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Abstract

In today's complex business world, the diversities

within organizations, within teams, and of individual

employees have emerged as a source of competitive

advantage that can enhance creativity at multiple levels

of analysis. However, the relationship between diver-

sity and creativity at and across the individual, team,

and organizational levels remains a topic of debate,

despite ongoing scholarly interest. In this article, we

address this debate by conducting a comprehensive

multilevel review of 119 empirical studies that explores

the effects of diversity on creativity. To structure this

body of literature, we review studies based on their

levels of analysis as well as the degrees of job-

relatedness and the observability of diversity attributes

they investigate. This approach helps to enable the

discussion of the differential effects that numerous

diversity attributes can have on creativity at the

individual, team, and organizational levels, thus

uncovering promising avenues for future research. Our

multilevel perspective particularly points toward the

heightened need for more cross-level and dynamic

research designs and for extending conceptual ideas

well known at one level of analysis to phenomena less

understood at other levels of analysis. These
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approaches should improve the understanding of the

complex, and therefore still puzzling, role of diversity

for creativity.
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INTRODUCTION

Scholarly interest in diversity and creativity has been increasing steadily over the last decades
(Anderson et al., 2014; Roberson et al., 2017). It has also been acknowledged that both phenom-
ena can emerge at different levels of analysis (e.g., Podsiadlowski et al., 2013; Woodman et al.,
1993). The idea of diversity constituting a multilevel phenomenon is reasonable because it gen-
erally describes lower level entities (e.g., individuals) to make for a higher level entity (e.g., a
team) being more or less diverse. But even creativity is of a multilevel nature because of its
social-environmental component (Amabile, 1983; Csikszentmihalyi, 1988; Hennessey &
Amabile, 2010), which makes it nearly impossible to see the creativity of an individual without
(un)consciously also recognizing the role that his or her social environment plays in shaping
it. It is therefore not surprising that a considerable amount of management research has looked
at how diversity substantially influences workplace creativity at different levels of analysis
(Bassett-Jones, 2005; Han et al., 2014; Shin et al., 2012).

However, despite extensive research on the impact of diversity on creativity, the effects of
this relationship remain ambiguous (e.g., Bell et al., 2011; van Dijk et al., 2012). Prior findings
indicate that different types of diversity, which can be categorized according to the two dimen-
sions of job-relatedness (i.e., the degree to which a diversity attribute relates to the context of
the job like the task at hand) and observability (i.e., the degree to which a diversity attribute is
visible), may affect creativity differently (van Knippenberg & Schippers, 2007). For example, a
meta-analysis by Wang et al. (2019) found team creativity to be positively affected by diversity
in unobservable attributes and to be unaffected by diversity in readily observable attributes.
Increasing the complexity of such diversity–creativity relationships, the extant literature also
demonstrates that the same attribute can show ambiguous associations with creativity. For
example, different studies have indicated that functional diversity (i.e., teams composed of
members from different organizational functions, like research and development or marketing
and sales) has positive (Mitchell & Boyle, 2015), negative (Cabrales et al., 2008), or no direct
effects on creativity (Cheung et al., 2016). Further contributing to this puzzle, the diversity aris-
ing from the same attribute seems to exert opposing effects on creativity depending on the level
at which creativity is conceptualized. For example, the effect of ethnic/national diversity on cre-
ativity at the team level is different from its effect at the organizational level (Gibson & Gibbs,
2006; Parrotta et al., 2014). These findings illustrate the overall challenge of adequately under-
standing how diversity relates to creativity within and across levels of analysis.

Although very informative empirical and narrative literature reviews on the effects of diver-
sity on creativity exist, they have either been restricted to a specific level of analysis
(e.g., Horwitz & Horwitz, 2007) or to specific diversity attributes (e.g., Bell et al., 2011; Schneid
et al., 2016). This is problematic for two reasons. First, because previous reviews and meta-
analyses have limited their scope to a single level of analysis, a comprehensive multilevel
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categorization of both the different diversity types and their effects on creativity at and across
different levels of analysis is still missing. As creativity is a multilevel phenomenon that can
evolve from the efforts of an individual, a team, or an entire organization (Hennessey &
Amabile, 2010), a multilevel perspective on it is required to expand our understanding of the
underlying processes that produce it (Anderson et al., 2014). Second, whereas some previous
reviews focused on a single diversity attribute, such as on differences in culture (Cox & Blake,
1991; Stahl et al., 2010), intercultural experience (Dunne, 2017), or age (Schneid et al., 2016),
others considered larger categories, such as demographic (Bell et al., 2011), bio-demographic
and task-related (Horwitz & Horwitz, 2007), job-relevant and background (Hülsheger et al.,
2009), or demographic and job-related diversity attributes (van Dijk et al., 2012). In addition,
some research followed a selective, rather than comprehensive, approach (Shalley & Gilson,
2004; Zhou & Hoever, 2014). This is unfortunate, as it does neither allow for considering the
broad array of diversity categories at the different levels of analysis covered in the extant litera-
ture nor help to better understand their potential to affect creativity differently (e.g., Gibson &
Gibbs, 2006; Mitchell & Boyle, 2015).

Therefore, a more holistic understanding of diversity–creativity relationships is needed. We
aim to offer such an understanding through our comprehensive review and synthesis of the
effects that different types of diversity have on creativity at and across the individual, team, and
organizational levels. By doing so, we advance the literature in two ways. First, going beyond
the selective efforts to systematize research on the effects of single diversity attributes as
described above, our review offers a more comprehensive categorization of the numerous
diversity attributes and their effects on creativity. This categorization allows for a better integra-
tion of previous research, as it illustrates the nomological network of the relationship between
diversity and creativity. By exploring commonalities and differences of various origins of
diversity, our approach enables a more comprehensive understanding of diversity's role in
creative work and raises awareness of the organizational reality that multiple diversity
attributes appear simultaneously (van Knippenberg et al., 2011).

Second, by reviewing the considerable diversity–creativity research from different analytical
perspectives, we recognize the multilevel nature of diversity and creativity in organizations
(Anderson et al., 2014; Corritore et al., 2019). Specifically, we structure our review according to
studies applying either single-level or cross-level approaches. In particular, we integrate the
upcoming perspective of individual diversity, because heterogeneity can also arise within
individuals (Corritore et al., 2019). This line of work, however, has evolved separate from those
on team and organizational diversities. Our review is thus particularly suited to identifying
empirical findings at and across different levels of analysis, to uncovering analogies between
those findings, and to synergistically deriving avenues for future research. As a prerequisite for
this, our review enables a multilevel understanding of diversity–creativity relationships by
reflecting upon divergent effects at different levels of analysis (Gibson & Gibbs, 2006; Parrotta
et al., 2014).

SCOPE AND METHOD OF THE LITERATURE REVIEW

Literature research strategy

Drawing on best practice recommendations for conducting literature reviews (e.g., Rousseau
et al., 2008; Short, 2009), we systematically reviewed the empirical research on diversity–
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creativity relationships and identified relevant literature by using a Boolean topic search in
Web of Science, EBSCO, and Google Scholar. We combined the term “divers* OR heterogen*
OR faultline* OR composition* OR dissimilar* OR differen* OR leader-member exchange OR
LMX OR leader-member exchange differentiation OR multucltural* OR bicultural*” with the
term “creativ* OR innovat* OR problem solving* OR divergent thinking” to search in the titles,
abstracts, author keywords, and keywords plus of articles available in print or online before
April 2021. This search resulted in a total of 24,351 hits. We then screened these research items
based on their titles and abstracts. To complement our database search, we executed a forward
and backward citation search of the identified articles, as well as of prior reviews and meta-
analyses (e.g., Bell et al., 2011; Hülsheger et al., 2009; van Knippenberg, 2017). This approach
helped us identify 36 additional articles that were potentially relevant to our review.
Furthermore, to avoid publication bias, we also searched with the above keywords for relevant
conference proceedings, book chapters, and dissertations in various databases such as SSRN,
ProQuest, and Web of Science, as well as in relevant collections of management and psychology
conference proceedings (e.g., Academy of Management). This approach put forth further
47 studies. We ultimately identified a total of 371 articles for further full-text screening.

With the aim of conducting a comprehensive but focused review, we adopted several
inclusion criteria for the fine-grained screening process. First, we only included empirical
articles and disregarded conceptual work (e.g., Goclowska et al., 2018; West, 2002). Given its
value, however, we considered conceptual work in the literature systematization, implications,
and future research opportunities sections of our review. Second, we only considered research
conducted at the individual, team, or organizational levels and disregarded macro-level
research done at the industry or country levels (e.g., Chen et al., 2018; Zhan et al., 2015). Third,
we intended to review research that investigated the effect of diversity on creativity. Because
innovation, as a two-stage process, encompasses idea generation and idea implementation, we
only included studies exploring the effect of diversity on creativity—that is, the generation of
ideas during the innovation process (Woodman et al., 1993). Fourth, we integrated only studies
that reported results for measures of creativity, excluding those that measured creativity as a
subdimension of performance without reporting on the effects of this specific subdimension
(Ancona & Caldwell, 1992; Kearney et al., 2009; Kearney & Gebert, 2009).

Based on these criteria, we excluded 252 studies. The remaining 119 empirical articles
formed the foundation of our systematic literature review. According to the journals' categoriza-
tion in the Social Science Citation Index, our literature base was interdisciplinary, with
50 articles published in business and management journals, 31 articles in psychology journals,
20 articles in organizational behavior journals, and 14 in journals from other categories. Four
studies were unpublished. In terms of the research design, our sample included 112 quantitative,
4 qualitative, and 3 mixed-methods studies published from 1965 to March 2021. Finally, the
body of research that we review below consisted of studies at the individual (26), team (62), and
organizational (22) levels of analysis, as well as 11 studies with a cross-level design.

Literature systematization

In our literature review, we applied the definition by Harrison and Klein (2007) and defined
diversity as the differences within or among the members of an organization and its units
with respect to a given attribute or multiple attributes. We looked specifically at how such a
diversity within and across different entities influences their creativity, which we defined as
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“the generation of novel and useful outcomes (i.e., ideas, solutions, processes, products, etc.)”
(Acar et al., 2019, p. 97). Research has shown that creativity can arise from the creative efforts
of individuals, teams, or entire organizations, which reinforces the multilevel nature of creativ-
ity in the organizational context (Zhou & Hoever, 2014). Due to the strong focus on generated
outcomes when defining and measuring creativity in this literature (Hughes et al., 2018), we
considered creativity as unidimensional across all levels of analysis in contrast to the
multidimensionality of diversity. Diversity based on various attributes has been found to predict
creativity at different levels.

To find common threads among inconclusive findings produced for the effects of different
types of diversity, prior research has made several attempts to systematize diversity types into
different categories such as task-related versus relations-orientated attributes (Jackson et al.,
1995), job-relevant versus background attributes (Hülsheger et al., 2009), or surface- versus
deep-level attributes (Harrison et al., 1998). Attending to the complexity behind the phenome-
non of diversity and its need to be discussed from multiple perspectives, some frameworks even
integrate more than one dimension from which to view diversity attributes. As such, the idea to
cluster attributes along the dimensions of job-relatedness and observability of differences
between individuals has become most prominent. Whereas Jackson et al. (1995) discussed task-
related versus relations-orientated attributes in terms of their (un)detectability, Pelled (1996)
considered the (in)visibility of job-related versus job-unrelated attributes. To account for the
complexity reflected in the different possibilities of structuring diversity attributes, we adopted
the diversity typology developed by Weiss et al. (2018), which builds on these categorizations.
Hence, we structured the different diversity types that may categorize individuals, teams, or
organizations by two dimensions: job-relatedness and observability. Job-relatedness describes
whether a diversity attribute involves experiences, skills, or perspectives that are relevant to
cognitive work tasks (Pelled, 1996; Webber & Donahue, 2001). In contrast, job-unrelatedness
refers to such attributes that tend to lack direct relevance to cognitive work tasks (Pelled, 1996;
Weiss et al., 2018). In terms of observability, diversity attributes are categorized as either
surface-level or deep-level diversity attributes. Surface-level diversity attributes are those that
are almost immediately observable and often involve visible demographic differences (Harrison
et al., 1998; Jackson et al., 1993). In contrast, deep-level diversity attributes include more
psychological characteristics that are interpreted in light of and disclosed via verbal and
nonverbal cues and that—in contrast to surface-level attributes—can only be discovered
through prolonged individualized interaction and information collection (Jackson et al., 1993;
Phillips & Loyd, 2006).

The relevance of both dimensions—that is, the degrees of job-relatedness and
observability—evolves from theoretical arguments based on the information-processing and
social-categorization perspectives, which are central to the understanding of how diversity
attributes (differentially) influence desirable outcomes, such as creativity (Guillaume et al.,
2017; van Knippenberg et al., 2004). We combined these two dimensions of diversity and
divided the extant literature into four categories: job-related diversity attributes at the surface
level; job-related diversity attributes at the deep level; job-unrelated diversity attributes at the
surface level; and job-unrelated diversity attributes at the deep level. Because the degrees of
job-relatedness and observability of diversity attributes differ across job and cultural contexts,
some studies were less clearly assignable to one of those four categories. We therefore used two
independent coders to assign the 119 studies to these categories based on the definitions
presented above. We engaged in discussions with the coders to resolve discrepancies and to
ensure that we reviewed studies in the category that most adequately captured their diversity
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attribute of interest. Table 1 offers an overview of the identified diversity attributes and
exemplary studies that were sorted into the four larger categories.

A MULTILEVEL REVIEW OF DIVERSITY–CREATIVITY
RELATIONSHIPS

Extant research has investigated the relationship between diversity and creativity either at
distinct levels of analysis (i.e., individuals, their teams, or organizations) or across some of
them. We followed these analytical perspectives and reviewed the findings related to the four
categories of diversity attributes outlined above within each of them.

Individual-level research on the role of diversity for creativity

Job-related diversities at the surface level

Prior research based on the notion that creativity is a result of combining different information
and perspectives that emerge from social interactions (Baer et al., 2015) has highlighted the
crucial role that diversity within individuals' networks (i.e., differences among the actors, ties, or
contacts of a social network; e.g., Baer, 2010) plays in their creativity. For instance, Baer (2010)
argued that individuals with highly diverse idea networks (i.e., social ties to individuals with
different organizational affiliations) demonstrate higher creativity. He found this relationship to
be contingent on a moderate idea network size, a weak network strength, and individuals'
strong openness to experience. Likewise, when their social ties were strong, the diversity in
functional backgrounds associated with those ties appeared to help employees be creative by
enhancing their creative self-efficacy (Gong et al., 2019). Furthermore, individuals' creativity
tends to benefit when they can seek feedback relevant to their own creative performance from
diverse actors of their social network (Sijbom et al., 2018). These authors stressed the crucial
role of two contextual contingencies: high-performance dynamism (i.e., the perceived rate of
change in performance standards) and low creative time pressure (i.e., the perception of having
insufficient time to develop creative ideas). Both tend to be required to enhance the positive
effect that diversity in the sources of feedback has on creativity.

Job-related diversities at the deep level

In terms of cognitive diversity (i.e., differences in terms of expertise, experiences, perspectives,
knowledge, thinking styles, and beliefs; e.g., Miller et al., 1998), the extant literature has demon-
strated conclusively that individual creativity benefits from the diversity in the job-related
cognitive resources of individuals, such as their professional expertise (Boh et al., 2014; Huang
et al., 2014) and knowledge (Frey et al., 2011; Mannucci & Yong, 2018). Whereas Boh et al.
(2014) found a direct, positive relationship between scientists' breadth of expertise and creative
inventions, Frey et al. (2011) demonstrated that the knowledge diversity of contributors to
online innovation platforms benefited their innovative ideas. Taylor and Greve (2006) found
that comic creators' knowledge diversity had a similar effect on their creative output. Studies on
moderators of such beneficial effects between cognitive diversity and individual creativity
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TABLE 1 A structured approach to the extant literature on diversity–creativity relationships

Level of
analysis

Diversity
categories

Diversity
types

Diversity
attributes
(examples) Exemplary studies

Individual Job-related,
surface-level

Network Social ties, network
contacts

Baer (2010); Gong et al. (2019)

Job-related,
deep-level

Cognitive Expertise,
knowledge

Boh et al. (2014); Mannucci and
Yong (2018)

Network Actors, social
network

Chua (2018); Hirst et al. (2015)

Identity Organizational
culture

Corritore et al. (2019)

Job-unrelated,
surface-level

Language Multilingualism Kharkhurin (2010); Lee and
Kim (2011)

Job-unrelated,
deep-level

Identity Culture, group
membership

Korzilius et al. (2017); Steffens
et al. (2016)

Contextual Cultural exposure,
values

Çelik et al. (2016); Leung et al.
(2008)

Team Job-related,
surface-level

Background Function, education Mitchell and Boyle (2015); Shin
and Zhou (2007)

Network Outside ties Perry-Smith and Shalley (2014)

Job-related,
deep-level

Interaction
style

Communication
style, LMX

Li et al. (2016); Pesch et al.
(2015); Zhao (2015)

Identity Work value, group Tang and Naumann (2016);
Tripathi and Ghosh (2020)

Cognitive Knowledge,
thinking style

Han et al. (2014); Hoever et al.
(2012)

Job-unrelated,
surface-level

Demographic Gender, nationality Pearsall et al. (2008); Spoelma
and Ellis (2017)

Geographic Dispersion Gibson and Gibbs (2006); Seo
et al. (2020)

Language Directness of
language

Winkler and Bouncken (2011)

Job-unrelated,
deep-level

Identity Attitude, culture Jang (2017); Lu et al. (2018)

Personality Openness,
agreeableness

Pan et al. (2019); Schilpzand
et al. (2011)

Cognitive Cognitive style,
affect

Emich and Vincent (2020);
Miura and Hida (2004)

Organization Job-related,
surface-level

Background Function, education Solheim and Herstad (2018);
Talke et al. (2010)

Resource Technology Huang and Chen (2010);
Subramanian et al. (2016)

Geographic R&D activity Lahiri (2010)

Network Collaboration
partner, tie

Bahlmann (2014); Chung et al.
(2019)
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showed them to be enhanced either when individuals shared their tacit knowledge with their
team (Huang et al., 2014) or as the career seniority of those individuals increased (Mannucci &
Yong, 2018).

Multiple studies investigated the effects of deep-level network diversity on individuals'
creativity. For instance, Rese et al. (2021) provided empirical evidence for the positive role of
diversity in knowledge that is exchanged within an individual's network for his or her creativ-
ity. Also, if creative tasks require knowledge resources from multiple cultures, cultural diversity
in the job-related social network of individuals tends to benefit their creativity (Chua, 2018).
Connecting to the positive creativity implications of knowledge diversity outlined in the
preceding paragraph, Huang and Liu (2015) and Singh et al. (2016) discovered that the knowl-
edge diversity of social networks (i.e., the contacts of employees) and collaboration networks
(i.e., the indirect contacts of inventors) benefits the creativity of employees and inventors, which
can be further increased through colleagues' help (Huang & Liu, 2015). Hirst et al. (2015) found
that diversity in the indirect networks of individuals benefits their creativity, particularly for ties
that depend on only one direct tie. Such social networks are crucial sources of feedback that
individuals can access when in need.

Job-unrelated diversities at the surface level

Increasing evidence suggests that individuals' diversity in language capabilities (i.e., differences
in languages for which capabilities are possessed; e.g., Kharkhurin, 2009) increases their
creativity (e.g., Kharkhurin, 2010; Lee & Kim, 2011). For example, Kharkhurin (2009) found
that bilingual students appeared to be more creative than monolingual students. Cushen and
Wiley (2011) highlighted the importance of when and to what extent these additional languages
are acquired by showing that early bilinguals (i.e., individuals acquiring a second language by
the age of 6) performed better in creative versus noncreative tasks than monolinguals. Balanced
bilingualism (i.e., equal proficiency of different languages) tends to result in higher creativity
than unbalanced bilingualism (Lee & Kim, 2011). In his examination of the moderators of this
relationship, Kharkhurin (2010, 2011) emphasized that the effect of diversity in languages on
individual creativity is contingent on the sociocultural context and the language proficiency of

TABLE 1 (Continued)

Level of
analysis

Diversity
categories

Diversity
types

Diversity
attributes
(examples) Exemplary studies

Contextual Host country's
technology

Almeida and Phene (2004)

Job-related,
deep-level

Cognitive Knowledge,
information

Caner et al. (2017); Godart et al.
(2015)

Job-unrelated,
surface-level

Demographic Gender, age Diaz-Garcia et al. (2013);
Parrotta et al. (2014)

Job-unrelated,
deep-level

- - -

Abbreviation: LMX, leader–member exchange.
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individuals through their superior selective attention. The effects of bilingualism on creativity
not only differ between the United States (i.e., better activation of unrelated and active
concepts) and Iran (i.e., production of innovative and useful ideas) but are also greater for
individuals with stronger language proficiency (Kharkhurin, 2010, 2011).

Job-unrelated diversities at the deep level

Further research has investigated how identity diversity (i.e., differences in terms of social
identities as well as values and attitudes) relates to individual creativity. This body of research
argued that multiple social identities of individuals—particularly those related to their national
cultures (Korzilius et al., 2017; Tadmor, Galinsky, et al., 2012) and salient group memberships
(Steffens et al., 2016)—enhance individual creativity. Findings have suggested that the positive
effect of social identities on individual creativity is mediated by cultural intelligence (Korzilius
et al., 2017), integrative complexity (Tadmor, Galinsky, et al., 2012), and cognitive flexibility
(Steffens et al., 2016) and that the blendedness of multiple cultural identities (i.e., Chinese–
American biculturals) positively affects creativity via ideational fluency in bicultural rather than
monocultural contexts (Saad et al., 2013).

Another stream of research explored how exposure to or the experience of contextual
diversity (i.e., diversity in one's immediate social environment; e.g., Chua, 2013) affects individ-
ual creativity. Three empirical studies reported that multicultural experiences were positively
associated with creativity (Cheng et al., 2011; Leung et al., 2008; Tadmor, Satterstrom, et al.,
2012). Notably, these studies applied different scales to measure creativity, which might
strengthen their implications. Further illuminating this relationship, Leung et al. (2008)
revealed that the positive effect of multicultural experiences on creative outcomes was particu-
larly strong either for individuals open to new experiences or when the creative context
neglected both the need for closure (i.e., individuals' desire to follow a firm's answers to
ambiguous problems without considering alternative solutions) and the salience of their
mortality. In addition, Cheng et al. (2011) discovered that the positive effect of multicultural
experience on creativity was mediated by less positive and more negative emotions, as well as
by individuals' self-reflection. Focusing on contextual value diversity, Çelik et al. (2016) found
that when individuals perceived that their values conflicted strongly with those of others in
their environment, the relationship between the value diversity within the social environment
tended to benefit individual creativity more than in cases where a low level of value conflict
was perceived.

Synthesis of individual-level research

Unfortunately, only 7 of 26 studies we examined explored the potential mediating mechanisms
within the relationship between individual diversities and creativity (e.g., Gong et al., 2019;
Korzilius et al., 2017). Although the current state of research at the individual level shows a
strong emphasis on investigating direct effects, these studies exclusively examined the positive
potential of diversity for creativity, which left open the questions of why and when individuals'
diversities may backfire and cause them to struggle in their creative work. Furthermore, a brief
review of the methodological aspects of individual-level research revealed several interesting
insights. Creativity was measured in several ways, including assessments via creativity tests and
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tasks (15 studies) (e.g., unusual uses test, Guilford, 1967), subjective scale-rated instruments (8),
and objective data sources (3). With respect to the measurement of diversity, research generally
differentiated between objective diversity measures (i.e., actual differences) and perceived diver-
sity (i.e., the awareness of differences) (Shemla et al., 2016). At the individual level, a slightly
higher number of studies relied on actual, objective diversity (14) than on measures of perceived
diversity (12). All the studies applied quantitative methods, except for one that adopted a
mixed-methods design combining qualitative and quantitative explorations.

Team-level research on the role of diversity for creativity

Job-related diversities at the surface level

The extant literature on background diversity (i.e., differences in terms of professional back-
ground such as function, education, and occupation; e.g., Reuveni & Vashdi, 2015) emphasizes
the crucial role of team functional diversity for team creativity. Twelve of the 62 team-level
studies that we reviewed were interested in this effect. A qualitative study by Watson (2018)
found that a team's diversity in technical specialties had a positive effect on creativity. Likewise,
Somech and Drach-Zahavy (2013), Lee et al. (2015), and Chae et al. (2015) all found a positive
relationship between functional diversity and team creativity. The latter study showed that this
effect was more positive for either high or low, rather than moderate, levels of functional diver-
sity, which points to a curvilinear effect. The results obtained by Dayan et al. (2017) also
supported the idea of such a nonlinear relationship. Other studies considered contingencies and
mediating mechanisms in those complex relationships. Some studies showed that a team's func-
tional diversity benefited its creativity more when either the uncertainty of the project (Dayan
et al., 2017) or the quality of team processes, such as reflexivity, was high (Fay et al., 2006).
Others demonstrated that the positive effect of functional diversity on team creativity was medi-
ated by team leaders' external activities, such as relating, scouting, and persuading (Benoliel &
Somech, 2015), and by the knowledge sharing of teams (Sung & Choi, 2019). Connecting to this
crucial role of team dynamics, Post et al. (2009) found that diversity in functional and educa-
tional perspectives indirectly benefited team creativity through learning and psychological
safety. However, the positive indirect effect of functional background diversity on team creativ-
ity via knowledge sharing was only found for teams with high status differentials (Sung & Choi,
2019), and Cheung et al. (2016) uncovered that this indirect effect became harmful to team crea-
tivity when low levels of affect-based trust were found within teams.

Another background diversity attribute is education. Shin and Zhou (2007) found that
transformational leadership moderated the positive role of educational diversity for team
creativity, such that team creativity benefited more strongly from educational diversity the more
transformational leadership occurred within teams. This effect was shown to be mediated by
teams' creative efficacy, because transformational leadership provoked teams to appreciate
diverse cognitive resources and to be confident in their creative capability, which, in turn,
facilitated team creativity (Shin & Zhou, 2007). In addition, the mediating mechanism of
creative efficacy, teams' gathering of external information and openness to adapting strategies
to this external information, also helped educational diversity in supporting team creativity
(Henneke & Lüthje, 2007). Examining curvilinear effects, Luan et al. (2016) observed that the
knowledge integration capability of teams moderated the curvilinear relationship between edu-
cational diversity and team creativity, such that a high integration capability enabled the
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positive effect of educational diversity on team creativity, whereas a low capability to integrate
knowledge produced a negative effect.

A last job-related diversity attribute at the surface level is the occupational diversity of
teams. Reuveni and Vashdi (2015) showed that this type of diversity benefited team creativity
via shared team mental models. Supporting this positive view on occupational diversity,
Mitchell and Boyle (2015) found that, for teams strong in open-mindedness, it increased team
creativity through the salience of professional identities, which they argued raised awareness,
and hence made use, of the differences among team members. This argument supports the
information-elaboration perspective, which describes the instances when diversity is beneficial.
The authors also observed that when teams lacked open-mindedness, occupational diversity
harmed team creativity through the salience of professional identities (Mitchell & Boyle, 2015).
This finding connects to the social categorizing perspective, which helps researchers to
understand when diversity becomes harmful. Conceptualizing team diversity with a composite
measure (i.e., aggregating multiple diversity attributes to form a single index) comprising
background diversity attributes such as function and education, Cabrales et al. (2008) also
identified such a detrimental effect of diversity on team creativity. In contrast, Qu and Liu
(2017) provided support for the idea that the positive indirect effect of diversity in terms of
functional and educational backgrounds (i.e., composite measure) on team creativity via exter-
nal knowledge acquisition and internal knowledge integration is conditioned by the prosocial
motivation of teams.

One study investigated the effect of teams' network diversity on their creativity, arguing that
national diversity within the informal network of teams benefits their creativity (Perry-Smith &
Shalley, 2014).

Job-related diversities at the deep level

Four studies examined the effect of teams' diversity in interaction style (i.e., differences in
interaction and communication patterns pursued in interpersonal relationships; e.g., Hambley
et al., 2007) on their creativity. In these studies, the diversity in communication styles within
teams seemed to be positively related to team creativity through fostering a creative team
environment and negatively related through enhanced relationship conflict (Pesch et al., 2015).
Although the diversity in leader–member exchange (LMX) relationships that differed between
team members first appeared to generally harm team creativity because of causing elevated
relationship conflicts (Zhao, 2015), Li et al. (2016) provided support for an inverted U-shaped
relationship that was stronger when teams' median LMX was relatively low. Zhao (2015) also
found such a moderating effect of median team–member exchange (TMX) relationships
(i.e., “an employee's perception of his or her exchange relationship with the peer group as a
whole”; Seers, 1989, p. 119), such that this diversity type's negative relationship with team
creativity was stronger for low rather than high TMX. Chen and Liu (2020) extended this effect
by the mediating role of team proactivity, showing that diversity in TMX relationships
particularly harmed team creativity via team proactivity in teams with a low, rather than high,
median LMX.

Team-level research has also produced notable findings related to identity diversity. Tang
and Naumann (2016) demonstrated that a positive mood in teams effectively provided buffers
against the negative impact that work value diversity had on team creativity, because teams
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tended to share more knowledge when there was a positive team mood. Complementing
team-level research on composite measures of deep-level diversity, Tripathi and Ghosh (2020)
found that deep-level diversity (e.g., in terms of group and organizational identities) harmed
team creativity through taxing perceptions of the creativity climate.

With approximately one third of the reviewed studies, those investigating cognitive diver-
sity represented the largest share of team-level research. Underlining the important role of
knowledge as expressed in the information-elaboration perspective, many scholars have
found a positive relationship between knowledge diversity and creativity at the team level
(Caniels et al., 2014; Huo et al., 2019; Lee et al., 2015; Lungeanu & Contractor, 2015; Park
et al., 2009; 2018; Tang & Ye, 2015; Taylor & Greve, 2006). This positive effect also extends
to the dyadic level (Sosa, 2011).1 Further studies have shown that team creativity increases
with diversities in information (Kim & Song, 2020), problem-solving approaches (Kurtzberg,
2005), and cognition (Wang et al., 2016), which comprise components such as thinking styles
and knowledge. Moreover, Harvey (2013) found that diversity in teams' perspectives on task
goals benefits the uniqueness of ideas evolving from divergent creativity (i.e., creativity with
a focus on novelty) and harms that of ideas evolving from convergent creativity
(i.e., creativity with a focus on the quality of ideas by combining or building on ideas). Her
study also uncovered that these latter convergent processes (i.e., building on and combining
extant ideas) come along with a more negative affective tone, which points to the crucial role
of emotions in diverse teams.

Beyond this research on the immediate team-creativity effects of different attributes of
cognitive diversity, numerous studies have started to investigate important contingencies and
mediating mechanisms in these effects. In terms of contingencies, Hoever et al. (2012) found
that the perspective taking abilities of teams enhance the positive relationship between diversity
in perspectives and team creativity. In contrast, status inequality (Park et al., 2018) and the
betweenness centrality of a team's knowledge network (i.e., difference in knowledge transfer
within the team; Tang & Ye, 2015) may derogate the positive relationship between knowledge
diversity and team creativity.

In terms of mediating mechanisms that are apt to illuminate the processes via which
cognitive diversity relates to team creativity, team creativity tends to be increased by cognitive
diversity through both the learning and inclusion processes of teams (Chow, 2018), their
information sharing (Park et al., 2009), and intrinsic motivations (Wang et al., 2016). With
regard to studies combining contingencies with mediating mechanisms, the findings from Han
et al. (2014) suggested that knowledge diversity increases team creativity via team-bridging
social capital when knowledge disparity is low and team-bonding social capital is high. Finally,
the information elaboration of teams tends to transmit the interactive patterns between both
perspective diversity and team perspective taking (Hoever et al., 2012) and team mental model
diversity and goal orientation (Toader & Kessler, 2018) on team creativity.

Job-unrelated diversities at the surface level

Twelve of the 62 team-level studies we considered addressed the ways demographic diversity
(i.e., differences in demographic characteristics such as age, ethnicity, or gender;
e.g., Riordan & Shore, 1997) relates to team creativity. Teams' national diversity seemed to
facilitate their creativity, partly because of mechanisms involving cognitive styles, knowledge
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diversity, and cohesion (Bouncken et al., 2016). These positive, indirect relationships seem to be
reinforced by either the past experiences teams have had with different cultures or their
members' openness to other cultures, and they tend to be alleviated by either cultural distance
among team members or a salient dominating culture within teams (Bouncken et al., 2016). A
psychologically safe communication climate may help to prevent teams from suffering in their
creativity due to national diversity (Gibson & Gibbs, 2006). The greater the differences in tech-
nical experience among team members are, the more likely the downturn potential of national
diversity is to manifest (Martins & Shalley, 2011).

Researchers have shown heightened interest in the role of ethnic diversity for team creativ-
ity. In one study, ethnic diversity appeared to stimulate team creativity (McLeod et al., 1996),
partly via a team's perception of itself as unified and inclusive when its superordinate identity
was salient (Salazar et al., 2017). This positive effect was also found for teams that used either
computer-mediated communication or a nominal group technique (i.e., a structured method for
group brainstorming) (Giambatista & Bhappu, 2010). Cady and Valentine (1999) found a posi-
tive effect of racial diversity on quantitative, but not qualitative, aspects of team creativity. The
extant literature is rather inconclusive with regard to the role of the gender composition of
teams on their creativity. On the one hand, research has shown that gender diversity enhances
the quantitative, but not qualitative, aspects of creative team efforts (Cady & Valentine, 1999)
and that this positive potential is particularly well leveraged when the political correctness
norm within those teams is salient (Goncalo et al., 2015). On the other hand, gender diversity
appeared to reduce team creativity because it leads to emotional team conflict (Pearsall et al.,
2008). Furthermore, making teams aware of such gender differences by activating gender-based
faultlines will cause their creativity to suffer when there is no external threat that may require
them to remain united (Spoelma & Ellis, 2017). The effects of age diversity on team creativity
also appear to be rather mixed. On the one hand, Bodla et al. (2018) showed that surface-level
diversity, consisting of age, gender, racial, and national diversity attributes, was positively
related to team creativity via team knowledge sharing. On the other hand, Sung and Choi
(2019) provided evidence that this desirable indirect effect via knowledge sharing turns negative
when teams have a low status differential, which points to the crucial role of moderators in the
relationship between age diversity and team creativity. In this regard, age diversity tends to
benefit team creativity when there is stronger rapport, equal participation in virtual work, little
process conflict, or smaller differences in technical experiences, and it seems to harm creativity
when there is less established rapport, more unequal participation, elevated process conflict, or
larger differences in technical experiences (Martins & Shalley, 2011).

Research on the role of geographic diversity (i.e., differences in terms of geographic location;
e.g., Seo et al., 2020) in team creativity has proliferated because collaboration within teams over
larger distances has increased (Johnson et al., 2009). Geographic dispersion may be particularly
harmful for team creativity when teams lack a safe communication climate (Gibson & Gibbs,
2006). Further research showed that the relationship between geographic diversity and team
creativity took an inverted U-shape and that highly dispersed teams may uphold performance
when there is homogeneity in experiences and more instances of past collaboration in such
teams (Seo et al., 2020).

One study showed interest in the effect of teams' language diversity on their creativity. The
findings of Winkler and Bouncken (2011) suggested that the diversity in the directness of
language within innovation teams taxed their creativity during the ideation phase of the
innovation process.
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Job-unrelated diversities at the deep level

Several scholars have investigated the team-creativity effects of attributes pertaining to identity
diversity. Triandis et al. (1965) found that diversity in attitudes toward social issues has a
positive effect on dyadic creativity. This effect seemed to be stronger when the dyads were also
homogeneous regarding their abilities than when they were heterogeneous in both their
attitudes and abilities. Similarly, Bodla et al. (2018) showed that teams increased their creativity
through knowledge sharing that is stimulated by perceptions of deep-level diversity, which the
researchers operationalized as a composite measure comprising different attributes ascribable
to identity diversity (e.g., the attitude toward one's work). Other studies explored the effects of
cultural diversity2 on team creativity. Jang (2017), for example, found that the presence of
multicultural team members enhances the creative performance of teams. This positive effect
seems to be moderated by cultural diversity, such that teams with greater cultural diversity
benefit more from the presence of multicultural team members than culturally homogeneous
teams. This strand of research also indicated that cultural diversity has a positive effect on team
creativity via a serial mediation from teams' intercultural communication to their openness and
information elaboration (Lu et al., 2018) as well as via a simple mediation of their information
exchange (Li et al., 2017). The latter appeared to be more positive when teams perceived their
climate for inclusion to be stronger.

Another group of studies has examined the relationship between teams' personality diversity
and their creativity. Evidence from these studies suggested that diversity in degrees of openness
to experience spurs team creativity (Schilpzand et al., 2011), particularly when teams use either
computer-mediated communication or a nominal group technique (i.e., a structured method for
group brainstorming) (Giambatista & Bhappu, 2010). While the diversity in degrees of
agreeableness also tended to support team creativity in teams applying a nominal group
technique, it seems to inhibit team creativity in teams using face-to-face or computer-mediated
communication (Giambatista & Bhappu, 2010). In addition, a quantitative study found that the
diversity of a team's chronotype (i.e., the timing of peaks and ebbs in physical and psychological
energy; Preckel et al., 2011) had a positive effect on team creativity when team temporal
leadership was high and a negative effect when this was not the case (Pan et al., 2019). This
interactive pattern was also suggested to indirectly effect the creativity of teams via their work
engagement (Pan et al., 2019).

When examining attributes pertaining to cognitive diversity, scholars found diverging effects
on team creativity. Supporting the positive perspective, Miura and Hida (2004) indicated that a
more similar idea pool strengthened the positive relationship between the diversity in thought
categories and team creativity, and Aggarwal and Woolley (2019) revealed a positive indirect
effect of diversity in cognitive style on team creativity through the enhancement of the
transactive memory system of teams. Finally, Emich and Vincent (2020) provided evidence that
a team's diversity in affective states differentially affected team creativity, such that team
creativity increased when this type of diversity activated promotion-focused affective states and
decreased when prevention-focused affective states were activated.

Synthesis of team-level research

Research on diversity–creativity relationships at the team level reflects the double-edged nature
of diversity (Milliken & Martins, 1996), which has both positive and negative effects on team
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creativity due to diversities that arise from the same attributes. This is particularly true for
surface-level differences in function (Cheung et al., 2016; Fay et al., 2006), education (Luan
et al., 2016; Shin & Zhou, 2007), occupation (Mitchell & Boyle, 2015; Reuveni & Vashdi, 2015),
nationality (Bouncken et al., 2016; Martins & Shalley, 2011), and gender (Goncalo et al., 2015;
Pearsall et al., 2008). These complex associations point to the importance of simultaneously
considering the two prevailing mechanisms within diversity–outcome relationships and support
arguments that the information-processing and social-categorization perspectives are equally
relevant for understanding the effects of diversity at the team level (van Knippenberg et al.,
2004). Although some scholars considered both of these perspectives in their research on the
diversity–creativity link (e.g., Martins & Shalley, 2011; Mitchell & Boyle, 2015), most studies
concentrated on only one of these perspectives (e.g., Shin & Zhou, 2007; Somech &
Drach-Zahavy, 2013). This is unfortunate because the information-processing perspective is the
overarching idea behind beneficial mediating mechanisms via knowledge sharing (e.g., Bodla
et al., 2018; Cheung et al., 2016; Park et al., 2009) and information elaboration (e.g., Hoever
et al., 2012; Lu et al., 2018; Toader & Kessler, 2018), whereas the social-categorization perspec-
tive constitutes its counterpart that conceptualizes arguments for the detrimental mediation
mechanism via team conflict (e.g., Pearsall et al., 2008; Pesch et al., 2015; Zhao, 2015). The
majority of the team-level studies reviewed relied on perceived creativity assessments (49); only
a limited number used objective (5) or test-based assessments of creativity (6) or a combination
of perceived and objective measures (2). Most studies measuring team diversity were based on
actual diversity (48), including manipulated diversity in experimental settings (10), but few con-
sidered perceived diversity (10) or integrated actual and perceived diversity (2). Two qualitative
studies did not clarify how diversity was assessed. In terms of the research design, 56 studies
were of quantitative nature, 4 were of qualitative nature, and 2 studies relied on a mixed-
methods approach.

Organizational-level research on the role of diversity for creativity

Job-related diversities at the surface level

Six of the 23 organizational-level studies that we review below focused primarily on the effects
that attributes pertaining to background diversity have on organizational creativity. Organiza-
tional creativity tended to benefit from both the educational and functional diversities of
companies' top management teams (TMTs) (Yoon et al., 2016) and boards (Sarto et al., 2019).3

In particular, Sarto et al. (2019) showed that these effects are more positive when CEOs possess
expertise in the domain of creativity. Organizations also appeared to benefit in their creativity
due to the diversity of the professional experiences of their workforces (Solheim & Herstad,
2018). In organizations with strong interfunctional coordination, organizational creativity
has been shown to suffer from functional diversity and to profit from educational diversity
(Auh & Menguc, 2005). Faems and Subramanian (2013) found this positive effect of educational
diversity on organizational creativity to be mitigated by the gender diversity of an organization's
R&D workforce to such an extent that it even turned negative at particularly high levels of
gender diversity. Exploring a composite conceptualization of background diversity, Talke et al.
(2010) examined a construct that consisted of educational, functional, industrial, organizational,
and board backgrounds to form a task-oriented diversity measurement of TMTs. They showed
that this type of diversity positively predicted organizational creativity via organizations'
strategic choice to focus on innovation fields.
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When considering resource diversity (i.e., differences in terms of organizational resources;
e.g., Cui & O'Connor, 2012), Y. F. Huang and Chen (2010) found an inverted U-shaped relation-
ship between the technological diversity of organizations and their creativity. This relationship
appeared to be moderated by both absorbed and unabsorbed organizational slack (i.e., “the
cushion of actual or potential resources that allows an organization to adapt successfully to
internal pressures for adjustment or to external pressures for change in technologies or
markets”; Huang & Chen, 2010, p. 421), such that high levels of absorbed slack enhanced,
whereas high levels of unabsorbed slack mitigated the relationship between technological
diversity and organizational creativity. Adding to this complex relationship, Subramanian et al.
(2016) found that technological diversity stimulated organizational creativity when the research
and engineering workforces were similar in their educational level—particularly at lower levels
of education—and harmed organizational creativity when this workforce was more diverse.

Studies on diversity in geographic location showed nonlinear relationships between
geographic diversity in different organizational aspects and the creativity of organizations. Lahiri
(2010) demonstrated that the geographic distribution of the R&D activity of organizations had
an inverted U-shaped relationship with organizational creativity. An increasing level of techno-
logical diversity resulted in less desirable consequences of R&D distribution for organizational
creativity, whereas stronger intraorganizational linkages made this relationship more desirable.

Research on the effects of organizations' network diversity on their creativity provided
distinct findings. Whereas Bahlmann (2014) found an inverted U-shaped relationship between
entrepreneurs' geographic network diversity and the creativity of ventures, Chung et al. (2019)
provided support for the claim that the positive effect of the industry diversity of collaboration
partners on organizational creativity was strengthened by organizational search routines and
turned negative as a function of internal technological capabilities. Furthermore, Bahlmann
(2014) found that the considered relationship is inverted U-shaped at low levels of network tie
strength and becomes positively linear at high levels of network tie strength.

In terms of attributes pertaining to contextual diversity, Almeida and Phene (2004) found
that technological diversity in the host country benefits the creativity of an organization's
subsidiaries operating in this country.

Job-related diversities at the deep level

Numerous scholars have explored the effects that attributes pertaining to cognitive diversity have
on organizational creativity. As such, it tends to benefit from knowledge diversities within both
an entire organization (Chung et al., 2018) and its TMT (Del-Corte-Lora et al., 2016). Whereas
Caner et al. (2017) found that the positive effect of knowledge diversity on organizational crea-
tivity was enhanced when external knowledge from familiar rather than unfamiliar knowledge
domains is accessed, Chung et al. (2018) demonstrated the contingent roles of organizational
search scope and managerial discretion. In contrast, Faems and Subramanian (2013) showed
that the beneficial potential of knowledge diversity for organizational creativity turned negative
under elevated levels of national diversity in the R&D workforce. Godart et al. (2015), who
examined the effects of attributes pertaining to experiential diversity at the organizational level,
found an inverted U-shaped relationship between leaders' professional experience diversity and
their organizations' creativity, such that moderate knowledge diversity was related to the
highest levels of creativity. Moreover, Auh and Menguc (2005) demonstrated that the diversity
in experiences of TMTs benefited organizational creativity when interfunctional coordination
was strong and harmed organizational creativity when it was weak, respectively. Research
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exploring such effects with help of composite conceptualizations of cognitive diversity showed
that the diversities in the technology and business knowledge of new ventures' founding teams
stimulate organizational creativity and that this effect is stronger when teams' decision-making
is based more on causation logic (Kristinsson et al., 2016).

Job-unrelated diversities at the surface level

Research has also started to consider the creativity consequences of attributes pertaining to
demographic diversity at the organizational level. The gender diversities of R&D workforces
(Diaz-Garcia et al., 2013), of TMTs (Huang, 2021), and of boards (Ain et al., 2021), just as the
age diversity of TMTs (Yoon et al., 2016), were all shown to stimulate organizational creativity.
More specifically, the positive effect of a TMT's gender diversity on firm innovation was found
for a female-to-male ratio of .25 to .30 but became insignificant and even turned negative for a
ratio below .25 (Huang, 2021). Adding to this organizational-level research, the national diver-
sity of TMTs also tends to stimulate organizational creativity by offering a greater variety in
external knowledge sourcing strategies, a mediating mechanism that has been shown to be
stronger for organizations that had TMTs possessing lower social stratification or that were
located in countries characterized by low power distance (Boone et al., 2019). Finally, organiza-
tional creativity even tends to profit from the ethnic diversity of entire workforces (Parrotta
et al., 2014).

Synthesis of organizational-level research

Our review of the research on diversity–creativity relationships at the organizational level
shows that the extant literature lacks insights into both the effects of job-unrelated diversities at
the deep level and the negative consequences that diversity may have at the organizational level
of analysis, with only approximately one fifth of the 22 studies reviewed above exploring
negative effects on creativity. However, in some of the studies interested in the benefits of
diversity, positive effects were found to turn negative as a function of particular moderators,
such as organizational demographics (e.g., Faems & Subramanian, 2013; Subramanian et al.,
2016) or coordination and search processes (e.g., Auh & Menguc, 2005; Chung et al., 2019). It is
still striking that almost no study at the organizational level has investigated the underlying
processes by which diversity affects creativity at this level, perhaps partly because the social
mechanisms identified in the original diversity literature done in teams are difficult to replicate
at the more abstract level of organizations. At the organizational level, more objective (15) than
perceptual (7) measures of creativity were utilized, and all of the 22 studies were concerned
with actual diversity and relied on research designs of quantitative nature.

Cross-level research on the role of diversity for creativity

Job-related diversities at the surface level

One focus of cross-level research concerned with the relationship between diversity and
creativity has been on the effect that background team diversity has on individual creativity,
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with 4 of the 11 cross-level studies reviewed below dealing with such effects across the team
and individual levels. Individual creativity tended to be stimulated by attributes pertaining to
the background diversity of teams, in particular by both the functional (Choi, 2007) and compos-
ite background diversities of teams (Perry-Smith, 2006), with the latter consisting of diversity in
tenure and function. In contrast to these positive effects on individual creativity, the diversities
of teams in both hierarchical status and performance levels were shown to harm team mem-
bers' creativity (Choi, 2007). Likewise, the diversity in organizational tenure of teams also
restricts their members in individual creativity, which was shown to be mediated by the explicit
knowledge of team members, such that this negative indirect effect turns positive with elevated
levels of knowledge sharing within teams (Gilson et al., 2013). Finally, the informational
diversity of teams (i.e., a composite construct that comprises diversities in tenure, functional
affiliation, educational level, and educational specialization) increased the creativity of their
individual members, because it also increased the number of communication ties among team
members (Zhang & Huai, 2016).

Job-related diversities at the deep level

In terms of cognitive diversity, Shin et al. (2012) found that this type of team diversity was partic-
ularly beneficial to team member creativity either when team members possess strong creative
self-efficacy or when their leaders exhibit strong transformational leadership. Further research
provided empirical support for a positive effect of teams' cognitive diversity on their members'
creativity when the idea-generation teams showed either higher collectivism (Ye & Robert,
2017) or low power-distance orientation (Suzue, 2020). Moreover, when investigating diversity
in interaction style, Xie et al. (2019) showed that the diversity in LMX relationships within teams
was positively related to the individual creativity of their members and indirectly taxed their
creativity via an interactional justice climate when team interdependence was high rather than
low. To date, Corritore et al. (2019) have presented the only study examining a bottom-up effect
of diversity on creativity by linking the identity diversity of individuals to creativity at the organi-
zational level of analysis and showing that employees' diversity in terms of organizational cul-
ture has a positive effect on the creativity of their entire organization.

Job-unrelated diversities at the surface level

Cross-level research on the relationship between the demographic diversity of teams and the
creativity of their members has reported a number of different effects. For example, while
the creativity of team members tends to benefit from the gender diversity of their teams, it also
seems to suffer when teams are quite diverse in age (Choi, 2007). In terms of the ethnic diversity
of teams, Cordero et al. (1996) provided empirical support for an inverted U-shaped relationship
with the creativity of technical professionals, such that these individuals appear to be more
creative when their teams' composition of whites and nonwhites is balanced (i.e., high diversity)
than when the composition is unbalanced (i.e., low diversity). Furthermore, it has been
shown that the ethnic diversity (i.e., termed as cultural diversity in their study) of teams helps
to stimulate individual creativity via the information elaboration of team members,
an effect that becomes particularly desirable when there is a strong climate of inclusion
(Li et al., 2017).
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Synthesis of cross-level research

Synthesizing the research on cross-level diversity–creativity relationships, our review highlights
the weak focus on research with conceptual models spanning multiple levels of analysis. Only
11 of the 119 studies that form part of our literature review investigated the relationship
between diversity and creativity across multiple levels of analysis (e.g., Shin et al., 2012; Zhang &
Huai, 2016). More specifically, this scarce cross-level literature was restricted to 10 studies
investigating the top-down effects of team-level diversity on individual-level creativity and one
study interested in a bottom-up effect of individual-level diversity on organizational creativity.
Given that such cross-level research offers support for positive, negative, and nonlinear creativ-
ity effects of diversity evolving from different attributes, it can be concluded that the magnitude
and direction of such effects seem to be particularly subject to contingencies, such as team pro-
cesses (e.g., Gilson et al., 2013). A review of the methods used in cross-level research uncovered
a greater reliance on perceptual (9) than objective (1) measures of creativity with one study
including both subjective and objective measurements of creativity. In measuring diversity,
most of the studies adopted actual diversity measures (7), and only four studies opted for per-
ceptual measurements of diversity. All the cross-level investigations used a quantitative
research design.

SYNTHESIS OF FINDINGS ACROSS THE LEVELS OF
ANALYSIS

Convergent findings across different levels of analysis

Reviewing the effects of diversity on creativity at and across the three levels of analysis reveals
several converging findings. When the findings at the team level are compared with the findings
at the individual level, research is consistent with regard to the beneficial role that diversity in
national culture plays in creativity (Korzilius et al., 2017; Li et al., 2017). This positive effect is
also supported across levels, because the cultural diversity of teams tends to stimulate their
members' creativity (C.-R. Li et al., 2017).

Contrasting research at the team and organizational levels, it can be noted that creativity
was consistently affected by numerous diversity attributes. The positive effect of ethnic diversity
on creativity has been found at both the team and organizational levels (Parrotta et al., 2014;
Salazar et al., 2017). Similarly, research at both the team (Henneke & Lüthje, 2007; Shin &
Zhou, 2007) and organizational levels (Sarto et al., 2019; Yoon et al., 2016) has almost always
presented a positive view of educational diversity for creativity. At both levels, the rare negative
effects have surfaced solely due to contingencies, such as the characteristics of teams and their
organizations (Faems & Subramanian, 2013; Luan et al., 2016). Furthermore, research also
appears to be coherent with regard to the positive role that functional diversity plays in the cre-
ativity of teams (e.g., Chae et al., 2015; Somech & Drach-Zahavy, 2013) and their entire organi-
zations (e.g., Sarto et al., 2019; Yoon et al., 2016). This positive effect has also been observed
across different levels of analysis that linked the functional diversity of teams to their members'
individual creativity (Choi, 2007). Support for any negative effects has rarely been provided and
done so solely in the presence of specific moderators (Auh & Menguc, 2005; Cheung et al.,
2016). Another convergent finding at both team- and organizational-level studies is the
nonlinear effects of geographic diversity on creativity (e.g., Lahiri, 2010; Seo et al., 2020).
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When team-level and cross-level studies are contrasted, it becomes apparent that the diver-
sity in LMX relationships within teams taxes both individual creativity via interactional justice
climate and team creativity via relationship conflict (Xie et al., 2019; Zhao, 2015). These effects
are stronger when there is greater team interdependence (Xie et al., 2019) and weaker TMX
(Zhao, 2015). When considering the findings from all levels of analysis, knowledge diversity has
consistently been shown to benefit creativity at the individual (e.g., Taylor & Greve, 2006), team
(e.g., Han et al., 2014; Sosa, 2011), and organizational levels (e.g., Chung et al., 2018). Even a
cross-level investigation supported this optimistic view by showing that the knowledge diversity
of teams stimulated the individual creativity of their members (Shin et al., 2012). However, it
should be mentioned that the beneficial effects of organizations' diversity of knowledge may
turn negative in the presence of elevated levels of national diversity (Faems & Subramanian,
2013).

Divergent findings across different levels of analysis

Despite the numerous converging findings at and across the three levels of analysis, the review
also uncovers diverging findings. Age diversity has tended to show mixed effects on creativity at
the team level (Martins & Shalley, 2011; Sung & Choi, 2019) and a more detrimental cross-level
influence on the individual creativity of team members (Choi, 2007). However, it has been
shown to benefit creativity at the organizational level (Yoon et al., 2016). Mixed findings were
also evident for gender diversity. The positive creativity effects of gender diversity revealed in
research at the organizational level (Diaz-Garcia et al., 2013) and across the individual and team
levels (Choi, 2007) have conflicted with the results of team-level research highlighting predomi-
nately detrimental effects on team creativity (Pearsall et al., 2008; Spoelma & Ellis, 2017), with
the exception of teams with salient political correctness norms (Goncalo et al., 2015).

Moreover, quantitative studies have shown negative effects of national diversity on creativ-
ity (Gibson & Gibbs, 2006; Martins & Shalley, 2011), whereas organizational-level research has
indicated positive effects of national diversity (Boone et al., 2019). At the team level, only the
findings from qualitative research appear to follow this positive view of organizational-level
research (Bouncken et al., 2016).

Research on interaction style diversity at the team and across levels does not only point to
converging but also diverging findings. Whereas cross-level research has found a positive effect
for diversity in the LMX relationships of teams on their members' creativity when team
interdependence is high (Xie et al., 2019), team-level research has provided support for an
inverted U-shaped effect on team creativity (Li et al., 2016). When research findings across the
individual, team, and organizational levels are compared, it can be concluded that diversity in
professional expertise at both the individual and team levels benefits creativity at those levels
(Boh et al., 2014; Huang et al., 2014; Lee et al., 2015). At the organization level, in contrast, this
effect may become negative under low levels of interfunctional coordination (Auh & Menguc,
2005).

Methodological synthesis

Our brief methodological review likewise illuminated the similarities and differences between
levels of analysis directed toward the measurement of key constructs and research designs.
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How creativity was measured at different levels of analysis differed widely between levels.
Individual creativity measurements exhibited the greatest variety, with these assessments
ranging from test- or task-based options (including objective and subjective elements) to
objective data sources and scales meant to determine perceived creativity. The studies at the
team level were most frequently anchored in perceived and survey-based creativity measures,
whereas the organizational and cross-level research heavily relied on objective measurements.
Surprisingly, only three studies were grounded in both perceived and objective creative
evaluations. A considerable number of studies at all levels used actual diversity measures.
Whereas the individual, team, and cross-level studies considered measures of perceived
creativity, no study at the organizational level included this aspect. As was found for the
measurement of creativity, only two studies incorporated both perceived and actual diversity
into their analyses.

The research designs applied in the reviewed studies were compared to examine the effects
of diversity on creativity. The results reflected that the vast majority of the studies used a quan-
titative design, which encompassed a multitude of forms and included laboratory and experi-
mental studies conducted at the individual and team levels, secondary data studies carried out
at the organizational level, and survey-based questionnaires administered at all the levels under
study. In contrast, the use of qualitative research designs was very limited and restricted to the
individual and team levels. Having pointed to the similarities and differences in research on
diversity–creativity relationships across all levels, the following section will provide recommen-
dations for both theoretical and methodological advancements.

AGENDA FOR FUTURE RESEARCH

Our synthesis reveals several important areas that should be addressed by future research.
While focusing on identifying opportunities for conceptual and theoretical advancements, we
also briefly point to opportunities for methodological advancements. With regard to conceptual
and theoretical future research avenues, our multilevel perspective not only enables scholars
with more micro- or macro-oriented foci to learn from and connect to findings leveraged at
other levels of analysis but also offers a theoretical basis for more cross-level research on the
relationship between diversity and creativity. Harnessing the synergistic potential of conceptual
approaches known from one level—like the idea that multiple diversity attributes align to form
faultlines within teams—points to research opportunities that significantly advance this stream
of research. In terms of methodological advancements, we discuss the measurement of creativ-
ity and diversity and the improvement of research designs as important avenues for future
research.

Opportunities for conceptual and theoretical advancement

Advancing cross-level approaches

Our literature review highlights the dominance of conceptual models spanning only one level
of analysis. There is a need for complex research designs that can accommodate cross-level
investigations, as research on diversity–creativity relationships has thus far rarely accounted for
the organizational reality that individuals are embedded in both team and organizational
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structures and that teams, in turn, are nested in organizations (Hitt et al., 2007; Klein &
Kozlowski, 2000). Research on relationships across multiple levels of analysis is imperative to
facilitate a better understanding of social behavior in organizations (Anderson et al., 2014; Hitt
et al., 2007). This is particularly necessary for an understanding of how diversity may benefit or
tax creative work in organizations. As a compositional property of different entities, diversity
can exert contextual influences on processes and outcomes at multiple levels (Roberson et al.,
2017). Conceptualized as a multilevel phenomenon, creativity can also evolve from different
actors (i.e., individuals, teams, and organizations) that are influenced by their own and contex-
tual characteristics (Anderson et al., 2004; Zhou & Hoever, 2014).

To extend the understanding of how individuals may respond creatively to elevated levels of
diversity at work, further research on the interface between organizations and their individual
employees appears promising. Our review has highlighted the important role of knowledge
diversity for creativity at the individual, team, and organizational levels. However, the under-
standing of how the diverse knowledge of organizations made accessible to individuals may
help them in their creative work appears to be incomplete. Rich knowledge exposure in the
work environment should be expected to enhance cognitive flexibility and thus stimulate
creativity by building on the information-processing perspective of diversity (West, 2002).
Because previous research has suggested that diversity in cognitive perspectives is greater across
different units of an organization than within such units, individuals may strongly benefit from
the diverse knowledge foundations of their entire organizations (Perry-Smith & Shalley, 2003).
Thus, the knowledge diversity of organizations may have a positive effect on the creativity of
individuals. However, because individuals tend to respond differently to their organizational
context, it is crucial to investigate the contingencies that may prevent this desirable role of
organizational diversity for individual creativity from surfacing (Shin et al., 2012). Attending to
the interactional approach followed in the creativity literature (George & Zhou, 2001), further
considering how diversity–creativity relationships across levels are conditioned by individual
characteristics is important. For example, individuals' openness to experience may help them to
better seize the knowledge and informational resources potentially accessible in their organiza-
tion (Baer, 2010). Individuals open to experiences should be motivated to strive for diverse
cognitive resources and be able to use these resources for inherent creative processes (Baer &
Oldham, 2006). Future research may thus want to answer the question of how individuals'
personalities may help them in, or prevent them from, increasing their creativity through the
diversities inherent in their social environments.

Illuminating mechanisms explaining the controversial role of diversity in
creativity

The literature reviewed above (e.g., for age and occupational diversity; Mitchell & Boyle, 2015;
Reuveni & Vashdi, 2015; Sung & Choi, 2019; Yoon et al., 2016) provides support for the idea
that diversity evolving from the same attribute can have both positive and negative effects on
creativity at different levels of analysis. These opposing effects are often determined by modera-
tors that turn the desirable potential of diversity into a more detrimental one. This, in turn, has
surely contributed to the controversial role of diversity that manifests in its description as a
double-edged sword. In keeping with several meta-analyses (e.g., Bowers et al., 2000; Webber &
Donahue, 2001), our review underscores that the effects of diversity on creativity are not (solely)
dependent on the type of attribute investigated.
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As the conceptual work by van Knippenberg et al. (2004) suggests, it is important for
research on diversity–creativity relationships to investigate the conditions under which either
positive information-elaboration or negative social-categorization processes are elicited.

Unfortunately, the extant creativity literature has paid little attention to joint considerations
of both processes (except the work by, e.g., Cheung et al., 2016), which has arguably contributed
to the limited explanatory power of the underlying mechanisms (Joshi & Roh, 2009). Better
integrating both perspectives in future research will help to advance a more comprehensive
understanding of the complex role that diversity plays in the creative work of individuals,
teams, and organizations. Scholars may want to consider the interactive effect between the
elaboration of task-relevant information and the intergroup biases evolving from social
categorization. Considering these mechanisms may be particularly informative when studying
diversity–creativity relationships at levels different from that of teams, because making use of
team-level theories and mechanisms can offer promising insights. For example, because teams
are nested within organizational structures (Hitt et al., 2007), mechanisms connecting diversity
to creativity known from the team level largely seem applicable to research at the organiza-
tional level as well. The research on knowledge sharing as a mediating mechanism
(e.g., Cheung et al., 2016) is a worthwhile exemplar, particularly because knowledge transfer
within organizations contributes to their innovative output (e.g., Tsai & Ghoshal, 1998). How
organizations may miss leveraging the benefits of knowledge diversity when their work units
hold biases against the knowledge accessible through other units, which is expected to affect
organizational creativity via information-elaboration processes, seems to be an important
question in this regard. Scholars should therefore be encouraged to address the question of
which contingencies are apt to simultaneously enhance the elaboration of information and
avoid categorization based on social differences.

Extending conceptual ideas from one level of analysis to another

Such biases between organizational units, which prevent organizations from profiting in their
creativity by diverse workforces, can be understood as a faultline between these units. This
points to the promise of leveraging important knowledge when extending concepts and ideas
well known from one level of analysis to phenomena less understood at other levels of analysis.
In this regard, the idea of faultlines originates in the team diversity literature (Lau &
Murnighan, 1998) and describes the extent to which different diversity attributes align
among team members to form relatively homogeneous subgroups (Thatcher & Patel, 2012).
Hypothetical dividing lines result that may initiate social-categorization processes between such
subgroups and impair the elaboration of information across such subgroups due to the biases
the members of one subgroup likely hold toward the members of other subgroups (Jehn et al.,
2008). Although the idea of faultlines has seldom been used to explain how creativity is affected
by diversity (except, e.g., Pearsall et al., 2008), we believe there is promise in further applying it
at levels different from those of teams. At the organizational level, strong faultlines could indi-
cate that members from one organizational unit (e.g., research and development) are quite simi-
lar, but more different from those from other units (e.g., marketing and sales). During cross-
functional creative work, however, members from such different units are required to share
information and collaborate (Zhang & Guo, 2019). How highly diverse organizations suffer in
their creative performance when differences between employees align with their function is
thus an important question. By addressing this question, practice can be better assisted in terms
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of how to counteract such threats without feeling pressured to abstain from diversifying their
workforces.

At the individual level, the logic of faultlines can be equally applied, for example, when
studying multiculturalism or intersectionality. In terms of multiculturalism, research highlights
that the cultural diversity of individuals can involve conflicts between distinct cultural identities
that ultimately result in identity stress (e.g., Baumeister et al., 1985; Fitzsimmons et al., 2011).
A better understanding in which social contexts multicultural individuals can be particularly
creative is thus important. This may be explained by the degree to which the different identities
of multicultural individuals align with the different identities of monocultural coworkers in
culturally diverse workforces. It should be expected that a stronger alignment allows them to
better tap into the informational resources of monocultural individuals with whom they share
at least one identity due to the weaker biases that accompany larger similarities between them.

Likewise, how relatively unfavorable categories of different diversity attributes (e.g., in
terms of gender, age, or race) align within individuals can also be understood from a faultlines
perspective and help to illuminate whether some individuals are kept away from the informa-
tional resources held by others. Although it has not considered the consequences for creativity
thus far, the literature on intersectionality (e.g., Fitzsimmons et al., 2020; Nicolas et al., 2017;
Rosenthal, 2016) may still offer important insights into social-categorization processes that
cause individuals to more likely share information with individuals who are assumed—based
on their belonging to specific demographic groups—to be more prototypical for the context or
task at hand (Purdie-Vaughns & Eibach, 2008). Given the ubiquitous gender gap in innovation
(Carrasco, 2014), scholars may want to investigate how the alignment of social categories, for
which biases exist in a specific context, influences the creativity of those individuals who are
particularly at risk of being discriminated subliminally (e.g., by being kept away from the
informational resources held by others) or overtly (e.g., by earning less than comparable
coworkers from more favored social groups). In stereotypically male employment contexts such
as management and innovation, individuals from socially disadvantaged groups have been
shown to be treated less unfavorably when they also belong to a social group that is seen more
positively (Rattan et al., 2019). Whether low-status versus high-status categories of multiple
demographic attributes cut across or align within individuals to influence their creativity is an
important question to address, particularly because such an additive model of intersectional
benefits and barriers entails relevant implications for individual behavior in teams and
organizations.

Opportunities for methodological advancement

Measuring creativity and diversity

Our review revealed that there are several inconsistencies regarding how creativity is
operationalized. The creativity measures that are adopted differ widely not only across but also
within the various levels of analysis. This variability across studies at the same level and
between levels results in a lack of standards for assessing creativity and thereby raises concerns
about the external validity of such studies (Barbot et al., 2019). Although there is no single best
measure for creativity in the literature, a better integration of measures across levels and
increased specificity regarding what facet of creativity is studied should be considered in future
research endeavors. For instance, the measurement framework proposed by Batey (2012),
which distinguishes between person, process, product, and press (i.e., environment) facets of
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creativity, could be used as a guiding framework when specifying the creativity measures under
study (Hughes et al., 2018). Another challenge is to adopt a creativity measure that is compara-
ble across different levels. Some measures, particularly object and test-based measures, cannot
easily be transferred to other levels of analysis. For instance, the Unusual Uses Test (Guilford,
1967) measures creativity independent of context-specific knowledge and expertise. Therefore,
this test may be difficult to administer at the organizational level, as it is unlikely both to
engage the whole workforce in its completion and to assess the specific creativity needed within
the respective organizational context. On the other hand, archival objective measures, such as
the number of patents, capture only a small percentage of ideas that are officially registered.
Therefore, future research should consider creativity measures that could be adopted more eas-
ily at different levels of analysis. One way forward would be to examine organizations that have
implemented organization-wide suggestion systems (i.e., systems that allow employees to com-
municate and capture their ideas) to measure creativity by assessing the number and originality
of ideas submitted by an individual, a group of individuals, or the entire organization.

In prior research, diversity has been predominately captured using actual diversity instead
of perceived measures. Not a single study reviewed at the organizational level adopted a per-
ceived diversity measure. Furthermore, only two studies (both at the team level) of all articles
included in this review considered both actual and perceived diversity. However, particularly
within team-level diversity research, scholars have acknowledged the importance of considering
perceptions of diversity as individuals' behaviors and attitudes, based on their perceptions
rather than the objective reality (Shemla et al., 2016). Furthermore, perceived diversity has been
found to mediate the relationship between actual diversity and outcomes (Harrison et al., 2002).
These considerations at the team level are also likely to translate to other levels of analysis. For
example, an entire organization may be highly diverse, but if its employees work in relatively
homogeneous subunits or departments, their perception of diversity within the organization
may be completely different from what is in the records. Therefore, we call on researchers to
include actual and perceived measures of diversity within the same studies to further disentan-
gle the interdependence between and influence of actual and perceived diversity at different
levels of analysis to develop a more refined understanding of the relationship between diversity
and creativity. Placing a greater emphasis on perceived diversity also introduces a temporal
perspective, as interactions between members of an organization reveal underlying diversity
attributes over the course of time, thereby potentially changing individuals' perceptions of
diversity (Shemla et al., 2016).

Dynamic research designs

Our review identified that all but 7 of the 119 studies applied a quantitative research design.
Although quantitative research designs span experimental, archival, and survey-based studies,
most studies were of a cross-sectional nature and did not capture the dynamic nature of both
diversity and creativity. This uncovers the need for future research to complement these rather
theory-testing designs with more dynamic, qualitative research designs. Qualitative research
designs are beneficial in exploring complex social interactions. They foster our understanding
of how perceptions, behaviors, and processes unfold over time and how individuals, teams, or
organizations interpret reality (Suddaby, 2006). For example, qualitative designs may help shed
light on the conditions under which the negative social-categorization or the positive
information-elaboration perspectives are more or less likely to shape team or organizational
processes and impede or drive creativity.
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Connecting to our discussion on actual and perceived diversity above, qualitative studies
could also examine how and why perceptions of diversity change over time with increased
interactions between organizational members. As both creativity and perceptions of diversity
change dynamically over time (e.g., Binnewies & Wörnlein, 2011; Shemla et al., 2016), research
designs that capture this dynamic and complex process, such as experience sampling methods,
offer a promising avenue for future research. For example, experience sampling methods could
help in examining how individual diversity (such as multiculturalism) becomes salient when
interacting with diverse organizational members on a given day and may shed light on how the
immediate team and organizational context helps activate the creative potential of individual-
level diversity. Our literature review hopefully stimulates research directed toward such a more
holistic understanding of how the diversities of individuals, teams, and organizations benefit or
tax creativity at and across these levels of analysis.
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ENDNOTES
1 We categorize dyadic-level studies as team-level studies because of the definitory and conceptual similarity of
these levels. Like members in teams, individuals embedded in dyads also share a common purpose or goal
(Katzenbach & Smith, 1999).

2 Despite their conceptual proximity, our review distinguishes between cultural and national diversities. Because
cultural differences with regard to norms, values, or behaviors can arise at various levels beyond national
culture (Gibson & Gibbs, 2006), we categorize cultural diversity as a deep-level diversity attribute that cannot
be easily observed. In contrast, nationality is more obviously determined and thus systematized as a surface-
level diversity attribute (Earley & Mosakowski, 2000).

3 Although we are aware that some of the studies on organizational creativity presented in this section may be
argued to relate to the team level, we classify the impact of diversities on the most distinguished teams of
organizations (e.g., TMTs and founding teams) as a single-level effect at the organizational level of analysis.
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Anderson, N., Potočnik, K., & Zhou, J. (2014). Innovation and creativity in organizations: A state-of-the-science
review, prospective commentary, and guiding framework. Journal of Management, 40(5), 1297–1333. https://
doi.org/10.1177/0149206314527128

*Auh, S. Y., & Menguc, B. (2005). Top management team diversity and innovativeness: The moderating role of
interfunctional coordination. Industrial Marketing Management, 34(3), 249–261. https://doi.org/10.1016/j.
indmarman.2004.09.005

*Baer, M. (2010). The strength-of-weak-ties perspective on creativity: A comprehensive examination and
extension. Journal of Applied Psychology, 95(3), 592–601. https://doi.org/10.1037/a0018761

Baer, M., Evans, K., Oldham, G. R., & Boasso, A. (2015). The social network side of individual innovation: A
meta-analysis and path-analytic integration. Organizational Psychology Review, 5(3), 191–223. https://doi.
org/10.1177/2041386614564105

Baer, M., & Oldham, G. R. (2006). The curvilinear relation between experienced creative time pressure and
creativity: Moderating effects of openness to experience and support for creativity. Journal of Applied
Psychology, 91(4), 963–970. https://doi.org/10.1037/0021-9010.91.4.963

*Bahlmann, M. D. (2014). Geographic network diversity: How does it affect exploratory innovation? Industry and
Innovation, 21(7–8), 633–654. https://doi.org/10.1080/13662716.2015.1012906

Barbot, B., Hass, R. W., & Reiter-Palmon, R. (2019). Creativity assessment in psychological research: (Re)setting
the standards. Psychology of Aesthetics, Creativity, and the Arts, 13(2), 233–240. https://doi.org/10.1037/
aca0000233

Bassett-Jones, N. (2005). The paradox of diversity management, creativity and innovation. Creativity and
Innovation Management, 14(2), 169–175. https://doi.org/10.1111/j.1467-8691.00337.x

Batey, M. (2012). The measurement of creativity: From definitional consensus to the introduction of a new
heuristic framework. Creativity Research Journal, 24(1), 55–65. https://doi.org/10.1080/10400419.2012.
649181

Baumeister, R. F., Shapiro, J. P., & Tice, D. M. (1985). Two kinds of identity crisis. Journal of Personality, 53(3),
407–424. https://doi.org/10.1111/j.1467-6494.1985.tb00373.x

Bell, S. T., Villado, A. J., Lukasik, M. A., Belau, L., & Briggs, A. L. (2011). Getting specific about demographic
diversity variable and team performance relationships: A meta-analysis. Journal of Management, 37(3),
709–743. https://doi.org/10.1177/0149206310365001

*Benoliel, P., & Somech, A. (2015). The role of leader boundary activities in enhancing interdisciplinary team
effectiveness. Small Group Research, 46(1), 83–124. https://doi.org/10.1177/1046496414560028

Binnewies, C., & Wörnlein, S. C. (2011). What makes a creative day? A diary study on the interplay between
affect, job stressors, and job control. Journal of Organizational Behavior, 32(4), 589–607. https://doi.org/10.
1002/job.731

*Bodla, A. A., Tang, N., Jiang, W., & Tian, L. (2018). Diversity and creativity in cross-national teams: The role of
team knowledge sharing and inclusive climate. Journal of Management & Organization, 24(5), 711–729.
https://doi.org/10.1017/jmo.2016.34

*Boh, W. F., Evaristo, R., & Ouderkirk, A. (2014). Balancing breadth and depth of expertise for innovation: A 3M
story. Research Policy, 43(2), 349–366. https://doi.org/10.1016/j.respol.2013.10.009

*Boone, C., Lokshin, B., Guenter, H., & Belderbos, R. (2019). Top management team nationality diversity, corpo-
rate entrepreneurship, and innovation in multinational firms. Strategic Management Journal, 40(2), 277–302.
https://doi.org/10.1002/smj.2976

1624 HUNDSCHELL ET AL.

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1108/EJIM-10-2020-0439
https://doi.org/10.1002/smj.388
https://doi.org/10.1287/orsc.3.3.321
https://doi.org/10.1002/job.236
https://doi.org/10.1002/job.236
https://doi.org/10.1177/0149206314527128
https://doi.org/10.1177/0149206314527128
https://doi.org/10.1016/j.indmarman.2004.09.005
https://doi.org/10.1016/j.indmarman.2004.09.005
https://doi.org/10.1037/a0018761
https://doi.org/10.1177/2041386614564105
https://doi.org/10.1177/2041386614564105
https://doi.org/10.1037/0021-9010.91.4.963
https://doi.org/10.1080/13662716.2015.1012906
https://doi.org/10.1037/aca0000233
https://doi.org/10.1037/aca0000233
https://doi.org/10.1111/j.1467-8691.00337.x
https://doi.org/10.1080/10400419.2012.649181
https://doi.org/10.1080/10400419.2012.649181
https://doi.org/10.1111/j.1467-6494.1985.tb00373.x
https://doi.org/10.1177/0149206310365001
https://doi.org/10.1177/1046496414560028
https://doi.org/10.1002/job.731
https://doi.org/10.1002/job.731
https://doi.org/10.1017/jmo.2016.34
https://doi.org/10.1016/j.respol.2013.10.009
https://doi.org/10.1002/smj.2976


*Bouncken, R., Brem, A., & Kraus, S. (2016). Multi-cultural teams as sources for creativity and innovation: The
role of cultural diversity on team performance. International Journal of Innovation Management, 20(1), 1–34.
https://doi.org/10.1142/S1363919616500122

Bowers, C. A., Pharmer, J. A., & Salas, E. (2000). When member homogeneity is needed in work teams:
A meta-analysis. Small Group Research, 31(3), 305–327. https://doi.org/10.1177/104649640003100303

*Cabrales, A. L., Medina, C. C., Lavado, A. C., & Cabrera, R. V. (2008). Managing functional diversity, risk taking
and incentives for teams to achieve radical innovations. R&D Management, 38(1), 35–50. https://doi.org/10.
1111/j.1467-9310.2007.00501.x

*Cady, S. H., & Valentine, J. (1999). Team innovation and perceptions of consideration—What difference does
diversity make? Small Group Research, 30(6), 730–750. https://doi.org/10.1177/104649649903000604

*Caner, T., Cohen, S. K., & Pil, F. (2017). Firm heterogeneity in complex problem solving: A knowledge-based
look at invention. Strategic Management Journal, 38(9), 1791–1811. https://doi.org/10.1002/smj.2615

*Caniels, M. C. J., De Stobbeleir, K., & De Clippeleer, I. (2014). The antecedents of creativity revisited: A process
perspective. Creativity and Innovation Management, 23(2), 96–110. https://doi.org/10.1111/caim.12051

Carrasco, I. (2014). Gender gap in innovation: An institutionalist explanation. Management Decision, 52(2),
410–424. https://doi.org/10.1108/MD-07-2012-0533

*Çelik, P., Storme, M., & Forthmann, B. (2016). A new perspective on the link between multiculturalism and
creativity: The relationship between core value diversity and divergent thinking. Learning and Individual
Differences, 52, 188–196. https://doi.org/10.1016/j.lindif.2016.02.002

*Chae, S. W., Seo, Y. W., & Lee, K. C. (2015). Task difficulty and team diversity on team creativity:
Multi-agent simulation approach. Computers in Human Behavior, 42, 83–92. https://doi.org/10.1016/j.chb.
2014.03.032

*Chen, C., & Liu, X. (2020). Linking team-member exchange differentiation to team creativity. Leadership and
Organization Development Journal, 41(2), 208–219. https://doi.org/10.1108/LODJ-07-2019-0288

Chen, C. J., Lin, B. W., Lin, J. Y., & Hsiao, Y. C. (2018). Technological diversity, knowledge flow and capacity,
and industrial innovation. Technology Analysis & Strategic Management, 30(12), 1365–1377. https://doi.org/
10.1080/09537325.2018.1472759

*Cheng, C. Y., Leung, A. K. Y., & Wu, T. Y. (2011). Going beyond the multicultural experience-creativity link:
The mediating role of emotions. Journal of Social Issues, 67(4), 806–824. https://doi.org/10.1111/j.1540-4560.
2011.01729.x

*Cheung, S. Y., Gong, Y., Wang, M., Zhou, L., & Shi, J. (2016). When and how does functional diversity influence
team innovation? The mediating role of knowledge sharing and the moderation role of affect-based trust in
a team. Human Relations, 69(7), 1507–1531. https://doi.org/10.1177/0018726715615684

*Choi, J. N. (2007). Group composition and employee creative behaviour in a Korean electronics company:
Distinct effects of relational demography and group diversity. Journal of Occupational and Organizational
Psychology, 80, 213–234. https://doi.org/10.1348/096317906X110250

*Chow, I. H.-S. (2018). Cognitive diversity and creativity in teams: The mediating roles of team learning and
inclusion. Chinese Management Studies, 12(2), 369–383. https://doi.org/10.1108/CMS-09-2017-0262

Chua, R. Y. J. (2013). The costs of ambient cultural disharmony: Indirect intercultural conflicts in social environ-
ment underminde creativity. Academy of Management Journal, 56(6), 1545–1577. https://doi.org/10.5465/
amj.2011.0971

*Chua, R. Y. J. (2018). Innovating at cultural crossroads: How multicultural social networks promote idea flow
and creativity. Journal of Management, 44(3), 1119–1146. https://doi.org/10.1177/0149206315601183

*Chung, D., Cho, T. S., & Kang, J. (2018). The linkage between TMT knowledge diversity and firm-level innova-
tion: The role of organisational search scope and managerial discretion. International Journal of Technology
Management, 78(3), 208–233. https://doi.org/10.1504/IJTM.2018.095631

*Chung, D., Kim, M. J., & Kang, J. (2019). Influence of alliance portfolio diversity on innovation performance:
The role of internal capabilities of value creation. Review of Managerial Science, 13(5), 1093–1120. https://
doi.org/10.1007/s11846-018-0281-4

*Cordero, R., DiTomaso, N., & Farris, G. F. (1996). Gender and race/ethnic composition of technical work
groups: Relationship to creative productivity and morale. Journal of Engineering and Technology Manage-
ment, 13(3–4), 205–221. https://doi.org/10.1016/S0923-4748(96)01006-5

A REVIEW ON DIVERSITY AND CREATIVITY 1625

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1142/S1363919616500122
https://doi.org/10.1177/104649640003100303
https://doi.org/10.1111/j.1467-9310.2007.00501.x
https://doi.org/10.1111/j.1467-9310.2007.00501.x
https://doi.org/10.1177/104649649903000604
https://doi.org/10.1002/smj.2615
https://doi.org/10.1111/caim.12051
https://doi.org/10.1108/MD-07-2012-0533
https://doi.org/10.1016/j.lindif.2016.02.002
https://doi.org/10.1016/j.chb.2014.03.032
https://doi.org/10.1016/j.chb.2014.03.032
https://doi.org/10.1108/LODJ-07-2019-0288
https://doi.org/10.1080/09537325.2018.1472759
https://doi.org/10.1080/09537325.2018.1472759
https://doi.org/10.1111/j.1540-4560.2011.01729.x
https://doi.org/10.1111/j.1540-4560.2011.01729.x
https://doi.org/10.1177/0018726715615684
https://doi.org/10.1348/096317906X110250
https://doi.org/10.1108/CMS-09-2017-0262
https://doi.org/10.5465/amj.2011.0971
https://doi.org/10.5465/amj.2011.0971
https://doi.org/10.1177/0149206315601183
https://doi.org/10.1504/IJTM.2018.095631
https://doi.org/10.1007/s11846-018-0281-4
https://doi.org/10.1007/s11846-018-0281-4
https://doi.org/10.1016/S0923-4748(96)01006-5


*Corritore, M., Goldberg, A., & Srivastava, S. B. (2019). Duality in diversity: How intrapersonal and interpersonal
cultural heterogeneity relate to firm performance. Administrative Science Quarterly, 65(2), 359–394. https://
doi.org/10.1177/0001839219844175

Cox, T. H., & Blake, S. (1991). Managing cultural diversity: Implications for organizational competitiveness.
Academy of Management Perspectives, 5(3), 45–56. https://doi.org/10.5465/ame.1991.4274465

Csikszentmihalyi, M. (1988). Society, culture, and person: A systems view of creativity. In The nature of creativity:
Contemporary psychological perspectives (pp. 325–339). Cambridge University Press.

Cui, A. S., & O'Connor, G. (2012). Alliance portfolio resource diversity and firm innovation. Journal of Marketing,
76(4), 24–43. https://doi.org/10.1509/jm.11.0130

*Cushen, P. J., & Wiley, J. (2011). Aha! Voila! Eureka! Bilingualism and insightful problem solving. Learning
and Individual Differences, 21(4), 458–462. https://doi.org/10.1016/j.lindif.2011.02.007

*Dayan, M., Ozer, M., & Almazrouei, H. (2017). The role of functional and demographic diversity on new
product creativity and the moderating impact of project uncertainty. Industrial Marketing Management, 61,
144–154. https://doi.org/10.1016/j.indmarman.2016.04.016

*Del-Corte-Lora, V., Molina-Morales, F. X., & Vallet-Bellmunt, T. M. (2016). Mediating effect of creativity
between breadth of knowledge and innovation. Technology Analysis & Strategic Management, 28(7),
768–782. https://doi.org/10.1080/09537325.2016.1142075

*Diaz-Garcia, C., Gonzalez-Moreno, A., & Saez-Martinez, F. J. (2013). Gender diversity within R&D teams: Its
impact on radicalness of innovation. Innovation-Organization & Management, 15(2), 149–160. https://doi.
org/10.5172/impp.2013.15.2.149

Dunne, C. (2017). Can intercultural experiences foster creativity? The relevance, theory and evidence. Journal of
Intercultural Studies, 38(2), 189–212. https://doi.org/10.1080/07256868.2017.1291495

Earley, P. C., & Mosakowski, E. (2000). Creating hybrid team cultures: An empirical test of transnational team
functioning. Academy of Management Journal, 43(1), 26–49. https://doi.org/10.2307/1556384

*Emich, K. J., & Vincent, L. C. (2020). Shifting focus: The influence of affective diversity on team creativity.
Organizational Behavior and Human Decision Processes, 156, 24–37. https://doi.org/10.1016/j.obhdp.2019.
10.002

*Faems, D., & Subramanian, A. M. (2013). R&D manpower and technological performance: The impact of demo-
graphic and task-related diversity. Research Policy, 42(9), 1624–1633. https://doi.org/10.1016/j.respol.2013.
06.001

*Fay, D., Borrill, C., Amir, Z., Haward, R., & West, M. A. (2006). Getting the most out of multidisciplinary teams:
A multi-sample study of team innovation in health care. Journal of Occupational and Organizational
Psychology, 79, 553–567. https://doi.org/10.1348/096317905X72128

Fitzsimmons, S., Miska, C., & Stahl, G. (2011). Multicultural employees: Global business' untapped resource.
Organizational Dynamics, 40, 199–206. https://doi.org/10.1016/j.orgdyn.2011.04.007

Fitzsimmons, S. R., Baggs, J., & Brannen, M. Y. (2020). Intersectional arithmetic: How gender, race and mother
tongue combine to impact immigrants' work outcomes. Journal of World Business, 55(1), 101013. https://doi.
org/10.1016/j.jwb.2019.101013

*Frey, K., Luthje, C., & Haag, S. (2011). Whom should firms attract to open innovation platforms? The role of
knowledge diversity and motivation. Long Range Planning, 44(5–6), 397–420. https://doi.org/10.1016/j.lrp.
2011.09.006

George, J. M., & Zhou, J. (2001). When openness to experience and conscientiousness are related to creative
behavior: An interactional approach. Journal of Applied Psychology, 86(3), 513–524. https://doi.org/10.1037/
0021-9010.86.3.513

*Giambatista, R. C., & Bhappu, A. D. (2010). Diversity's harvest: Interactions of diversity sources and communi-
cation technology on creative group performance. Organizational Behavior and Human Decision Processes,
111(2), 116–126. https://doi.org/10.1016/j.obhdp.2009.11.003

*Gibson, C. B., & Gibbs, J. L. (2006). Unpacking the concept of virtuality: The effects of geographic dispersion,
electronic dependence, dynamic structure, and national diversity on team innovation. Administrative Science
Quarterly, 51(3), 451–495. https://doi.org/10.2189/asqu.51.3.451

*Gilson, L. L., Lim, H. S., Luciano, M. M., & Choi, J. N. (2013). Unpacking the cross-level effects of tenure
diversity, explicit knowledge, and knowledge sharing on individual creativity. Journal of Occupational and
Organizational Psychology, 86(2), 203–222. https://doi.org/10.1111/joop.12011

1626 HUNDSCHELL ET AL.

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1177/0001839219844175
https://doi.org/10.1177/0001839219844175
https://doi.org/10.5465/ame.1991.4274465
https://doi.org/10.1509/jm.11.0130
https://doi.org/10.1016/j.lindif.2011.02.007
https://doi.org/10.1016/j.indmarman.2016.04.016
https://doi.org/10.1080/09537325.2016.1142075
https://doi.org/10.5172/impp.2013.15.2.149
https://doi.org/10.5172/impp.2013.15.2.149
https://doi.org/10.1080/07256868.2017.1291495
https://doi.org/10.2307/1556384
https://doi.org/10.1016/j.obhdp.2019.10.002
https://doi.org/10.1016/j.obhdp.2019.10.002
https://doi.org/10.1016/j.respol.2013.06.001
https://doi.org/10.1016/j.respol.2013.06.001
https://doi.org/10.1348/096317905X72128
https://doi.org/10.1016/j.orgdyn.2011.04.007
https://doi.org/10.1016/j.jwb.2019.101013
https://doi.org/10.1016/j.jwb.2019.101013
https://doi.org/10.1016/j.lrp.2011.09.006
https://doi.org/10.1016/j.lrp.2011.09.006
https://doi.org/10.1037/0021-9010.86.3.513
https://doi.org/10.1037/0021-9010.86.3.513
https://doi.org/10.1016/j.obhdp.2009.11.003
https://doi.org/10.2189/asqu.51.3.451
https://doi.org/10.1111/joop.12011


Goclowska, M. A., Damian, R. I., & Mor, S. (2018). The diversifying experience model: Taking a broader concep-
tual view of the multiculturalism-creativity link. Journal of Cross-Cultural Psychology, 49(2), 303–322.
https://doi.org/10.1177/0022022116650258

*Godart, F. C., Maddux, W. W., Shipilov, A. V., & Galinsky, A. D. (2015). Fashion with a foreign flair:
Professional experiences abroad facilitate the creative innovations of organizations. Academy of Management
Journal, 58(1), 195–220. https://doi.org/10.5465/amj.2012.0575

*Goncalo, J. A., Chatman, J. A., Duguid, M. M., & Kennedy, J. A. (2015). Creativity from constraint? How the
political correctness norm influences creativity in mixed-sex work groups. Administrative Science Quarterly,
60(1), 1–30. https://doi.org/10.1177/0001839214563975

*Gong, Y., Kim, T.-Y., & Liu, Z. (2019). Diversity of social ties and creativity: Creative self-efficacy as mediator
and tie strength as moderator. Human Relations, 73(12), 1664–1688. https://doi.org/10.1177/
0018726719866001

Guilford, J. P. (1967). Creativity: Yesterday, today and tomorrow. The Journal of Creative Behavior, 1(1), 3–14.
https://doi.org/10.1002/j.2162-6057.1967.tb00002.x

Guillaume, Y. R. F., Dawson, J. F., Otaye-Ebede, L., Woods, S. A., & West, M. A. (2017). Harnessing demographic
differences in organizations: What moderates the effects of workplace diversity? Journal of Organizational
Behavior, 38(2), 276–303. https://doi.org/10.1002/job.2040

Hambley, L. A., O'Neill, T. A., & Kline, T. J. B. (2007). Virtual team leadership: The effects of leadership style
and communication medium on team interaction styles and outcomes. Organizational Behavior and Human
Decision Processes, 103(1), 1–20. https://doi.org/10.1016/j.obhdp.2006.09.004

*Han, J., Han, J., & Brass, D. J. (2014). Human capital diversity in the creation of social capital for team creativ-
ity. Journal of Organizational Behavior, 35(1), 54–71. https://doi.org/10.1002/job.1853

Harrison, D. A., & Klein, K. J. (2007). What's the difference? Diversity constructs as separation, variety, or
disparity in organizations. Academy of Management Review, 32(4), 1199–1228. https://doi.org/10.5465/amr.
2007.26586096

Harrison, D. A., Price, K. H., & Bell, M. P. (1998). Beyond relational demography: Time and the effects of
surface-and deep-level diversity on work group cohesion. Academy of Management Journal, 41(1), 96–107.
https://doi.org/10.5465/256901

Harrison, D. A., Price, K. H., Gavin, J. H., & Florey, A. T. (2002). Time, teams, and task performance: Changing
effects of surface-and deep-level diversity on group functioning. Academy of Management Journal, 45(5),
1029–1045. https://doi.org/10.5465/3069328

*Harvey, S. (2013). A different perspective: The multiple effects of deep level diversity on group creativity.
Journal of Experimental Social Psychology, 49(5), 822–832. https://doi.org/10.1016/j.jesp.2013.04.004

*Henneke, D., & Lüthje, C. (2007). Interdisciplinary heterogeneity as a catalyst for product innovativeness of
entrepreneurial teams. Creativity and Innovation Management, 16(2), 121–132. https://doi.org/10.1111/j.
1467-8691.2007.00426.x

Hennessey, B. A., & Amabile, T. M. (2010). Creativity. Annual Review of Psychology, 61(1), 569–598. https://doi.
org/10.1146/annurev.psych.093008.100416

*Hirst, G., Van Knippenberg, D., Zhou, J., Quintane, E., & Zhu, C. (2015). Heard it through the grapevine:
Indirect networks and employee creativity. Journal of Applied Psychology, 100(2), 567–574. https://doi.org/
10.1037/a0038333

Hitt, M. A., Beamish, P. W., Jackson, S. E., & Mathieu, J. E. (2007). Building theoretical and empirical bridges
across levels: Multilevel research in management. Academy of Management Journal, 50(6), 1385–1399.
https://doi.org/10.5465/amj.2007.28166219

*Hoever, I. J., van Knippenberg, D., van Ginkel, W. P., & Barkema, H. G. (2012). Fostering team creativity:
Perspective taking as key to unlocking diversity's potential. Journal of Applied Psychology, 97(5), 982–996.
https://doi.org/10.1037/a0029159

Horwitz, S. K., & Horwitz, I. B. (2007). The effects of team diversity on team outcomes: A meta-analytic
review of team demography. Journal of Management, 33(6), 987–1015. https://doi.org/10.1177/
0149206307308587

*Huang, C. E., & Liu, C. H. S. (2015). Employees and creativity: Social ties and access to heterogeneous
knowledge. Creativity Research Journal, 27(2), 206–213. https://doi.org/10.1080/10400419.2015.1030309

A REVIEW ON DIVERSITY AND CREATIVITY 1627

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1177/0022022116650258
https://doi.org/10.5465/amj.2012.0575
https://doi.org/10.1177/0001839214563975
https://doi.org/10.1177/0018726719866001
https://doi.org/10.1177/0018726719866001
https://doi.org/10.1002/j.2162-6057.1967.tb00002.x
https://doi.org/10.1002/job.2040
https://doi.org/10.1016/j.obhdp.2006.09.004
https://doi.org/10.1002/job.1853
https://doi.org/10.5465/amr.2007.26586096
https://doi.org/10.5465/amr.2007.26586096
https://doi.org/10.5465/256901
https://doi.org/10.5465/3069328
https://doi.org/10.1016/j.jesp.2013.04.004
https://doi.org/10.1111/j.1467-8691.2007.00426.x
https://doi.org/10.1111/j.1467-8691.2007.00426.x
https://doi.org/10.1146/annurev.psych.093008.100416
https://doi.org/10.1146/annurev.psych.093008.100416
https://doi.org/10.1037/a0038333
https://doi.org/10.1037/a0038333
https://doi.org/10.5465/amj.2007.28166219
https://doi.org/10.1037/a0029159
https://doi.org/10.1177/0149206307308587
https://doi.org/10.1177/0149206307308587
https://doi.org/10.1080/10400419.2015.1030309


*Huang, W. (2021). Threshold effect of gender composition in the top management team on firm innovation:
New evidence from China. Managerial and Decision Economics, 42(3), 551–563. https://doi.org/10.1002/mde.
3253

*Huang, X., Hsieh, J., & He, W. (2014). Expertise dissimilarity and creativity: The contingent roles of tacit
and explicit knowledge sharing. Journal of Applied Psychology, 99(5), 816–830. https://doi.org/10.1037/
a0036911

*Huang, Y. F., & Chen, C. J. (2010). The impact of technological diversity and organizational slack on innova-
tion. Technovation, 30(7–8), 420–428. https://doi.org/10.1016/j.technovation.2010.01.004

Hughes, D. J., Lee, A., Tian, A. W., Newman, A., & Legood, A. (2018). Leadership, creativity, and innovation: A
critical review and practical recommendations. The Leadership Quarterly, 29(5), 549–569. https://doi.org/10.
1016/j.leaqua.2018.03.001

Hülsheger, U. R., Anderson, N., & Salgado, J. F. (2009). Team-level predictors of innovation at work: A compre-
hensive meta-analysis spanning three decades of research. Journal of Applied Psychology, 94(5), 1128–1145.
https://doi.org/10.1037/a0015978

*Huo, D., Motohashi, K., & Gong, H. (2019). Team diversity as dissimilarity and variety in organizational innova-
tion. Research Policy, 48(6), 1564–1572. https://doi.org/10.1016/j.respol.2019.03.020

Jackson, S., Stone, V., & Alvarez, E. (1993). Socialization amidst diversity: The impact of demographics on work
team oldtimers and newcomers. In L. L. Cummings & B. M. Staw (Eds.), Research in organizational behavior
(Vol. 15, pp. 45–109). JAI Press.

Jackson, S. E., May, K. E., & Whitney, K. (1995). Understanding the dynamics of diversity in decision-making
teams. In R. A. Guzzo & E. Salas (Eds.), Team effectiveness and decision making in organizations (Vol. 204,
pp. 204–261). Jossey-Bass.

*Jang, S. (2017). Cultural brokerage and creative performance in multicultural teams. Organization Science,
28(6), 993–1009. https://doi.org/10.1287/orsc.2017.1162

Jehn, K. A., Bezrukova, K., & Thatcher, S. (2008). Conflict, diversity, and faultlines in workgroups. In C. K. W.
De Dreu & M. J. Gelfand (Eds.), The psychology of conflict and conflict management in organizations
(pp. 179–210). Taylor & Francis.

Johnson, S. K., Bettenhausen, K., & Gibbons, E. (2009). Realities of working in virtual teams: Affective and
attitudinal outcomes of using computer-mediated communication. Small Group Research, 40(6), 623–649.
https://doi.org/10.1177/1046496409346448

Joshi, A., & Roh, H. (2009). The role of context in work team diversity research: A meta-analytic review.
Academy of Management Journal, 52(3), 599–627. https://doi.org/10.5465/amj.2009.41331491

Katzenbach, J. R., & Smith, D. K. (1999). The wisdom of teams: Creating the high-performance organization.
Harper Collins Publishers.

Kearney, E., & Gebert, D. (2009). Managing diversity and enhancing team outcomes: The promise of
transformational leadership. Journal of Applied Psychology, 94(1), 77–89. https://doi.org/10.1037/a0013077

Kearney, E., Gebert, D., & Voelpel, S. C. (2009). When and how diversity benefits teams: The importance of team
members' need for cognition. Academy of Management Journal, 52(3), 581–598. https://doi.org/10.5465/amj.
2009.41331431

*Kharkhurin, A. V. (2009). The role of bilingualism in creative performance on divergent thinking and invented
alien creatures tests. The Journal of Creative Behavior, 43(1), 59–71. https://doi.org/10.1002/j.2162-6057.2009.
tb01306.x

*Kharkhurin, A. V. (2010). Sociocultural differences in the relationship between bilingualism and creative
potential. Journal of Cross-Cultural Psychology, 41(5–6), 776–783. https://doi.org/10.1177/00220221
10361777

*Kharkhurin, A. V. (2011). The role of selective attention in bilingual creativity. Creativity Research Journal,
23(3), 239–254. https://doi.org/10.1080/10400419.2011.595979

*Kim, J., & Song, C. (2020). The relationship between R&D team diversity and team creativity. Management
Decision, 59(2), 175–189. https://doi.org/10.1108/MD-12-2019-1727

Klein, K. J., & Kozlowski, S. W. J. (2000). From micro to meso: Critical steps in conceptualizing and conducting
multilevel research. Organizational Research Methods, 3(3), 211–236. https://doi.org/10.1177/
109442810033001

1628 HUNDSCHELL ET AL.

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1002/mde.3253
https://doi.org/10.1002/mde.3253
https://doi.org/10.1037/a0036911
https://doi.org/10.1037/a0036911
https://doi.org/10.1016/j.technovation.2010.01.004
https://doi.org/10.1016/j.leaqua.2018.03.001
https://doi.org/10.1016/j.leaqua.2018.03.001
https://doi.org/10.1037/a0015978
https://doi.org/10.1016/j.respol.2019.03.020
https://doi.org/10.1287/orsc.2017.1162
https://doi.org/10.1177/1046496409346448
https://doi.org/10.5465/amj.2009.41331491
https://doi.org/10.1037/a0013077
https://doi.org/10.5465/amj.2009.41331431
https://doi.org/10.5465/amj.2009.41331431
https://doi.org/10.1002/j.2162-6057.2009.tb01306.x
https://doi.org/10.1002/j.2162-6057.2009.tb01306.x
https://doi.org/10.1177/0022022110361777
https://doi.org/10.1177/0022022110361777
https://doi.org/10.1080/10400419.2011.595979
https://doi.org/10.1108/MD-12-2019-1727
https://doi.org/10.1177/109442810033001
https://doi.org/10.1177/109442810033001


*Korzilius, H., Bucker, J., & Beerlage, S. (2017). Multiculturalism and innovative work behavior: The mediating
role of cultural intelligence. International Journal of Intercultural Relations, 56, 13–24. https://doi.org/10.
1016/j.ijintrel.2016.11.001

*Kristinsson, K., Candi, M., & Sæmundsson, R. J. (2016). The relationship between founder team diversity and
innovation performance: The moderating role of causation logic. Long Range Planning, 49(4), 464–476.
https://doi.org/10.1016/j.lrp.2015.12.013

*Kurtzberg, T. R. (2005). Feeling creative, being creative: An empirical study of diversity and creativity in teams.
Creativity Research Journal, 17(1), 51–65. https://doi.org/10.1207/s15326934crj1701_5

*Lahiri, N. (2010). Geographic distribution or R&D activity: How does it affect innovation quality? Academy of
Management Journal, 53(5), 1194–1209. https://doi.org/10.5465/amj.2010.54533233

Lau, D. C., & Murnighan, J. K. (1998). Demographic diversity and faultlines: The compositional dynamics of
organizational groups. Academy of Management Review, 23(2), 325–340. https://doi.org/10.5465/amr.1998.
533229

*Lee, H., & Kim, K. H. (2011). Can speaking more languages enhance your creativity? Relationship between
bilingualism and creative potential among Korean American students with multicultural link. Personality
and Individual Differences, 50(8), 1186–1190. https://doi.org/10.1016/j.paid.2011.01.039

*Lee, Y. N., Walsh, J. P., & Wang, J. (2015). Creativity in scientific teams: Unpacking novelty and impact.
Research Policy, 44(3), 684–697. https://doi.org/10.1016/j.respol.2014.10.007

*Leung, A. K. Y., Maddux, W. W., Galinsky, A. D., & Chiu, C. Y. (2008). Multicultural experience enhances
creativity—The when and how. American Psychologist, 63(3), 169–181. https://doi.org/10.1037/0003-066X.
63.3.169

*Li, C.-R., Lin, C.-J., Tien, Y.-H., & Chen, C.-M. (2017). A multilevel model of team cultural diversity and creativ-
ity: The role of climate for inclusion. The Journal of Creative Behavior, 51(2), 163–179. https://doi.org/10.
1002/jocb.93

*Li, Y., Fu, F., Sun, J.-M., & Yang, B. (2016). Leader–member exchange differentiation and team creativity: An
investigation of nonlinearity. Human Relations, 69(5), 1121–1138. https://doi.org/10.1177/0018726715597481

*Lu, L., Li, F., Leung, K., Savani, K., & Morris, M. W. (2018). When can culturally diverse teams be more
creative? The role of leaders' benevolent paternalism. Journal of Organizational Behavior, 39(4), 402–415.
https://doi.org/10.1002/job.2238

*Luan, K., Ling, C.-D., & Xie, X.-Y. (2016). The nonlinear effects of educational diversity on team creativity. Asia
Pacific Journal of Human Resources, 54(4), 465–480. https://doi.org/10.1111/1744-7941.12078

*Lungeanu, A., & Contractor, N. S. (2015). The effects of diversity and network ties on innovations: The
emergence of a new scientific field. American Behavioral Scientist, 59(5), 548–564. https://doi.org/10.1177/
0002764214556804

*Mannucci, P. V., & Yong, K. (2018). The differential impact of knowledge depth and knowledge breadth on
creativity over individual careers. Academy of Management Journal, 61(5), 1741–1763. https://doi.org/10.
5465/amj.2016.0529

*Martins, L. L., & Shalley, C. E. (2011). Creativity in virtual work: Effects of demographic differences. Small
Group Research, 42(5), 536–561. https://doi.org/10.1177/1046496410397382

*McLeod, P. L., Lobel, S. A., & Cox, T. H. (1996). Ethnic diversity and creativity in small groups. Small Group
Research, 27(2), 248–264. https://doi.org/10.1177/1046496496272003

Miller, C. C., Burke, L. M., & Glick, W. H. (1998). Cognitive diversity among upper-echelon executives:
Implications for strategic decision processes. Strategic Management Journal, 19(1), 39–58. https://doi.org/10.
1002/(SICI)1097-0266(199801)19:1<39::AID-SMJ932>3.0.CO;2-A

Milliken, F. J., & Martins, L. L. (1996). Searching for common threads: Understanding the multiple effects of
diversity in organizational groups. Academy of Management Review, 21(2), 402–433. https://doi.org/10.5465/
amr.1996.9605060217

*Mitchell, R., & Boyle, B. (2015). Professional diversity, identity salience and team innovation: The moderating
role of openmindedness norms. Journal of Organizational Behavior, 36(6), 873–894. https://doi.org/10.1002/
job.2009

*Miura, A., & Hida, M. (2004). Synergy between diversity and similarity in group-idea generation. Small Group
Research, 35(5), 540–564. https://doi.org/10.1177/1046496404264942

A REVIEW ON DIVERSITY AND CREATIVITY 1629

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1016/j.ijintrel.2016.11.001
https://doi.org/10.1016/j.ijintrel.2016.11.001
https://doi.org/10.1016/j.lrp.2015.12.013
https://doi.org/10.1207/s15326934crj1701_5
https://doi.org/10.5465/amj.2010.54533233
https://doi.org/10.5465/amr.1998.533229
https://doi.org/10.5465/amr.1998.533229
https://doi.org/10.1016/j.paid.2011.01.039
https://doi.org/10.1016/j.respol.2014.10.007
https://doi.org/10.1037/0003-066X.63.3.169
https://doi.org/10.1037/0003-066X.63.3.169
https://doi.org/10.1002/jocb.93
https://doi.org/10.1002/jocb.93
https://doi.org/10.1177/0018726715597481
https://doi.org/10.1002/job.2238
https://doi.org/10.1111/1744-7941.12078
https://doi.org/10.1177/0002764214556804
https://doi.org/10.1177/0002764214556804
https://doi.org/10.5465/amj.2016.0529
https://doi.org/10.5465/amj.2016.0529
https://doi.org/10.1177/1046496410397382
https://doi.org/10.1177/1046496496272003
https://doi.org/10.1002/(SICI)1097-0266(199801)19:1%3C39::AID-SMJ932%3E3.0.CO;2-A
https://doi.org/10.1002/(SICI)1097-0266(199801)19:1%3C39::AID-SMJ932%3E3.0.CO;2-A
https://doi.org/10.5465/amr.1996.9605060217
https://doi.org/10.5465/amr.1996.9605060217
https://doi.org/10.1002/job.2009
https://doi.org/10.1002/job.2009
https://doi.org/10.1177/1046496404264942


Nicolas, G., de la Fuente, M., & Fiske, S. T. (2017). Mind the overlap in multiple categorization: A review of
crossed categorization, intersectionality, and multiracial perception. Group Processes & Intergroup Relations,
20(5), 621–631. https://doi.org/10.1177/1368430217708862

*Pan, Y., Shang, Y., & Xu, J. (2019). When is chronotype diversity related to team creativity? Team temporal
leadership as a moderator. In Academy of Management Proceedings (Vol. 2019). Academy of Management.

*Park, M. H.-J., Lim, J. W., & Birnbaum-More, P. H. (2009). The effect of multiknowledge individuals on perfor-
mance in cross-functional new product development teams. Journal of Product Innovation Management,
26(1), 86–96. https://doi.org/10.1111/j.1540-5885.2009.00336.x

*Park, W.-W., Lew, J. Y., & Lee, E. K. (2018). Team knowledge diversity and team creativity: The moderating role
of status inequality. Social Behavior and Personality: An International Journal, 46(10), 1611–1622. https://
doi.org/10.2224/sbp.7051

*Parrotta, P., Pozzoli, D., & Pytlikova, M. (2014). The nexus between labor diversity and firm's innovation.
Journal of Population Economics, 27(2), 303–364. https://doi.org/10.1007/s00148-013-0491-7

*Pearsall, M. J., Ellis, A. P. J., & Evans, J. M. (2008). Unlocking the effects of gender faultlines on team creativity:
Is activation the key? Journal of Applied Psychology, 93(1), 225–234. https://doi.org/10.1037/0021-9010.93.
1.225

Pelled, L. H. (1996). Demographic diversity, conflict, and work group outcomes: An intervening process theory.
Organization Science, 7(6), 615–631. https://doi.org/10.1287/orsc.7.6.615

*Perry-Smith, J. E. (2006). Social yet creative: The role of social relationships in facilitating individual creativity.
Academy of Management Journal, 49(1), 85–101. https://doi.org/10.5465/amj.2006.20785503

Perry-Smith, J. E., & Shalley, C. E. (2003). The social side of creativity: A static and dynamic social network
perspective. Academy of Management Review, 28(1), 89–106. https://doi.org/10.5465/amr.2003.8925236

*Perry-Smith, J. E., & Shalley, C. E. (2014). A social composition view of team creativity: The role of member
nationality-heterogeneous ties outside of the team. Organization Science, 25(5), 1434–1452. https://doi.org/
10.1287/orsc.2014.0912

*Pesch, R., Bouncken, R. B., & Kraus, S. (2015). Effects of communication style and age diversity in innovation
teams. International Journal of Innovation and Technology Management, 12(6), 1, 1550029–20, Article Unsp.
https://doi.org/10.1142/S0219877015500297

Phillips, K. W., & Loyd, D. L. (2006). When surface and deep-level diversity collide: The effects on dissenting
group members. Organizational Behavior and Human Decision Processes, 99(2), 143–160. https://doi.org/10.
1016/j.obhdp.2005.12.001

Podsiadlowski, A., Gröschke, D., Kogler, M., Springer, C., & Van Der Zee, K. (2013). Managing a culturally
diverse workforce: Diversity perspectives in organizations. International Journal of Intercultural Relations,
37(2), 159–175. https://doi.org/10.1016/j.ijintrel.2012.09.001

*Post, C., De Lia, E., DiTomaso, N., Tirpak, T. M., & Borwankar, R. (2009). Capitalizing on thought diversity for
innovation. Research-Technology Management, 52(6), 14–25. https://doi.org/10.1080/08956308.2009.
11657596

Preckel, F., Lipnevich, A. A., Schneider, S., & Roberts, R. D. (2011). Chronotype, cognitive abilities, and academic
achievement: A meta-analytic investigation. Learning and Individual Differences, 21(5), 483–492. https://doi.
org/10.1016/j.lindif.2011.07.003

Purdie-Vaughns, V., & Eibach, R. (2008). Intersectional invisibility: The distinctive advantages and disadvantages
of multiple subordinate-group identities. Sex Roles, 59(5–6), 377–391. https://doi.org/10.1007/s11199-008-
9424-4

*Qu, X., & Liu, X. (2017). Informational faultlines, integrative capability, and team creativity. Group & Organiza-
tion Management, 42(6), 767–791. https://doi.org/10.1177/1059601117716008

Rattan, A., Steele, J., & Ambady, N. (2019). Identical applicant but different outcomes: The impact of gender ver-
sus race salience in hiring. Group Processes & Intergroup Relations, 22(1), 80–97. https://doi.org/10.1177/
1368430217722035

*Rese, A., Görmar, L., & Herbig, A. (2021). Social networks in coworking spaces and individual coworker's crea-
tivity. Review of Managerial Science, 1–38. https://doi.org/10.1007/s11846-021-00445-0

*Reuveni, Y., & Vashdi, D. R. (2015). Innovation in multidisciplinary teams: The moderating role of transforma-
tional leadership in the relationship between professional heterogeneity and shared mental models.

1630 HUNDSCHELL ET AL.

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1177/1368430217708862
https://doi.org/10.1111/j.1540-5885.2009.00336.x
https://doi.org/10.2224/sbp.7051
https://doi.org/10.2224/sbp.7051
https://doi.org/10.1007/s00148-013-0491-7
https://doi.org/10.1037/0021-9010.93.1.225
https://doi.org/10.1037/0021-9010.93.1.225
https://doi.org/10.1287/orsc.7.6.615
https://doi.org/10.5465/amj.2006.20785503
https://doi.org/10.5465/amr.2003.8925236
https://doi.org/10.1287/orsc.2014.0912
https://doi.org/10.1287/orsc.2014.0912
https://doi.org/10.1142/S0219877015500297
https://doi.org/10.1016/j.obhdp.2005.12.001
https://doi.org/10.1016/j.obhdp.2005.12.001
https://doi.org/10.1016/j.ijintrel.2012.09.001
https://doi.org/10.1080/08956308.2009.11657596
https://doi.org/10.1080/08956308.2009.11657596
https://doi.org/10.1016/j.lindif.2011.07.003
https://doi.org/10.1016/j.lindif.2011.07.003
https://doi.org/10.1007/s11199-008-9424-4
https://doi.org/10.1007/s11199-008-9424-4
https://doi.org/10.1177/1059601117716008
https://doi.org/10.1177/1368430217722035
https://doi.org/10.1177/1368430217722035
https://doi.org/10.1007/s11846-021-00445-0


European Journal of Work and Organizational Psychology, 24(5), 678–692. https://doi.org/10.1080/1359432X.
2014.1001377

Riordan, C. M., & Shore, L. M. (1997). Demographic diversity and employee attitudes: An empirical examination
of relational demography within work units. Journal of Applied Psychology, 82(3), 342–358. https://doi.org/
10.1037/0021-9010.82.3.342

Roberson, Q., Ryan, A. M., & Ragins, B. R. (2017). The evolution and future of diversity at work. Journal of
Applied Psychology, 102(3), 483–499. https://doi.org/10.1037/apl0000161

Rosenthal, L. (2016). Incorporating intersectionality into psychology: An opportunity to promote social justice
and equity. American Psychologist, 71(6), 474–485. https://doi.org/10.1037/a0040323

Rousseau, D. M., Manning, J., & Denyer, D. (2008). Evidence in management and organizational science:
Assembling the field's full weight of scientific knowledge through syntheses. The Academy of Management
Annals, 2(1), 475–515. https://doi.org/10.2139/ssrn.1309606

*Saad, C. S., Damian, R. I., Benet-Martinez, V., Moons, W. G., & Robins, R. W. (2013). Multiculturalism and
creativity: Effects of cultural context, bicultural identity, and ideational fluency. Social Psychological and
Personality Science, 4(3), 369–375. https://doi.org/10.1177/1948550612456560

*Salazar, M. R., Feitosa, J., & Salas, E. (2017). Diversity and team creativity: Exploring underlying mechanisms.
Group Dynamics: Theory, Research, and Practice, 21(4), 187–206. https://doi.org/10.1037/gdn0000073

*Sarto, F., Saggese, S., Viganò, R., & Mauro, M. (2019). Human capital and innovation: Mixing apples and
oranges on the board of high-tech firms. Management Decision, 58(5), 897–926. https://doi.org/10.1108/MD-
06-2017-0594

*Schilpzand, M. C., Herold, D. M., & Shalley, C. E. (2011). Members' openness to experience and teams' creative
performance. Small Group Research, 42(1), 55–76. https://doi.org/10.1177/1046496410377509

Schneid, M., Isidor, R., Steinmetz, H., & Kabst, R. (2016). Age diversity and team outcomes: A quantitative
review. Journal of Managerial Psychology, 31(1), 2–17. https://doi.org/10.1108/JMP-07-2012-0228

Seers, A. (1989). Team-member exchange quality: A new construct for role-making research. Organizational
Behavior and Human Decision Processes, 43(1), 118–135. https://doi.org/10.1016/0749-5978(89)90060-5

*Seo, E., Kang, H., & Song, J. (2020). Blending talents for innovation: Team composition for cross-border R&D
collaboration within multinational corporations. Journal of International Business Studies, 51(5), 851–885.
https://doi.org/10.1057/s41267-020-00331-z

Shalley, C. E., & Gilson, L. L. (2004). What leaders need to know: A review of social and contextual factors that
can foster or hinder creativity. The Leadership Quarterly, 15(1), 33–53. https://doi.org/10.1016/j.leaqua.2003.
12.004

Shemla, M., Meyer, B., Greer, L., & Jehn, K. A. (2016). A review of perceived diversity in teams: Does how
members perceive their team's composition affect team processes and outcomes? Journal of Organizational
Behavior, 37(S1), S89–S106. https://doi.org/10.1002/job.1957

*Shin, S. J., Kim, T. Y., Lee, J. Y., & Bian, L. (2012). Cognitive team diversity and team member creativity: A
cross-level interaction. Academy of Management Journal, 55(1), 197–212. https://doi.org/10.5465/amj.2010.
0270

*Shin, S. J., & Zhou, J. (2007). When is educational specialization heterogeneity related to creativity in research
and development teams? Transformational leadership as a moderator. Journal of Applied Psychology, 92(6),
1709–1721. https://doi.org/10.1037/0021-9010.92.6.1709

Short, J. (2009). The art of writing a review article. Journal of Management, 35(6), 1312–1317. https://doi.org/10.
1177/0149206309337489

*Sijbom, R. B., Anseel, F., Crommelinck, M., De Beuckelaer, A., & De Stobbeleir, K. E. (2018). Why seeking
feedback from diverse sources may not be sufficient for stimulating creativity: The role of performance
dynamism and creative time pressure. Journal of Organizational Behavior, 39(3), 355–368. https://doi.org/10.
1002/job.2235

*Singh, H., Kryscynski, D., Li, X., & Gopal, R. (2016). Pipes, pools, and filters: How collaboration networks affect
innovative performance. Strategic Management Journal, 37(8), 1649–1666. https://doi.org/10.1002/smj.2419

*Solheim, M. C. W., & Herstad, S. J. (2018). The differentiated effects of human resource diversity on corporate
innovation. International Journal of Innovation and Technology Management, 15(5), 1, 1850046–25, Article.
https://doi.org/10.1142/S0219877018500463

A REVIEW ON DIVERSITY AND CREATIVITY 1631

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1080/1359432X.2014.1001377
https://doi.org/10.1080/1359432X.2014.1001377
https://doi.org/10.1037/0021-9010.82.3.342
https://doi.org/10.1037/0021-9010.82.3.342
https://doi.org/10.1037/apl0000161
https://doi.org/10.1037/a0040323
https://doi.org/10.2139/ssrn.1309606
https://doi.org/10.1177/1948550612456560
https://doi.org/10.1037/gdn0000073
https://doi.org/10.1108/MD-06-2017-0594
https://doi.org/10.1108/MD-06-2017-0594
https://doi.org/10.1177/1046496410377509
https://doi.org/10.1108/JMP-07-2012-0228
https://doi.org/10.1016/0749-5978(89)90060-5
https://doi.org/10.1057/s41267-020-00331-z
https://doi.org/10.1016/j.leaqua.2003.12.004
https://doi.org/10.1016/j.leaqua.2003.12.004
https://doi.org/10.1002/job.1957
https://doi.org/10.5465/amj.2010.0270
https://doi.org/10.5465/amj.2010.0270
https://doi.org/10.1037/0021-9010.92.6.1709
https://doi.org/10.1177/0149206309337489
https://doi.org/10.1177/0149206309337489
https://doi.org/10.1002/job.2235
https://doi.org/10.1002/job.2235
https://doi.org/10.1002/smj.2419
https://doi.org/10.1142/S0219877018500463


*Somech, A., & Drach-Zahavy, A. (2013). Translating team creativity to innovation implementation: The role of
team composition and climate for innovation. Journal of Management, 39(3), 684–708. https://doi.org/10.
1177/0149206310394187

*Sosa, M. E. (2011). Where do creative interactions come from? The role of tie content and social networks.
Organization Science, 22(1), 1–21. https://doi.org/10.1287/orsc.1090.0519

*Spoelma, T. M., & Ellis, A. P. (2017). Fuse or fracture? Threat as a moderator of the effects of diversity faultlines
in teams. Journal of Applied Psychology, 102(9), 1344–1359. https://doi.org/10.1037/apl0000231

Stahl, G. K., Maznevski, M. L., Voigt, A., & Jonsen, K. (2010). Unraveling the effects of cultural diversity in
teams: A meta-analysis of research on multicultural work groups. Journal of International Business Studies,
41(4), 690–709. https://doi.org/10.1057/jibs.2009.85

*Steffens, N. K., Gocłowska, M. A., Cruwys, T., & Galinsky, A. D. (2016). How multiple social identities are
related to creativity. Personality and Social Psychology Bulletin, 42(2), 188–203. https://doi.org/10.1177/
0146167215619875

*Subramanian, A. M., Choi, Y. R., Lee, S. H., & Hang, C. C. (2016). Linking technological and educational level
diversities to innovation performance. Journal of Technology Transfer, 41(2), 182–204. https://doi.org/10.
1007/s10961-015-9413-z

Suddaby, R. (2006). From the editors: What grounded theory is not. Academy of Management Journal, 49(4),
633–642. https://doi.org/10.5465/amj.2006.22083020

*Sung, S. Y., & Choi, J. N. (2019). Effects of diversity on knowledge sharing and creativity of work teams: Status
differential among members as a facilitator. Human Performance, 32(3–4), 145–164. https://doi.org/10.1080/
08959285.2019.1639712

*Suzue, K. (2020). The cognitive diversity-creative performance relationship and the mediating effect of power-
distance orientation: A study of japan-based organizations in the US. The Chicago School of Professional
Psychology. Unpublished doctoral dissertation

*Tadmor, C. T., Galinsky, A. D., & Maddux, W. W. (2012). Getting the most out of living abroad: Biculturalism
and integrative complexity as key drivers of creative and professional success. Journal of Personality and
Social Psychology, 103(3), 520–542. https://doi.org/10.1037/a0029360

*Tadmor, C. T., Satterstrom, P., Jang, S. J., & Polzer, J. T. (2012). Beyond individual creativity: The superadditive
benefits of multicultural experience for collective creativity in culturally diverse teams. Journal of Cross-
Cultural Psychology, 43(3), 384–392. https://doi.org/10.1177/0022022111435259

*Talke, K., Salomo, S., & Rost, K. (2010). How top management team diversity affects innovativeness and perfor-
mance via the strategic choice to focus on innovation fields. Research Policy, 39(7), 907–918. https://doi.org/
10.1016/j.respol.2010.04.001

*Tang, C., & Naumann, S. E. (2016). Team diversity, mood, and team creativity: The role of team knowledge
sharing in Chinese R & D teams. Journal of Management & Organization, 22(3), 420–434. https://doi.org/10.
1017/jmo.2015.43

*Tang, C. Y., & Ye, L. N. (2015). Diversified knowledge, R&D team centrality and radical creativity. Creativity
and Innovation Management, 24(1), 123–135. https://doi.org/10.1111/caim.12110

*Taylor, A., & Greve, H. R. (2006). Superman or the fantastic four? Knowledge combination and experience in
innovative teams. Academy of Management Journal, 49(4), 723–740. https://doi.org/10.5465/amj.2006.
22083029

Thatcher, S. M. B., & Patel, P. C. (2012). Group faultlines: A review, integration, and guide to future research.
Journal of Management, 38(4), 969–1009. https://doi.org/10.1177/0149206311426187

*Toader, A. F., & Kessler, T. (2018). Team mental models, team goal orientations, and information elaboration,
predicting team creative performance. Creativity Research Journal, 30(4), 380–390. https://doi.org/10.1080/
10400419.2018.1530912

*Triandis, H. C., Hall, E. R., & Ewen, R. B. (1965). Member heterogeneity and dyadic creativity. Human
Relations, 18(1), 33–55. https://doi.org/10.1177/001872676501800104

*Tripathi, N., & Ghosh, V. (2020). Deep-level diversity and workgroup creativity: The role of creativity climate.
Journal of Indian Business Research, 12(4), 605–624. https://doi.org/10.1108/JIBR-01-2019-0007

Tsai, W., & Ghoshal, S. (1998). Social capital and value creation: The role of intrafirm networks. Academy of
Management Journal, 41(4), 464–476. https://doi.org/10.5465/257085

1632 HUNDSCHELL ET AL.

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1177/0149206310394187
https://doi.org/10.1177/0149206310394187
https://doi.org/10.1287/orsc.1090.0519
https://doi.org/10.1037/apl0000231
https://doi.org/10.1057/jibs.2009.85
https://doi.org/10.1177/0146167215619875
https://doi.org/10.1177/0146167215619875
https://doi.org/10.1007/s10961-015-9413-z
https://doi.org/10.1007/s10961-015-9413-z
https://doi.org/10.5465/amj.2006.22083020
https://doi.org/10.1080/08959285.2019.1639712
https://doi.org/10.1080/08959285.2019.1639712
https://doi.org/10.1037/a0029360
https://doi.org/10.1177/0022022111435259
https://doi.org/10.1016/j.respol.2010.04.001
https://doi.org/10.1016/j.respol.2010.04.001
https://doi.org/10.1017/jmo.2015.43
https://doi.org/10.1017/jmo.2015.43
https://doi.org/10.1111/caim.12110
https://doi.org/10.5465/amj.2006.22083029
https://doi.org/10.5465/amj.2006.22083029
https://doi.org/10.1177/0149206311426187
https://doi.org/10.1080/10400419.2018.1530912
https://doi.org/10.1080/10400419.2018.1530912
https://doi.org/10.1177/001872676501800104
https://doi.org/10.1108/JIBR-01-2019-0007
https://doi.org/10.5465/257085


van Dijk, H., van Engen, M. L., & van Knippenberg, D. (2012). Defying conventional wisdom: A meta-analytical
examination of the differences between demographic and job-related diversity relationships with perfor-
mance. Organizational Behavior and Human Decision Processes, 119(1), 38–53. https://doi.org/10.1016/j.
obhdp.2012.06.003

van Knippenberg, D. (2017). Team innovation. Annual Review of Organizational Psychology and Organizational
Behavior, 4(1), 211–233. https://doi.org/10.1146/annurev-orgpsych-032516-113240

van Knippenberg, D., Dawson, J. F., West, M. A., & Homan, A. C. (2011). Diversity faultlines, shared objectives,
and top management team performance. Human Relations, 64(3), 307–336. https://doi.org/10.1177/
0018726710378384

van Knippenberg, D., De Dreu, C. K. W., & Homan, A. C. (2004). Work group diversity and group performance:
An integrative model and research agenda. Journal of Applied Psychology, 89(6), 1008–1022. https://doi.org/
10.1037/0021-9010.89.6.1008

van Knippenberg, D., & Schippers, M. C. (2007). Work group diversity. Annual Review of Psychology, 58(1),
515–541. https://doi.org/10.1146/annurev.psych.58.110405.085546

Wang, J., Cheng, G. H. L., Chen, T., & Leung, K. (2019). Team creativity/innovation in culturally diverse teams:
A meta-analysis. Journal of Organizational Behavior, 40(6), 693–708. https://doi.org/10.1002/job.2362

*Wang, X.-H., Kim, T.-Y., & Lee, D.-R. (2016). Cognitive diversity and team creativity: Effects of team intrinsic
motivation and transformational leadership. Journal of Business Research, 69(9), 3231–3239. https://doi.org/
10.1016/j.jbusres.2016.02.026

*Watson, M. D. M. (2018). Common strategies and practices among facilitators of innovative thinking in organiza-
tions. Pepperdine University. Unpublished doctoral dissertation

Webber, S. S., & Donahue, L. M. (2001). Impact of highly and less job-related diversity on work group cohesion
and performance: A meta-analysis. Journal of Management, 27(2), 141–162. https://doi.org/10.1016/S0149-
2063(00)00093-3

Weiss, M., Backmann, J., Razinskas, S., & Hoegl, M. (2018). Team diversity in innovation—Salient research in
the journal of product innovation management. Journal of Product Innovation Management, 35(5), 839–850.
https://doi.org/10.1111/jpim.12465

West, M. A. (2002). Sparkling fountains or stagnant ponds: An integrative model of creativity and innovation
implementation in work groups. Applied Psychology, 51(3), 355–387. https://doi.org/10.1111/1464-0597.
00951

*Winkler, V. A., & Bouncken, R. B. (2011). How does cultural diversity in global innovation teams affect the
innovation process? Emj-Engineering Management Journal, 23(4), 24–35. https://doi.org/10.1080/10429247.
2011.11431917

Woodman, R. W., Sawyer, J. E., & Griffin, R. W. (1993). Toward a theory of organizational creativity. Academy of
Management Review, 18(2), 293–321. https://doi.org/10.5465/amr.1993.3997517

*Xie, Z., Li, N., Jiang, W., & Kirkman, B. L. (2019). The paradox of leader-member exchange (LMX) differentia-
tion: How treating followers differently can both enhance and impede employee performance. Journal of
Personnel Psychology, 18(4), 165–176. https://doi.org/10.1027/1866-5888/a000231

*Ye, T., & Robert, L. P. (2017). Does collectivism inhibit individual creativity? The effects of collectivism and
perceived diversity on individual creativity and satisfaction in virtual ideation teams. ACM Conference on
Computer Supported Cooperative Work and Social Computing.

*Yoon, W., Kim, S. J., & Song, J. (2016). Top management team characteristics and organizational creativity.
Review of Managerial Science, 10(4), 757–779. https://doi.org/10.1007/s11846-015-0175-7

Zhan, S. R., Bendapudi, N., & Hong, Y. Y. (2015). Re-examining diversity as a double-edged sword for innovation
process. Journal of Organizational Behavior, 36(7), 1026–1049. https://doi.org/10.1002/job.2027

Zhang, L., & Guo, H. (2019). Enabling knowledge diversity to benefit cross-functional project teams: Joint roles
of knowledge leadership and transactive memory system. Information & Management, 56(8), 103156. https://
doi.org/10.1016/j.im.2019.03.001

*Zhang, Y., & Huai, M. Y. (2016). Diverse work groups and employee performance: The role of communication
ties. Small Group Research, 47(1), 28–57. https://doi.org/10.1177/1046496415604742

*Zhao, H. D. (2015). Leader-member exchange differentiation and team creativity: A moderated mediation study.
Leadership and Organization Development Journal, 36(7), 798–815. https://doi.org/10.1108/LODJ-12-2013-
0172

A REVIEW ON DIVERSITY AND CREATIVITY 1633

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1016/j.obhdp.2012.06.003
https://doi.org/10.1016/j.obhdp.2012.06.003
https://doi.org/10.1146/annurev-orgpsych-032516-113240
https://doi.org/10.1177/0018726710378384
https://doi.org/10.1177/0018726710378384
https://doi.org/10.1037/0021-9010.89.6.1008
https://doi.org/10.1037/0021-9010.89.6.1008
https://doi.org/10.1146/annurev.psych.58.110405.085546
https://doi.org/10.1002/job.2362
https://doi.org/10.1016/j.jbusres.2016.02.026
https://doi.org/10.1016/j.jbusres.2016.02.026
https://doi.org/10.1016/S0149-2063(00)00093-3
https://doi.org/10.1016/S0149-2063(00)00093-3
https://doi.org/10.1111/jpim.12465
https://doi.org/10.1111/1464-0597.00951
https://doi.org/10.1111/1464-0597.00951
https://doi.org/10.1080/10429247.2011.11431917
https://doi.org/10.1080/10429247.2011.11431917
https://doi.org/10.5465/amr.1993.3997517
https://doi.org/10.1027/1866-5888/a000231
https://doi.org/10.1007/s11846-015-0175-7
https://doi.org/10.1002/job.2027
https://doi.org/10.1016/j.im.2019.03.001
https://doi.org/10.1016/j.im.2019.03.001
https://doi.org/10.1177/1046496415604742
https://doi.org/10.1108/LODJ-12-2013-0172
https://doi.org/10.1108/LODJ-12-2013-0172


Zhou, J., & Hoever, I. J. (2014). Research on workplace creativity: A review and redirection. Annual Review of
Organizational Psychology and Organizational Behavior, 1(1), 333–359. https://doi.org/10.1146/annurev-
orgpsych-031413-091226

How to cite this article: Hundschell, A., Razinskas, S., Backmann, J., & Hoegl, M.
(2022). The effects of diversity on creativity: A literature review and synthesis. Applied
Psychology, 71(4), 1598–1634. https://doi.org/10.1111/apps.12365

1634 HUNDSCHELL ET AL.

 14640597, 2022, 4, D
ow

nloaded from
 https://iaap-journals.onlinelibrary.w

iley.com
/doi/10.1111/apps.12365 by C

ochrane G
erm

any, W
iley O

nline L
ibrary on [20/02/2024]. See the T

erm
s and C

onditions (https://onlinelibrary.w
iley.com

/term
s-and-conditions) on W

iley O
nline L

ibrary for rules of use; O
A

 articles are governed by the applicable C
reative C

om
m

ons L
icense

https://doi.org/10.1146/annurev-orgpsych-031413-091226
https://doi.org/10.1146/annurev-orgpsych-031413-091226
https://doi.org/10.1111/apps.12365

	The effects of diversity on creativity: A literature review and synthesis
	INTRODUCTION
	SCOPE AND METHOD OF THE LITERATURE REVIEW
	Literature research strategy
	Literature systematization

	A MULTILEVEL REVIEW OF DIVERSITY-CREATIVITY RELATIONSHIPS
	Individual-level research on the role of diversity for creativity
	Job-related diversities at the surface level
	Job-related diversities at the deep level
	Job-unrelated diversities at the surface level
	Job-unrelated diversities at the deep level

	Synthesis of individual-level research
	Team-level research on the role of diversity for creativity
	Job-related diversities at the surface level
	Job-related diversities at the deep level
	Job-unrelated diversities at the surface level
	Job-unrelated diversities at the deep level

	Synthesis of team-level research
	Organizational-level research on the role of diversity for creativity
	Job-related diversities at the surface level
	Job-related diversities at the deep level
	Job-unrelated diversities at the surface level

	Synthesis of organizational-level research
	Cross-level research on the role of diversity for creativity
	Job-related diversities at the surface level
	Job-related diversities at the deep level
	Job-unrelated diversities at the surface level

	Synthesis of cross-level research

	SYNTHESIS OF FINDINGS ACROSS THE LEVELS OF ANALYSIS
	Convergent findings across different levels of analysis
	Divergent findings across different levels of analysis
	Methodological synthesis

	AGENDA FOR FUTURE RESEARCH
	Opportunities for conceptual and theoretical advancement
	Advancing cross-level approaches
	Illuminating mechanisms explaining the controversial role of diversity in creativity
	Extending conceptual ideas from one level of analysis to another

	Opportunities for methodological advancement
	Measuring creativity and diversity
	Dynamic research designs


	ACKNOWLEDGMENTS
	CONFLICT OF INTEREST
	DATA AVAILABILITY STATEMENT

	ENDNOTES
	REFERENCES


