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요    약

사회적 연결은 현재 경쟁적인 사회에서 중요한 역할을 한다고 알려져 왔다. 본 연구의 주요 목적은 

팀 혁신성과 성과에 팀 내, 팀 간 사회적 연결의 영향을 파악하는 것이다. 6개 회사의 97개 팀 데이터를 

통해, 본 연구는 (i) 어떻게 팀 내, 팀 간 사회적 연결이 팀 혁신성과 팀 성과에 영향을 미치는지, 

(ii) 어떻게 IT 지원이 두 사회적 연결을 촉진시키는지 보려고 한다. 팀 기반 분석으로, 팀 구성원간 

(팀 내) 강한 사회적 연결이 팀 혁신성을 증진시킴과 같이 성과에도 영향을 주는 것을 확인하였다. 

하지만 팀 간 사회적 연결의 경우, 강한 연결이 팀 혁신성을 통하여 팀 성과에 영향을 주는 것을 

밝혔다. 그리고, IT 지원이 이 두 사회적 연결 모두를 상당히 강하게 만들어 주는 것을 보였다. 

키워드 : 사회적 연결, 팀 혁신성, 팀 성과, IT 지원

Ⅰ. Introduction

In a contemporary organization, individuals organ-

ize social networks in various organizational structures 

(Putnam, 1993). Given the increase in the importance 

of networks and their functionality, social capital-origi-

nally introduced in community studies-has become an 

actively studied topic in the field of information 

management. Social capital generated by the relations 

among the social actors resides within or external to 

the organizational structures (Adler, 2001) and is close-

ly related to social network concepts, which refer to 

embedded social capital in social actors’ relations (Lin, 

1999). Because social capital attracted significant atten-

tion, many studies have developed associated concepts 

and dimensions. Among various definitions, this study 
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adopts a bonding and bridging view that focuses on 

the relations formed by social actors (Gittell and Vidal, 

1998). A bonding view focuses on the inner linkages 

among social actors in a social structure while a bridg-

ing view is related to exterior linkages among social 

structures (Putnam, 2001). Prior studies tend to ignore 

the distinction and adopt a unified concept of social 

capital (Putnam, 2001). or separately measure bond-

ing (Granovetter, 1973; Portes, 2000) or bridging 

(Inglehart, 1999). Because the distinction between 

bonding and bridging has been theoretically well estab-

lished (Patulny and Svendsen, 2007), the classification 

of a social network according to the bonding and bridg-

ing perspectives is necessary. 

Organizations with efficient social networks have 

adapted well to swiftly changing environments and 

gained a competitive advantage over their competitors. 

Given the increase in the importance of the establish-

ment of successful social networks, many companies 

have striven to develop an IT infrastructure that can 

effectively promote social networks (Hansen and Von 

Oetinger, 2001). Moreover, the growth in IT investment 

corresponds with the need for companies to innovate 

continuously (Shalley and Gilson, 2004). Companies 

with greater innovative capacity adapt more efficiently 

to the environment and generate new assets for per-

formance (Lloréns et al., 2004). As innovation becomes 

important for survival, many studies have examined 

how firms’ innovativeness affects performance. 

Although social networks are important assets for a 

team’s operations and innovation, relatively few studies 

have explored the direct relationship between a social 

network and innovativeness. Thus, the study of the 

direct relationship between those two variables is of 

particularly interest.

Given a rapidly changing and extensively com-

petitive business environment, organizations have 

adopted team-based approaches (Pearce and Ensley, 

2004). The role of teams in firms has been significantly 

enhanced for innovation and better performance 

(Gibson et al., 2007). Team-based work provides bene-

fits such as access to diverse knowledge, gains in 

accountability, satisfaction, learning, and synergistic 

processes (Batt, 2004; Cummings, 2004; Dahlin et 

al., 2005; Edmondson, 1999; Laursen and Salter, 2006).

Taken together, this study explores the effects of 

both bonding and bridging properties of social networks 

on team outcomes in terms of innovativeness and 

performance. It further analyzes how IT support fosters 

intra- and inter-social ties within teams. We employ 

bonding and bridging social networks depending on 

the location of the linkages. Intra-social ties represent 

bonding relationships within a team, whereas in-

ter-social ties describe external relationships among 

different teams, which is in line with the bridging 

view. 

Ⅱ. Literature Review

Social networks are related to the relationships 

among social actors in the network structure and meas-

ure the extent of the linkages (Tichy et al., 1979). 

A social network facilitates communication channels 

and strengthens linkages among actors (Nahapiet and 

Ghoshal, 1998). Social capital is conceptualized as 

a set of resources obtained through the social networks 

formed by personal relationships (Coleman, 1988). 

According to Adler and Kwon (2002), social capital 

has various effects on individuals and groups. For ex-

ample, it facilitates career success (Burt, 2009) and 

assists firms in providing extensive pools of recruits 

(Fernandez et al., 2000). The social capital of a team 

is the total aggregation of the social ties of members, 

which ties facilitate information exchange, coopera-

tion, and innovation among members of inside and 

outside (Koriat and Gelbard, 2014; Reed et al., 2006). 
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In other words, social capital is a resource available 

to social actors as a function of their positions and 

relationships with other actors (Tsai and Ghoshal, 

1998). The extent of social bonds in the social structure 

has been an important topic in the study of social 

capital (Balkundi and Harrison, 2006; Koriat and 

Gelbard, 2014; Son et al., 2013).

Several studies classified social capital according 

to types of linkages (Adler and Kwon, 2002; Gittell 

and Vidal, 1998; Lin et al., 2001). These studies divided 

social capital into two aspects: bonding and bridging. 

The bridging view considers external social ties (Gittell 

and Vidal, 1998) and explains social capital as a re-

source that resides in the external linkages between 

the actor and the other actors (Baker, 1990). The per-

formance of individuals might be facilitated by their 

ties to other actors. The external social tie is related 

to the resources available after a team forms external 

relationships with other parties. In contrast, the internal 

social tie is explained by the bonding view that focuses 

on the internal characteristics of a social actor. This 

definition involves a collectivity’s internal ties among 

its social actors instead of its external ties with other 

collectivities (Putnam, 1995). To put it differently, 

an internal social tie is different from an external social 

tie in that it is located in the linkages among members 

within the collectivity. 

The network-based theory recognizes these two 

types of social ties and relates them to two perspectives 

of their instrumental and expressive purposes (Lin, 

1999, 2008). The instrumental purpose is to acquire 

new resources, whereas the expressive purpose is to 

maintain existing resources. The homophily (Lazarsfeld 

and Merton, 1954) and heterophily (Granovetter, 1973) 

principles state that shared resources among actors 

in the inner layer of the structure tend to be homoge-

neous and become heterogeneous as the relations ex-

tend from the inner layer to the outer layer. The princi-

ples state that the intra-social tie that resides in the 

internal bonds among actors in the same collectivity 

incorporates similar resources. In contrast, the in-

ter-social tie embedded in the external linkages of 

the collectivity with others spans diverse resources. 

Lin (2008) argues that, for expressive purposes, the 

bonding relation is efficient because strong intra ties 

are necessary for mobilizing and preserving similar 

resources. For instrumental purposes in which addi-

tional resources are required, whether or not the purpose 

has been satisfied depends on the amount of embedded 

resources in the social ties. If the inner ties are strong 

and have abundant resources, the bonding relation 

alone might be efficient in providing new assets. If 

the resources are not rich enough, the assessment of 

new resources leads to the external linkages embedded 

with diverse resources. Most collectivities involve both 

expressive and instrumental actions. Both internal and 

external social ties are important in the examination 

of their effects on performance. Social capital is pos-

itively related to actors’ performances and firms’ ca-

pacities (Gabbay and Zuckerman, 1998), and networks 

incorporating social actors and structures are strong 

antecedents of performance (Cross and Cummings, 

2004).

In this study, we apply these two distinct types 

of social ties (internal-external or bonding-bridging) 

into the context of contemporary teams in order to 

investigate different effects of them on teams’ perform-

ance and innovativeness. While dynamics and activities 

occurring inter-team relationships are rather different 

from that of intra-team relationships (Kuegler et al., 

2015; Presbitero et al., 2015; Reagans et al., 2004), 

empirical efforts to reveal their difference in terms 

of team performance and innovativeness is lacking 

(Henttonen et al., 2014). Hence, this paper address 

the research gap of different types of team social capital 

with empirical analysis.
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Ⅲ. Hypotheses and Research 
Model

IT support is defined as “the degree of IT support 

for collaborative work, for communication, for search-

ing and accessing, for simulation and prediction and 

for systematic storing” (Lee and Choi, 2003, p. 222). 

The emergence of information technology brings up-

grade in coordination and communication (Clemons 

et al., 1993), knowledge flows (Alavi and Leidner, 

2001), and interpersonal channels (Levina and Vaast, 

2006). IT creates infrastructures that are efficient for 

networking, which facilitates social capital (Calabrese 

and Borchert, 1996). IT support facilitates the pursuit 

of a shared goal at the team level (Argyres, 1999) and 

creates effective communication channels among team 

members (Yoo et al., 2006). IT thus plays an important 

role in communication mechanisms (Thompson and 

Nadler, 2002). Communication is a fundamental ele-

ment in shaping strong social ties and actors in social 

entities form various networks (Sarker et al., 2011). 

Moreover, IT enhance searching and accessing re-

sources by increasing information availability (Clemons 

et al., 1993). IT in this sense enhances the circulation 

of knowledge among team members and stimulates 

communication modes (Choi et al., 2010). Taken to-

gether, information technology is more likely to facili-

tate social tie. Thus, we propose 

H1: IT support is positively related to intra-team 

social ties.

H2: IT support is positively related to inter-team 

social ties.

Team performance and team innovativeness are im-

portant dimensions of team outcome influenced by 

social ties (Somech, 2006). These two measures are 

complementary since team performance is related to 

the tangible accomplishment of desired result (Chatman 

and Flynn, 2001) while team innovativeness is related 

to intangible outcomes like ideas (Damanpour and Evan, 

1984).

Team innovativeness is the adaptability to change 

of a team (Lovelace et al., 2001; Wang and Ahmed, 

2004) and one dimension of team creativity (Chen, 

2006). Intra-team social ties are essential to provide 

innovative feedback with each other (Burke et al., 

2006). Strong intra-team ties are related to such behav-

iors including cohesion, reciprocity norms, trust, and 

shared vision of teams (Hahn et al., 2008; Krackhardt, 

1992; Pearce and Ensley, 2004), thus, can lead to in-

novative performance impacts (Hülsheger et al., 2009; 

Kuegler et al., 2015). Hence, we propose 

H3: Intra-team social ties are positively related to 

team innovativeness.

In case of inter-team social ties, the resulting inter-

personal relations are found to play important roles 

as resource channels to enhance innovation (Perry- 

Smith and Shalley, 2003). Individuals with strong ex-

ternal ties are more likely to adapt to changing surround-

ings (Burt, 2009). Since external social ties are resource 

channels, social actors can access them through their 

interactions and enable an exchange and a combination 

of diverse resources to adapt the change (Kogut and 

Zander, 1992; Reagans et al., 2004). Greater access 

of non-redundant information and knowledge resources 

through external communication can lead to innovation 

(Hülsheger et al., 2009; Suh et al., 2011). Previous 

studies have echoed social ties are positively related 

to innovativeness through the knowledge management 

process (Argote et al., 2003; Chen et al., 2010). Hence, 

we propose

H4: Inter-team social ties are positively related to 

team innovativeness.

Team performance generally defined as “the extent 
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<Figure 1> Research Model

to which a team is able to meet established objectives” 

in terms of “predefined quality, schedule (time), and 

budget (cost) objectives” (Hogel et al., 2004, p. 39). 

In case of intra-team, when teams have strong ties, 

these teams receive the benefit including greater ac-

countability, greater agreement on expectations, and 

less tendency of opportunism and social loafing 

(Sparrowe et al., 2001; Uzzi, 1996). Moreover, bonding 

networks can lead to greater mutual interdependence 

among members, greater cooperation, and thereby en-

hance team effectiveness (Kim and Lee, 2014; Molm, 

1994). Thus, intra-team social ties are strong predictors 

of team performance. Hence, we propose

H5: Intra-team social ties are positively related to 

team performance. 

Oh et al. (2004) hinted the positive relationship 

between social ties and performance based on the pri-

mary role of social ties as accessibility to various types 

of resources. Hansen (1999) noted that social ties en-

hance the information acquisition of an organization, 

which leads to better performance. Bridging role of 

social ties can bring heterogeneity from various boun-

daries, and boundary-spanning activities are critical 

factors of group effectiveness (Gruenfeld et al., 2000). 

Teams with strong ties collaborate better and share 

more information to complete task successfully 

(Balkundi and Harrison, 2006). Thus, inter-team social 

ties are strong predictors of team performance. Hence, 

we propose

H6: Inter-team social ties are positively related to 

team performance. 

Firms with greater innovativeness are found to be 

more successful in harnessing the capacities to improve 

performance (Lloréns Montes et al., 2004). In con-

temporary organizations, more teams are required to 

sustain innovation because innovation is essential to 

growth (Laursen and Salter, 2006). When teams have 

an ability to adapt the change, they can adjust their 

objective and role for meeting objective in regard of 

changing environment. Intangible assets including 

ideas can lead to tangible accomplishment of desired 

result in regard of established objective. Since crea-

tivity is a predictor of performance (Lee and Choi, 

2003), teams with superior innovation capabilities and 

openness to innovation are more likely to adapt well 

to changing environments. We thus expect that the 

team innovativeness is more likely to produce better 

performance. 

H7: Team innovativeness is positively related to 

team performance. 

Overall, seven research hypotheses are suggested 

and the resulting research model is depicted as shown 

in <Figure 1>.
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Characteristics Frequency Percentage

Individual (n = 964)

Gender
Male 903 93.7%

Female 61 6.3%

Age

20s 111 11.5%

30s 362 37.6%

40s 387 40.1%

Over 50s 104 10.8%

Team (n = 97)

Team type
Manufacturing 52 53.6%

Non-manufacturing 45 46.4%

Team size

< 10 members 36 37.2%

10~20 members 23 23.7%

20~30 members 8 8.2%

30+ members 30 30.9%

Number of teams 

in each company

IT service and solution 8 8.2%

Fine chemical 18 18.6%

Petro chemical 10 10.3%

Guarantee funds (Government agency) 8 8.2%

Shipbuilding & digital systems 17 17.5%

Construction 36 37.2%

<Table 1> Demographic Profiles of the Teams

Ⅳ. Research Method

Our research model with five team-level constructs 

requires a structure equation model analysis. Operatio-

nal definitions for all constructs are presented in 

<Appendix A>. We use partial least squares (PLS), 

which is appropriate for exploratory research rather 

than the verification of existing theories (Gefen and 

Straub, 2005). All variables adopted are based on meas-

urements from previous literatures and modified to 

fit the context of this study. All measurement items 

and related sources are presented in <Appendix B>. 

All variables are measured using a Likert seven-point 

scale (range from ‘strongly disagree’ to ‘strongly agree’).

Using a cross-sectional survey, we collected the 

data from six companies that have well-established 

team structures with assistance from their staffs. and 

Company profiles are diverse, including IT service, 

fine chemical, petrochemical manufacturer, govern-

ment agency, shipbuilding and construction. Teams 

in all six companies are known to form robust team- 

based social networks.

Within these six companies, the survey was dis-

tributed to 2,756 individuals working in 133 teams, 

and we received responses from a total of 1,646 employ-

ees in 131 teams during 3~4 weeks (59.7% of response 

rate). To produce team-level variables by aggregating 

individual responses, responses from a team with less 

than three responders were eliminated (Bagozzi et al., 

1998). We combined individual responses into team-

level constructs while maintaining validity including 

inter-rater reliability (James et al., 1984) and inter-class 

correlation coefficient (Shrout and Fleiss, 1979). After 

eliminating incomplete data and inappropriate data ag-

gregating into team level, responses from 964 employ-

ees of 97 teams were used for further analysis. The 

demographic profiles of respondents and their teams 

are summarized in <Table 1>.
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Construct
Measurement 

Item
Factor Loading

Cronbach’s 

α

Composite 

Reliability

Average

Variance 

Extracted

IT Support

ITsup1 0.889

0.975 0.981 0.929
ITsup2 0.866

ITsup3 0.886

ITsup4 0.880

Intra- 

Social Tie

Intra1 0.783

0.942 0.963 0.896Intra2 0.773

Intra3 0.562

Inter-

Social Tie

Inter1 0.731

0.921 0.950 0.864Inter2 0.806

Inter3 0.787

Team 

Innovativeness

Inno1 0.823

0.969 0.977 0.916
Inno2 0.784

Inno3 0.689

Inno4 0.677

Team

Performance

Per1 0.812

0.968 0.977 0.913
Per2 0.802

Per3 0.807

Per4 0.838

<Table 2> Internal Reliability and Convergent Validity

Ⅴ. Analysis Results

5.1  Measurement Model

We first checked the legitimacy of our samples 

for a team-level with an inter-rater agreement (rwg) 

and the inter-class correlation coefficient (ICC). All 

results exceeded the threshold of 0.7 for rwg and 0.2 

for ICC (1). Regarding construct reliability, we meas-

ured Cronbach’s alpha, which indicates the extent to 

which constructs have internal consistency. <Table 

2> shows the detailed result. The value for each con-

struct is greater than 0.7, with the lowest being 0.921, 

suggesting sufficient reliability (Bagozzi et al., 1998). 

The composite reliabilities are also greater than 0.7, 

which supports our analysis of Cronbach’s alpha. The 

factor loading of items for each construct is greater 

than 0.5, demonstrating the convergent validity of all 

constructs (Hair et al., 2006). In <Table 3>, the square 

root of the average variance extracted (AVE) for each 

variable was significantly higher than its correlations 

with other variables. This result verifies that the discrim-

inant validity is satisfactory (Fornell and Larcker, 1981). 

In addition, we checked the possibility of multi-

collinearity, since some variables have high correlation 

according to correlation matrix. To check multi-

collinearity, variance inflation factor (VIF) and toler-

ance were calculated. The results showed that variance 

inflation factor is lower than 10 (2.20~3.42) and toler-

ance is greater than 0.1 (0.29~0.45) (Hair et al., 2006); 

thus, the potential problem of multicollinearity can 

be unconcerned.
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Construct Mean
Standard

Deviation
IT Support

Intra-

Social Tie

Inter-

Social Tie

Team 

Innova-

tiveness

Team Perfor-

mance

IT Support 5.048 0.705 0.964

Intra-Social Tie 5.561 0.634 0.537 0.947

Inter-Social Tie 5.126 0.675 0.609 0.756 0.930

Team Innovative-ness 5.279 0.683 0.615 0.781 0.675 0.957

Team Performance 5.524 0.668 0.597 0.713 0.595 0.787 0.956

<Table 3> Descriptive Statistics and Correlation Matrix

Note: There are the square root of the average variance extracted (AVE) for each variable in diagonal.

As this study collected samples that were self-re-

ported with individuals responding to surveys them-

selves, common method bias, which is generated by 

respondents’ tendency to intentionally maintain con-

sistency or to follow answers that are expected by 

social norms, might become problematic (Podsakoff 

et al., 2003). To check for potential common method 

bias, we used Harman’s single factor test as recom-

mended by Podsakoff and Organ (1986). The principal 

factor explained 45.31% of the total variance, which 

is less than 50% of the threshold, indicating that com-

mon method bias is not of significant concern. We 

further checked this result by conducting the test recom-

mended by (Liang et al., 2007). Our analysis results 

show that all substantive factor loadings were sig-

nificantly higher than method factor loadings (for fur-

ther details, see <Appendix C>). The average of the 

substantively explained variance was 0.920, whereas 

the average of the method-based variance was only 

0.014. Therefore, the potential problem from the com-

mon method variance is marginal.

5.2 Structural Model

We analyzed the research model using a structural 

equation model. The relationships between IT support 

and both social ties are significant (  = 0.537, t = 

7.569;    = 0.609, t = 8.562; intra-social tie and in-

ter-social tie, respectively). The results indicate that 

IT support is a strong predictor of both intra- and 

inter-team social ties, supporting both hypotheses 1 

and 2. The relationships between both social ties and 

innovativeness are all significant (  = 0.632, t = 6.469;  

  = 0.197, t = 2.109; intra-social tie and inter-social 

tie, respectively); thus, both intra-social ties and in-

ter-social ties are positively related to team innovative-

ness, supporting hypotheses 3 and 4. Regarding the 

relationship between social ties and team performance, 

the effect of intra-social ties on team performance 

is significant (  = 0.264, t = 2.932), while the effect 

of inter-social ties on team performance is not sig-

nificant (  = 0.085, t = 0.778). The results indicate 

that, although intra-social ties are strong antecedents 

of team performance, no significant relationship exists 

between inter-social ties and team performance. Thus, 

hypothesis 5 is supported while hypothesis 6 is not. 

Regarding the links between innovativeness and per-

formance, the association between innovativeness and 

team performance is significant (  = 0.491, t = 4.307), 

indicating that innovativeness significantly enhances 

team performance. Hypothesis 7 is supported. 

Our analysis also examined the control variables, 

which are company, team size, and team type, and 

investigated their effects on team performance. In case 
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*p < 0.05, **p < 0.01, ***p < 0.001.

<Figure 2> Analysis Result

of company, guarantee funds and petrochemical firms 

exhibited significant effects on team performance, 

whereas others did not. The result shows that the effect 

of team size on performance is marginal (  = -0.076, 

t = 0.839), whereas the effect of team type is significant 

(  = 0.221, t = 3.011). <Figure 2> summarizes the 

result of our hypothesis testing.

Ⅵ. Discussion

Our results show that IT support strengthens both 

intra- and inter-social ties. The effects of IT support 

on both ties are similar in magnitude, which indicates 

that IT support is important for both social ties in 

a team setting. 

Our analysis also shows strong effects of both social 

ties on innovativeness. Intra-social ties lead to in-

novativeness more than inter-social ties. Drawn from 

the network-based theory, an intra-social tie is known 

to be efficient to retain internal assets. If inner ties 

are not adequately fluent with resources, the assessment 

of new assets from exterior linkages is necessary. Our 

finding implies that team members in intense ties are 

more likely to work in pursuit of a shared goal, which 

results in an efficient channel that facilitates knowledge 

flow and creativity, thereby leading to team innovati-

veness.

Although strong intra-bonds among team members 

result in high performance, inter-linkages among teams 

are not directly associated with better performance. 

Inter-social ties do not seem to affect the extent to 

which a team meets its goals directly because different 

teams possess different goals. Each team has its specific 

task-related knowledge and the effect of inter ties is 

indirect through innovativeness. 

Ⅶ. Implication

7.1 Theoretical Implications

This study provides three implications for theory. 

First, our integrative perspective provides a firmer un-

derstanding of the nature of social ties. The catego-

rization of the social capital of teams into two modes 

such as intra-team social ties from the bonding per-

spective and inter-team social ties from the bridging 
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perspective will be applicable for other team level 

studies.

Second, this study examines the direct effects of 

social ties on innovativeness and performance and 

shows the importance of the impact of social ties at 

the team level. Our result reveals a significant impact 

of intra-social ties on innovation and team performance. 

This result is critical in revealing the mechanism of 

inner linkages within teams and their effects on teams’ 

outcomes.

Third, the role of information technology support 

is rekindled within the context of social ties. Our analy-

sis contributes to the existing knowledge management 

literature by strengthening the perspective that simply 

improving the IT infrastructure is not enough to gain 

a competitive advantage (Lee and Choi, 2003). As 

a team utilizes its IT infrastructure, knowledge transfer 

can be more prevalent through developed pathways. 

With IT support, team members can communicate in 

an open and cooperative environment, resulting in en-

hanced bonds among them. For inter-ties, IT support 

enhances a team’s capability to interact with others 

and creates a strong network structure.

7.2 Practical Implications

Several implications from our study provide useful 

insights in practice. Our findings demonstrate that both 

intra- and inter-social ties improve a team’s innovative-

ness and performance. Furthermore, knowledge man-

agement practitioners should realize that forming 

strong relationships with other teams without the bond 

of inner members does not always result in the expected 

direct results. Without strong ties among team mem-

bers, a team might not be productive regardless of 

the strength of the external linkages that it forms. A 

team’s inner network should be prior to other network-

ing initiatives. A simple and effective network might 

provide better results than a vast but unidirectional 

network. Moreover, managers should also understand 

that a well-developed IT infrastructure can enrich intra- 

and inter-social ties that lead to better team per-

formance. Since IT support can improve team mem-

bers’ internal and external social ties by providing 

communication channels and ground for collaborative 

work, managers enhance members’ understanding of 

the role of IT and encourage their IT usage.

For example, P Consulting, a top-notch professional 

services firm in the audit, tax, and advisory industry, 

strived to enhance its social ties among team members 

with different practices. The firm realized that effec-

tively serving large institutional clients could only be 

achieved through good teamwork. Therefore, the im-

portance of social ties has not only been emphasized 

during the firm’s hiring process but also throughout 

an employee’s career. 

Acknowledging that adding value to work comes 

from truly connecting its employees and clients under 

any circumstances, P Consulting internally developed 

a server-based file replication system using the 

front-end interface software. The company utilized a 

groupware to list all of the procedures and practices 

specifically used for each client and enabled its employ-

ees to upload all of the relevant work papers and files. 

Such an IT system not only enhanced the sharing of 

working knowledge within teams and different practi-

ces but also improved the overall social ties, especially 

in the audit field. When employees attempted to adopt 

a new methodology to enhance their job function or 

needed reference to new industry guidance, they could 

easily access the well-organized IT platform to acquire 

such knowledge or to obtain real-time feedback from 

their superiors. Such innovative IT tools and platforms 

increased work efficiency and effectiveness and helped 

the company secure its prestigious firm brand.

Another example could be found in the case of 
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A Bank. The bank merged with M Investment during 

the financial turmoil. When large legal entities merge, 

the need for social ties is stressed at every corporate 

level. Synergies could only be expected after sim-

plification of the corporate structure. A Bank overcame 

such challenges with the presence of strong IT 

support. With the inter- and intra-social ties further 

strengthened by IT and database management, A Bank 

adopted a strategy to increase revenue by “cross-sell-

ing” everything from stocks to mutual funds, credit 

cards, and mortgages. Although cross selling has long 

been a touchy subject at banks and brokerage firms, 

such a strategy was found to strengthen their com-

petitive advantage and can be lucrative if adopted 

properly. 

Ⅷ. Further Studies and 
Conclusion

This study has some areas for future research. We 

gathered data from six companies. Although this study 

controlled two team-related variables such as team 

size and team type, the result would have exhibited 

different implications because each company might 

have distinct characteristics. Thus, a further analysis 

with data from more companies with industry catego-

ries ensures that these distinct characteristics can be 

generalized. In addition, future studies should delve 

into the different magnitudes of a team’s outcome, 

which are possibly influenced by both social ties. This 

extension elucidates more comprehensive team dynam-

ics related to social ties.

On the basis of the bonding and bridging views, 

our study demonstrates that inter- and intra-social ties 

within teams play different roles. Strong inner linkages 

are found to be critical factors for team outcomes. 

Although external social ties are not directly associated 

with team performance, they harness performance in-

directly through team innovativeness. Importantly, in-

formation technology is found to be critical in fostering 

social ties in a team setting. 
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<Appendix A> Operational Definitions

Variables Operational definition Source

Intra-Social tie The degree of contact and accessibility of between our team 
members Chow and Chan (2008)

Inter-Social tie The degree of contact and accessibility of our team members with 
other team members Chow and Chan (2008)

IT Support
The degree of IT support for collative work, (or communication, 
for searching and accessing, for simulation and prediction, and 
for systematic storing)

Lee and Choi (2003)

Team Innovativeness The degree of team’s adaptability to change Lovelace et al. (2001)

Team Performance The degree of team's task performance in relation to all schedule, 
budget, and quality objectives Hoegl et al. (2004)

<Appendix B> Questionnaire Items

Construct Items Questionnaires Source

Intra-Social Tie

Intra1 In general, our team members have a very good 
relationship with my team members.

Chow and Chan (2008)Intra2 In general, our team members am very close to my 
team members.

Intra3 Our team members hold lengthy discussions with my 
team members.

Inter-Social Tie

Inter1 In general, our team has a very good relationship with 
other teams. 

Chow and Chan (2008)Inter2 In general, our team is very close to other teams.

Inter3 Our team holds lengthy discussions with other teams.

IT Support

ITsup1 Our team is provided with IT support for collaborative 
work regardless of time and place.

Lee and Choi (2003)
ITsup2 Our team is provided with IT support for communicating 

among team members.

ITsup3 Our team is provided with IT support for searching and 
accessing necessary information.

ITsup4 Our team is provided with IT support for systematic 
storing.

Team 
Innovativeness

Inno1 Our team continues to develop new products and services.

Lovelace et al. (2001),
Wang and Ahmed 

(2004)

Inno2 Our team collects information about new markets, 
products, and technologies.

Inno3 Our team develops capabilities to improve the current 
business model. 

Inno4 Our team develops technology to create new business 
opportunities. 

Team 
Performance

Per1 On the basis of the current status, this team can be 
regarded as successful.

Hoegl et al. (2004)Per2 To date, all team goals have been achieved.

Per3 The team’s output to date is of high quality.

Per4 The team is satisfied with its performance to this point.
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<Appendix C> Common Method Bias Test

Variables
Measurement 

Items

Substantive 

Factor Loading 

(R1)

R12

Method

Factor Loading 

(R
2)

R22

IT Support

ITSup1 1.008
*** 1.016 -0.062 0.004

ITSup2 0.901*** 0.812 0.091 0.008

ITSup3 0.973
*** 0.947 -0.010 0.000

ITSup4 0.977
*** 0.955 -0.021 0.000

Intra-Social tie

Intra1 0.967*** 0.935 -0.008 0.000

Intra1 1.026
*** 1.053 -0.064 0.004

Intra3 0.843
*** 0.712 0.075 0.006

Inter-Social tie

Inter1 0.938*** 0.880 0.003 0.000

Inter2 1.030
*** 1.069 -0.080 0.006

Inter3 0.815
*** 0.664 0.081 0.007

Team Innovativeness

Inno1 1.183*** 1.399 -0.268 0.072

Inno2 1.112
*** 1.237 -0.174** 0.030

Inno3 0.789
*** 0.623 0.196** 0.038

Inno4 0.764*** 0.584 0.225*** 0.051

Team Performance

Per1 0.945
*** 0.893 0.022 0.000

Per2 0.866
*** 0.750 0.122* 0.015

Per3 0.966*** 0.933 -0.028 0.001

Per4 1.051
*** 1.105 -0.123* 0.015

Average 0.953 0.920 -0.001 0.014

*p < 0.05, **p < 0.01, ***p < 0.001.
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