
members to regard differing views and ideas as opportunities
to learn, using social sensitivity, interpersonal influence, and
sincerity. ,is can help guide team members to integrate a
range of information and provide better feedback. In ad-
dition, team leaders that have high political skills can also
enable the establishment of an atmosphere of trust in a team
because they can prevent the team from mistakenly at-
tributing task conflicts to interpersonal threats and team task
conflicts from becoming team relationship conflicts that can
harm team performance [41]. Additionally, the political
skills of team leaders have not only a positive impact on the
trust of team members but also a negative impact on their
cynicism [37]. Team leaders with high political skills can
understand the work motivation of team members in re-
lation to their different characteristics. On this basis, leaders
can classify team members according to the differences in
their characteristics and adopt appropriate communication
styles and strategies to specifically increase their trust in their
leaders [42], encourage them to adopt a positive attitude
toward team task conflicts as the effort of team members to
achieve compatible goals, promote the application of indi-
vidual effort to team and individual goals [43], and reinforce
the positive impact of team task conflict on individual and
team performance.

Hypothesis 5. Team leaders’ political skills moderate the
positive impact of team task conflict on individual perfor-
mance: the stronger the political skills, the stronger the
positive impact of team task conflict on individual
performance.

Hypothesis 6. Team leaders’ political skills moderate the
positive impact of team task conflict on team performance:
the stronger the political skills, the stronger the positive
impact of team task conflict on team performance.

2.4. Moderating Effects of Team Leader Political Skills on the
Relationship between Relationship Conflict and Performance.
Employment of an effective conflict management strategy or
reduction of the relationship between team relationship
conflict and the negative emotions of team members can
limit the negative impact of team relationship conflict on
individual and team performance [6]. Studies have shown
that leaders play an important role in choosing effective
methods of managing conflict and weakening the negative
side of relationship conflicts [13]. As noted, leaders with high
political skills are adept in the flexible use of suggestive
behaviors and can recognize and classify others’ motivations
in a timely and accurate fashion through observation. ,ey
can influence others and adjust their own attitudes and
behaviors in terms of dynamic environments: team leaders
with high political skills can shore up their social capital and
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resources through the effective establishment and man-
agement of interpersonal networks [37]. ,e above char-
acteristics indicate that team leaders with high political skills
can play an important role in suppressing the negative effects
of team relationship conflict on individual and team
performance.

At the individual level, leaders with high levels of po-
litical skills can get along well with team members and help
save face in team interactions. ,ey can gain the trust of
team members more easily [44]. First, where team leaders
have high political skills, team members are more willing to
communicate with them and vent their negative feelings,
which is conducive to their work. Leaders with high political
skills are good at observing members’ behaviors and emo-
tions and are able to adopt effective means of relieving the
negative emotions, such as anger, distrust, fear, and de-
pression that are caused by relationship conflicts among
members with different characteristics [44]. Leaders with
high levels of political skills can help team members find
ways to relieve or eliminate negative feelings to improve
their individual efficiency, enthusiasm for work, and indi-
vidual performance. Leaders with high political skills can
reduce the negative impact of relationship conflicts on team
members’ individual performance. Second, when the self-
identity and self-worth of team members are threatened,
leaders with high political skills can help members restore
their self-esteem by making use of their interpersonal in-
fluence, which also aids in the restoration of their enthu-
siasm for work [43]. Leaders with high political skills can
adopt appropriate communication styles in response to
members’ different personalities to enhance their perception
of the political skills of leadership, increase their trust in
leadership, aid them to respond to team relationship conflict
with a positive attitude and regard it as a simple misun-
derstanding encountered while achieving compatible goals,
and enable them to shift their attention from dealing with
interpersonal conflicts to work tasks [45]. ,us, the negative
impact of team relationship conflict on individual perfor-
mance is reduced.

At the team level, leaders with high political skills have a
high sense of social acuity, and they both recognize the
negative feelings of team members and hostile relationships
among them and take timely and effective communication
and facilitation measures to minimize the impact on team
performance [7, 13]. First, leaders with high political skills
exert a strong interpersonal influence, leading their teams to
correctly appraise their different opinions, which can help
them approach these opinions rationally and guide them to
accepting others’ opinions to bring inspiration and new
thought that improves team performance. Second, leaders
with high political skills have strong abilities in network
operation [45]. ,ey make use of their influence and re-
sources to focus the attention of team members on team
tasks, guide team members to avoid narrow mindedness,
attach importance to information and resources that can
impact team performance, and effectively integrate re-
sources and information to make optimal decisions that can
solve team problems [46]. ,ird, leaders with high political
skills can build an atmosphere of trust and harmony, reduce

tension and pressure caused by relationship conflict among
team members, and enable team members to use their
cognitive ability effectively to contribute to team decision-
making. Team leaders with high political skills can also
unblock communication channels within teams [47] to
promote the effective circulation of information and re-
sources among different members and guide people to seek
new information resources from existing ones, help their
team reach the best solution to their problems, and promote
team performance [48]. Accordingly, we propose the fol-
lowing research hypotheses.

Hypothesis 7. Team leaders’ political skills moderate the
negative impact of relationship conflict on individual per-
formance: the stronger the political skills, the weaker the
negative impact of team relationship conflict on individual
performance.

Hypothesis 8. Team leader political skills moderate the
negative impact of team relationship conflict on team
performance: the stronger the political skills, the weaker the
negative impact of team relationship conflict on team
performance.

,e theoretical model of this research is presented in
Figure 1.

3. Materials and Methods

3.1. Sample and Procedure. Using a multisource, multilevel
survey design, we collected data from 500 members of 120
work teams in 36 green enterprises in four types of busi-
nesses in China, including enterprises making food, elec-
tronic technology, motor vehicles, and chemical products.
We invited attendee companies at a green economy forum at
a major research institution in the south of China, to par-
ticipate in the study. Once they had agreed, the companies
identified teams that were available to complete the survey.
,e authors distributed and collected paper copies of the
questionnaires either on-site or over network communi-
cations during working hours. ,e responses were volun-
tary, and the confidentiality of the participants was assured.
,e members of the participating work groups were in
customer service, marketing, R&D, and top management. To
minimize potential common method bias, we collected
perception data (e.g., team tasks and friendship conflicts and
leaders’ political skills) from team members and data on
team and individual performance from the team leaders’
performance files. Team members described their percep-
tions of their leaders’ political skills, task relationships, and
relationship conflicts. Unless otherwise indicated, all con-
tinuous variables were measured on a 5-point Likert scale
(1� strongly disagree; 5� strongly agree).

We distributed surveys to 120 teams, of which 105
(87.50%) provided responses, including 454 team members.
Team size ranged from 3 to 10 people, with an average of
about 6. Excluding teams with fewer than three responses
and eliminating questionnaires with incomplete information
resulted in a valid team response rate of 71.00%. ,is rep-
resented 85 team leaders and 414 members. ,ese teams
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were from several regions of China (Beijing, Guangdong,
Shanghai, Zhejiang, Hubei, Jiangxi, andHunan), and 32.94%
of the sample was from food enterprises, 28.24% was from
electronic technology enterprises, 21.18% was from motor
vehicle enterprises, and 17.64% was from daily chemical
products enterprises.

3.2. Measures. Using the back-translation procedure [49],
we first translated all English-language measures into Chi-
nese and then independently translated them into English to
guarantee equivalency of meaning. We recruited 30 MBA
students and 6 PhD students to ensure the content validity of
our questionnaires. ,e survey was revised in response to
their feedback and suggestions.

(i) Team task conflict: a four-item scale developed by
Jehn was used to measure team task conflict [50].
Team task conflict is a team-level variable, so it was
completed by team members to describe their own
perceptions, and the responses were aggregated at
the team level in the analysis.

(ii) Team relationship conflict: a four-item scale de-
veloped by Jehn was used to measure team rela-
tionship conflict [18]. After the confirmatory factor
analysis, we found that a single-factor model had
good fit, χ2/df� 1.965, GFI� 0.942, SRMR� 0.050,
RMSEA� 0.071, TLI� 0.929, and CFI� 0.950. ,is
indicates that the team relationship conflict scale
had good construct validity. Team relationship
conflict was also assessed at the team level. ,e scale
was completed by team members to describe their
own perceptions, and the responses were aggregated
at the team level in the analysis.

(iii) Leader political skills: a scale of political skills de-
veloped by Ferris et al., including the four dimen-
sions of social acuity, interpersonal influence,
interpersonal network ability, and performance
sincerity [51], was used. Confirmatory factor anal-
ysis shows that the single-factor model had a good
fit, χ2/df� 2.23, GFI� 0.942, SRMR� 0.049,
RMSEA� 0.063, TLI� 0.936, and CFI� 0.963. To
ensure objectivity, the 18-item scale was completed
by teammembers to describe their own perceptions.

(iv) Team performance and individual performance: we
used time lag objective data to measure team and

individual performance including incubators of
green business and environment concerns. ,ree
months after the team members had completed the
political skills and relationship conflicts question-
naires, we collected objective data on team and
individual performance from team performance
files. To facilitate uniformity in the data analysis, we
averaged performance data for multiple teams in
each company and for multiple members of each
team. ,en we coded team (individual) perfor-
mance within the range 1–5 according to differences
in team (individual) mean (1, three standard de-
viations below the mean; 2, one standard deviation
below the mean; 3, equal to the mean; 4, one
standard deviation above the mean; and 5, three
standard deviations above the mean).

(v) Control variables: following the previous research,
in addition to measuring these key variables, we also
controlled variables that affect team and individual
performance at both the individual and team levels.
Control variables at the individual level were gen-
der, tenure, and education; at the team level, they
were team size and team type. To ensure study
validity, this paper controls the role of task conflict
in testing the effects of relationship conflict on
performance, and it controls the role of relationship
conflict for testing the effects of task conflict on
performance.

3.3. Data Aggregation. Task conflict and relationship conflict
weremeasured based on the perceptions of teammembers.,is
enabled us to collect data at the individual level. ,is entails the
necessity of analyzing the consistency of team members’ per-
ceptions before the data analysis to determine whether indi-
vidual-level data could be aggregated to the team level. We
adopted the method developed by James et al. to calculate pairs
of variables from themembers of each team [52].,emedian of
Rwg(j) index for team task conflict and team relationship conflict
was 0.91 and 0.89, so the variables exhibit good internal con-
sistency and can be aggregated at the team level [53].

4. Results

4.1. Descriptive Statistics and Correlation Analysis.
Table 1 shows the means, standard deviations, and corre-
lation coefficients for all variables. Results at the team level

Team relationship

conflict Team performance

Individual

performance

Individual level

Team level

Team task conflict

Team leader political

skills

Figure 1: Cross-level model of interactions between team conflict and performance.
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indicated that team task conflict was positively correlated
with team performance (r� 0.30, p< 0.05), but team rela-
tionship conflict was negatively correlated (r�−0.21,
p< 0.05). Leaders’ political skills were positively correlated
with team task conflict (r� 0.37, p< 0.01) and team per-
formance (r� 0.38, p< 0.05) but negatively correlated with
team relationship conflict (r�−0.66, p< 0.01). Furthermore,
team task conflict was negatively correlated with team re-
lationship conflict (r� 0.21, p< 0.05). At the individual level,
team members’ perceptions of their leaders’ political skills
were positively correlated with team members’ individual
performance (r� 0.53, p< 0.01).

4.2. Data Analysis and Hypothesis Testing

4.2.1. Team-Individual Cross-Level Hypothesis Testing.
Because team members are nested within teams, individual
performance is naturally influenced by team-level variables
like task or relationship conflicts, and leaders’ political skills.
We used a multilayer linear model (hierarchical linear
modeling, HLM) to test hypotheses 1, 3, 5, and 7.

HLM software was used to test the moderating effects of
team leader political skills on the relationship between team
task conflict (relationship conflict) and individual perfor-
mance. First, a zero model was constructed with individual
performance as the result variable to verify nesting in the
model. ,en, team task conflict (relationship conflict) and
leaders’ political skills were placed into the model for main
effect analyses. ,e third step was to verify moderating
effects by inserting interactions between team task conflict
and leaders’ political skills. All variables were centered be-
fore they were put into the model.

Team task conflict had a significant positive effect
(β� 0.28, p< 0.05) on individual performance, as shown in
Model 3-1 in Table 2, where pseudo-R2 was 0.40, and the
change was significant, so Hypothesis 1 was supported.
Model 4-1 shows that the interaction between team task
conflict and leadership political skills significantly enhanced
individual performance (β� 0.18, p< 0.05). Pseudo-R2 was
0.33, and the change was significant. ,erefore, leaders’
political skills enhanced the positive effects of team task
conflict on individual performance, and Hypothesis 5 was
supported. Model 3-2 shows that team relationship conflicts
had a significant negative impact on individual performance
(β�−0.14, p< 0.001). Pseudo-R2 was 0.23. ,e change was
significant, so Hypothesis 3 was supported. Model 4-2

showed that the interaction between team relationship
conflict and leader political skills had a significant effect on
individual performance (β� 0.06, p< 0.05). Pseudo-R2 was
0.23, and the change was significant. ,erefore, leaders’
political skills inhibited the negative effects of team rela-
tionship conflict on individual performance, and Hypothesis
7 was supported.

4.2.2. Hypothesis Testing at the Team Level. Hypotheses at
the team level were tested using hierarchical regression
analysis, as shown in Models 3 to 5 in Table 3. Team per-
formance was taken as the explained variable; the control
variables and team relationship conflicts at team level were
put into the regression model first, and then team task
conflict and team leader political skills were put into the
regression model with a stepwise approach to investigate the
effects of interaction items on team performance. We found
that team task conflict positively affected team performance
(β� 0.42, p< 0.001), so Hypothesis 2 was supported.

,e interaction between team task conflict and team
leader political skills was significant (β� 0.15, p< 0.05), and
leaders’ political skills enhanced the positive correlation
between team task conflict and team performance: the
higher the leaders’ political skills, the stronger the positive
impact of team task conflict on team performance. Hy-
pothesis 6 was thus supported.

As shown in Models 4 to 6 in Table 3, we first put team-
level control variables and team task conflicts into the re-
gression model. Following this, we placed team relationship
conflict and team leader political skills into the regression
model, followed by the interaction items of team relation-
ship conflict and team leader political skills through a step-
by-step approach to investigate the effects of interaction
items on team performance. We found that team rela-
tionship conflict negatively affected team performance
(β�−0.61, p< 0.001), so Hypothesis 4 was supported, and
the interaction between team relationship conflict and
leaders’ political skills was significant (β� 0.11, p< 0.05).
,e stronger the political skills, the weaker the negative
impact of team relationship conflict on performance. Hy-
pothesis 8 was thus supported.

To more simply reflect the role of team leaders’ political
skills in moderating the relationship between team task or
relationship conflict and team performance, a moderating
effect map was drawn (Figures 2 and 3). We categorized
average value of leaders’ political skills at plus one andminus

Table 1: Means, standard deviations, and correlations.

Variables Mean SE Max Min 1 2 3 4

Team level
Task conflict 3.22 0.64 1.56 5.00 1
Relationship conflict 2.49 0.75 1.20 4.00 −0.21∗ 1
Team performance 3.59 0.71 1.00 5.00 0.30∗ −0.33∗∗ 1
Leader political skills 3.65 0.90 1.00 5.00 0.37∗∗ −0.66∗∗ 0.38∗ 1

Individual level
Individual performance 4.42 0.54 1.80 5.00 1
Leader political skills perception 3.96 0.73 1.00 5.00 0.53∗∗ 1

N� 85 and n� 414. ∗p< 0.05 and ∗∗p< 0.01.
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one standard deviation as high political skills and low po-
litical skills, respectively. Team leaders with higher political
skills (solid lines) show a steeper slope of team task conflict
and team performance than that of team leaders with lower
political skills (dashed lines). ,e slope for team relationship
conflict and team performance is flat compared with that of
leaders with lower political skills (dashed lines), indicating
that higher political skills produce a more positive impact of
team task conflict on team performance and a less negative
impact of team relationship conflict on team performance.
Team leaders’ political skills enhanced the positive impact of
team task conflict on team performance and weakened the
negative impact of team relationship conflict on team
performance. Hypotheses 6 and 8 were thus supported.

5. Discussion

,is paper adopted a leader-member paired questionnaire and
objective performance data from the team performance

appraisal archives in green enterprises from 85 teams and
corresponding 414 members to test the effects of team task
conflict and relationship conflict on team and individual per-
formance. Using leadership theory, this paper discusses the role
of leaders’ political skills in green enterprises in moderating the
relationship between team conflict (task conflict and relation-
ship conflict) and performance. First, we found a significant
positive correlation between team task conflict and individual
and team performance. ,is supports the results of previous
research on the positive effects of task conflict on team per-
formance [19] and expands the study of task conflict on in-
dividual performance, enriching the cross-layer theory of team
task conflict, which further supports the suggestion that team-
level interactions may impact members’ individual processes
and outputs [54]. Second, a significant negative correlation was
found between team relationship conflict and individual and
team performance. ,is was consistent with the conclusion of
previous studies that team relationship conflict has a negative
effect at the team level [55, 56]. It was also consistent with the

Table 3: Effect of leader political skills on relationship between team conflict and team performance.

Variables
Team performance

Model 1 Model 2 Model 3 Variables Model 4 Model 5 Model 6

Team size −0.35∗∗ 0.07 0.67 Team size −0.35∗∗ 0.07 0.67
Team type −0.11 −0.05 −0.23 Team type −0.11 −0.05 −0.23
TRC −0.33∗∗ TTC 0.30∗∗

TTC 0.42∗∗∗ 0.43∗∗∗ TRC −0.61∗∗∗ −0.55∗∗∗

LPS −0.49∗∗∗ −0.31∗∗∗ LPS −0.61∗∗∗ −0.58∗∗∗

TTC ∗ LPS 0.15∗ TRC ∗ LPS 0.11∗

Adjusted R2 0.10 0.71 0.73 Adjusted R2 0.11 0.53 0.55
F value 4.91∗∗ 72.20∗∗∗ 5.05∗ F value 6.35∗∗∗ 37.44∗∗∗ 4.27∗

△R2 0.13 0.60 0.02 △R2 0.13 0.42 0.02

Notes. N� 85 and n� 414. ∗p< 0.05, ∗∗p< 0.01, and ∗∗∗p< 0.001. TRC: team relationship conflict; TTC: team task conflict; LPS: leader political skills.

Table 2: Effects of leader political skills on the relationship between team conflict and individual performance.

Variables

Individual performance

Model 1: zero
model

Model 2-1:
control variables

Model 3-1:
main effect

Model 4-1:
interaction effect

Model 2-2:
control
variables

Model 3-2:
main effect

Model 4-2:
interaction effect

Intercept c00 3.80∗∗∗ 3.81∗∗∗ 3.81∗∗∗ 3.81∗∗∗ 3.81∗∗∗ 3.81∗∗∗ 3.81∗∗∗

Individual
level
Gender −0.02 −0.02 −0.02 −0.02 −0.02 −0.02
Tenure 0.04 0.04 −0.04 0.04 0.04 −0.04
Education 0.10∗ 0.10∗ 0.10∗ 0.10∗ 0.10∗ 0.10∗

Team level
Team size −0.02 −0.01 −0.00 −0.02 −0.01 −0.00
Team type −0.07 −0.06 −0.07 −0.07 −0.06 −0.07
TRC −1.85∗ −0.14∗∗∗ −0.38∗∗

TTC 0.28∗∗∗ 1.08∗∗ 0.27∗∗∗

LPS 0.20∗∗∗ 0.93∗∗ 0.12∗∗∗ −0.05
TTC∗LPS 0.18∗

TRC∗LPS 0.06∗

σ2 0.34 0.26 0.22 0.25 0.06 0.06 0.06
Τ 0.40∗∗∗ 0.22∗∗∗ 0.24∗∗∗ 0.27∗∗ 0.13∗∗∗ 0.17∗∗∗ 0.16∗∗∗

χ2(df ) 920.72(82) 1055.16(82) 1021.93(82) 1041.96(82) 920.72(82) 1075.11(82) 1041.96(82)
Pseudo-R2 0.45 0.40 0.33 0.41 0.23 0.27

Notes. N� 85 and n� 414, ∗p< 0.05, ∗∗p< 0.01, and ∗∗∗p< 0.001. TRC: team relationship conflict; TTC: team task conflict; LPS: leader political skills.
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suggestions of Jehn and Chadwick [57] that team-level rela-
tionship conflict has a deep impact on individual-level affective
and informational states, expanding the research field for re-
lationship conflict and conducing to the expansion and
deepening of cross-layer team theory [58]. ,ird, team leader
political skills moderated the relationship between task and
relationship conflict and performance at both the individual and
team levels. For high leaders’ political skills, the negative effect of
relationship conflict on individual and team performance was
significantly suppressed, and the positive effect of task conflict
on individual and team performance was significantly en-
hanced. ,is result supported the conclusions of Shi and Chen
[59], namely, that political skills are positively related to pro-
active personality and in-role performance, and it also extended

the application of political skills to the team and leadership
perspective, which is conducive to understanding the effec-
tiveness of political skills more thoroughly.

,e results were also in accord with a basic contention of
conflict management, which proposes that a leader has an
important influence on the outcomes of team conflict, such as in
the leader’s conflict management style and its correlation to
innovation performance [13] and the relationship between
teams’ reactions to conflict and teams’ task and social outcomes,
which is moderated by transformational and emotional lead-
ership [60]. ,is empirical study from green enterprises also
implicated the importance of effective conflictmanagement and
the very important role of team leaders’ political skills which
suggested that environment leadership was positively correlated
to environment culture and performance [61]. Besides, the
results were consistent with the suggestions that green team
resilience helped a lot in achieving environmental sustainability
through green transformational leadership policy [7].

5.1. ;eoretical Contributions. Overall, this study made the
following theoretical contributions. First, it enriches the
theory of team conflict management. Previous studies are
generally limited to exploring team conflict management
from situational perspectives, ignoring the leadership per-
spective. ,is study used leadership theory to study the
effects of team conflict on team and individual performance,
enriching team conflict theory. Second, research on team
conflict has paid closer attention to its influence on team
processes, and little research has been devoted to its impact
on team members. In relation to the important role of team
members in the implementation of green strategy, this study
enriched multilevel team theory in green enterprises by
discussing the boundaries of team conflict. It deepened the
understanding of two types of team conflict in theory while
also providing theoretical guidance for team conflict man-
agement and practical leaders’ political skills training. ,ird,
this study proposed effective ways for green enterprises to
improve performance from the microperspective of internal
team conflict management based on leadership theory,
which expands and enriches the research on green enter-
prises performance.,e previous studies on green enterprise
performance were almost based on theories like institutional
innovation and ecological civilization from the macro-
perspectives. However, the lack of research on the microlevel
of the organization is obviously not appropriate because the
individual in the enterprise and the team composed of in-
dividuals are the ultimate value source of green enterprises.

5.2. Managerial Contributions. Team conflict management
in green enterprises requires further attention. To promote
the internal systems innovation and sustainable develop-
ment in green enterprises, team conflict must be reduced to
its lowest possible level. Improving the effectiveness of team
conflict management plays an important role in the opti-
mization of team processes and team performance im-
provement. However, not all team conflicts have a negative
impact on team management, nor are all of the conse-
quences of team conflicts directly related. It is possible that
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Figure 2: Moderating Effects of Team Leadership Political Skills on
Task Conflict and Performance.
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Figure 3: Moderating Effects of Team Leadership Political Skills on
Relationship Conflict and Performance.

Complexity 9



team conflicts are only a phenomenon whose real cause must
be seriously investigated. ,erefore, the management of
team conflict by team managers should go beyond dis-
tinguishing different types of team conflict and exploring the
deep reasons behind the conflict to improve the effectiveness
of team conflict management. Green development has be-
come the theme of the times. ,e green transformation of
the entire green enterprises indicates that team conflict can
be an inevitable problem. Organization and team conflict
management in green enterprises should be highly valued by
managers in green enterprise, and they should try their best
to reduce the negative effects of team conflict and take
advantage of its positive effects. Green enterprises should
realize the benign interaction in organizations and teams,
achieve the unity of short-term interests and long-term
development, and realize the sustainable development of
green enterprises.

Green enterprises should look rationally at team con-
flicts. ,e development of such enterprises incorporates the
promotion of green production, the provision of green
products, the implementation of green marketing strategies,
the shaping of green culture, and other tasks. It is a complex
unit, composed of many stakeholders. It is possible that this
is not the best conflict management scheme for reducing
relationship conflict and increasing task conflict. In some
cases, managers may consider upgrading conflict manage-
ment by upgrading team leaders’ political skills. Effective
leadership practices help minimize the negative role of re-
lationship conflict and maximize the positive role of task
conflict.

Finally, attention should be paid to the training of po-
litical skills in team leadership. ,e implementation and
development of green strategies in green enterprises require
strong leadership. Team leaders play an important role in
promoting orderly team management, alleviating negative
team conflicts, creating a positive team work atmosphere,
and improving team performance. To improve the level of
team conflict management and team performance, the po-
litical skills training of team leaders must be strengthened.

5.3. Limitations and Opportunities for Future Research.
,ere were some limitations in this study. First, the theo-
retical model and empirical testing were applied only at two
levels, those of the team and individual. However, a team is a
multilayer nesting system whose organization may play an
important role in team conflict management and perfor-
mance improvement. Studying the mechanism and effects of
team conflict management using a three-level model will be
of great significance. Second, the sample of this paper was
concentrated on green enterprises, so the conclusions may
have had some limitations in terms of its universality and
generalizability. In future research, we hope to investigate
other industries to improve the external validity of the re-
sults and create management suggestions that are more
practical and instructive. ,ird, due to the limitations of the
research goal and the length of the paper, the relationships
among the multiple variables involved in the theoretical
model of this study were not examined. For example, team

task conflict may have had a certain impact on team rela-
tionship conflict, which should be investigated in future
research.,is factor would likely not fundamentally alter the
findings in the current study; it should be incorporated in
future research to improve the accuracy of the findings.

Data Availability

Empirical data were collected from 85 dyads of leaders and
team members in 36 green enterprises in China. ,e
questionnaire data used to support the findings of this study
are included within the supplementary information files.
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