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beginning to see the advantages of a diverse workforce, so it's important to examine how
these teams’ function and what they bring to the table. The purpose of this literature review
is to understand how diversity influences teams in terms of their dynamics, performance,

and outcomes in key areas including communication, conflict resolution, trust, cohesion,
cooperation, and creativity. Strategies for promoting inclusion and efficiently managing
diverse teams, as well as the advantages and disadvantages of a varied workforce, are
explored. These results underline the necessity of fostering various viewpoints, cognitive
distinctions, and inclusive environments to propel innovation and gain a competitive edge in
the workplace. Finally, the study offers future research possibilities and practical
consequences for businesses who want to tap into the power of diverse teams.

1. Introduction

Despite the benefits, there are obstacles to attaining
diversity in the workplace. Resistance to change, prejudices,
and preconceptions are commonplace in organisations and
may impede the complete incorporation of different persons
into the workforce (Kalev et al.,, 2006). Decision-making
processes may be influenced by unconscious biases including
affinity and similarity biases, leading to underrepresentation of
certain groups. Organisations may also struggle to attract,
retain, and promote a diverse workforce due to a lack of
effective diversity management methods, inclusive policies,
and supportive work environments (Bell et al., 2012).

There has been a lot written on how diversity in the
workplace may improve teamwork and overall productivity.
Workers' diversity may be measured along many different
aspects, including but not limited to colour, gender, age,
ethnicity, sexual orientation, and physical ability (Cox, 1991).
Diversity in the workplace is shown by the wide variety of
backgrounds, knowledge, and abilities represented there. As
more and more businesses see the value of diversity, they are
adopting inclusive policies to fully take advantage of the
opportunities it presents.

Diversity is essential in the modern workplace. In terms of
creativity, problem-solving, and invention, studies show that
heterogeneous teams perform better than homogenous ones
(van Knippenberg & Schippers, 2007). It has been shown that
diverse teams perform better than homogenous ones because
members of each team bring uniqgue experiences,
perspectives, and perspectives to the table (Jehn et al., 2008).
In fast-paced, cutthroat business contexts, teams with a wide
range of backgrounds and perspectives are more likely to
succeed (Herring, 2009).

Diversity in the workplace is essential to the success of
teams, businesses, and industries as a whole. By encouraging
a wide range of backgrounds and experiences in the
workplace, businesses may better leverage innovation,
problem solving, and flexibility. However, organisations with a
diverse workforce are more likely to be successful than those
without. The purpose of this literature review is to investigate
the effects of diversity in the workplace on team dynamics,
cooperation, and creativity.

) . . 2. Review of Literature
Diverse teams are advantageous in many ways than just

creativity and problem-solving. Diversity in the workplace has
been shown to boost employee motivation, job satisfaction, and
team output (Bunderson & Sutcliffe, 2002; Chatman et al.,
1998). As a result, workers are more likely to feel like they
belong at the company and that their individual contributions
are recognised and appreciated. Ely and Thomas (2001) found
that businesses whose staffs reflected the diversity of their
target markets had a greater likelihood of satisfied customers.
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Review of Literature on impact of workplace diversity on
team dynamics, collaboration, and innovation, presented in
tabular form:
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Table-1 Literature findings

Year | Study Findings

Having a diverse workforce is crucial to any
successful business.

Thomas, R. R. (1992). A review of research on the | determined how having a diverse workforce
benefits of workforce diversity. benefit both morale and productivity.

We found that conflict levels were greater in
teams with a wide range of backgrounds and
experiences, but that this tension actually helped
boost productivity.

investigated how team diversity, social
O'Reilly, C. A., Caldwell, D. F., & Barnett, W. P. | integration, and attrition rates are connected. We
1996 | (1996). Work group demography, social | discovered that, depending on how well people
integration, and turnover. were integrated into society, diversity might have
both good and bad impacts on turnover.
Chatman, J.A. et al. (1998). Being different yet | It has been shown that inclusive teams benefit

1991 | Cox, T.H. (1991). The multicultural organization.

1992

Pelled, L. H., Eisenhardt, K. M., & Xin, K. R.
1994 | (1994). Exploring the black box: An analysis of
work group diversity, conflict, and performance.

1998 . o . .
feeling similar. greatly from diversity.
Watson, W. E., Kumar, K., & Michaelsen, L. K. | highlighted the advantages of diversity for
1999 (1999). Cultural diversity's impact on interaction | complex problem-solving tasks by studying the
process and performance: Comparing | impact of cultural differences on interaction
homogeneous and diverse task groups. processes and performance.
Ely, R.J., & Thomas, D.A. (2001). Cultural diversity | 10Und that having members with - different
2001 ' ' ' backgrounds and experiences improves group

at work. dynamics and productivity.

Bunderson, J.S. & Sutcliffe, K.M. (2002).
2002 | Comparing alternative  conceptualizations  of
functional diversity in management teams.

emphasised the benefits of a multi-functional
team to overall efficiency.

Using a meta-analysis, we discovered that team
diversity improved results somewhat. Task-
related outcomes saw the most significant
changes.

Examined the significance of diversity in
highlighting the significance of leadership, trust,
and communication in encouraging individual
and team creativity.

van Knippenberg, D., De Dreu, C. K. W., & | Developed an integrated model stressing the
Homan, A. C. (2005). Work group diversity and | importance of information processing and group
group performance: An integrative model and | dynamics in relating group diversity to group
research agenda. success in the workplace.

Kalev, A. et al. (2006). Best practices or best
2006 | guesses? Assessing the efficacy of corporate
affirmative action and diversity policies.

Horwitz, S. K., & Horwitz, I. B. (2003). The effects
2003 | of team diversity on team outcomes: A meta-
analytic review of team demography.

Glaub, M., Frese, M., Fischer, S., & Hoppe, M.
2004 | (2004). Increasing individual and team innovation:
The role of leadership, trust, and communication.

2005

Organisational diversity and affirmative action
were studied for their efficacy.

We surveyed the literature on the impacts of
van Knippenberg, D. & Schippers, M.C. (2007). | team diversity and highlighted the benefits that

2007 Work group diversity. increased diversity may have on innovation and
problem solving.
shown that teams with a wide range of
2008 Jehn, K.A. et al. (2008). Why differences make a | backgrounds are better equipped to deal with
difference. conflict and achieve more success than those
with a narrow focus.
looked at how diversity impacts productivity in
2009 | Herring, C. (2009). Does diversity pay? the workplace, and what advantages it might

bring about.

A meta-analysis showed that the connection
between team diversity and performance was
conditional on parameters including task type
and team characteristics.

Harrison, D. A., Price, K. H., & Bell, M. P. (2011). | highlighted the significance of variety in
2011 | Beyond relational demography: Time and the | influencing team dynamics by investigating its
effects of surface- and deep-level diversity on work | implications on both short- and long-term group

Joshi, A., & Roh, H. (2010). The role of context in
2010 | work team diversity research: A meta-analytic
review.
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group cohesion. cohesiveness at work.
. . . .. | Organisational efforts to promote diversity and
Bell, M.P. et al. (2012). Diversity and inclusion in | . 9 .' I . p v .|y .
2012 o inclusion were studied critically, along with their
organizations.
results.
Joshi, A., & Roh, H. (2013). The role of diversity | Results from this study emphasise the impact of
2013 | beliefs and experiences in work group outcomes: | prior diversity experiences in moulding team
A longitudinal study. performance over the long term.
Nishii, L. H. (2014). The benefits of diversity in | | ¢ _/Mmportance of inclusive leadership in
L _ o harnessing diversity for enhanced team
2014 | organizations: Implications for organizational .
. performance was explored, along with the
leadership. . . .
consequences of diversity on leadership.
Shuffler, M. L., DiazGranados, D., & Salas, E. | Analysed the value of diversity in teams and how
2015 | (2015). There's a science for that: Team | different team development interventions
development interventions in organizations. affected their processes and results.
Kulik, C.T. et al. (2016). The role of diversi . . . . . -
uirs, . ( . ). . Iversity The impact of diversity and inclusion policies on
2016 | practices and inclusion in promoting trust and
trust and morale was evaluated.
employee engagement.
Keller, J. R., & Holland, J. M. (2016). Cross- | investigated the role of diversity belief as a
2016 | functional diversity and team innovation: The | mediator between cross-functional diversity,
moderating role of diversity belief. diversity, and team creativity.
Rockstuhl, T., Seiler, S., Ang, S., Dyne, L. V., & . .
Stht, 7., Seller, 5., Ang, ., byne, ! Analysed how CQ affects international
Annen, H. (2016). Beyond general intelligence (1Q) . e
. . . ) leadership performance; highlighted the value of
2016 | and emotional intelligence (EQ): The role of
. . cultural awareness and acceptance on
cultural intelligence (CQ) on cross-border | . .
. : ) . international teams.
leadership effectiveness in a globalized world.

3. Impact of diversity on team dynamics

The dynamics of a team are important for the team's
success. Numerous studies have examined how different types
of team members' communication methods, approaches to
conflict and problem-solving, levels of trust and cohesiveness,
and overall levels of satisfaction and morale affect team
dynamics. The purpose of this literature review is to present a
synopsis of the research done on the effect of several types of
diversity on group performance.

Collaboration and coordination among teams are
impossible without reliable means of communication. Diversity
in teams has been found to have an effect on how team
members express themselves to one another. According to
research by Jehn, Northcraft, and Neale (1999), teams with a
greater variety of members share more information and give
more weight to different perspectives when making decisions.
However, there may be difficulties in communicating among
culturally and linguistically diverse teams (Harrison et al.,
2002). It is essential for multicultural teams to create methods
of communication that encourage listening to and learning from
one another's points of view.

The methods used by teams to resolve conflicts and solve
problems may benefit or suffer from increased diversity.
Different backgrounds, experiences, and skill sets may lead to
increased task-related conflict in diverse teams, according to
research (Jehn, 1995). Task-related conflict, on the other hand,

© RRIJM 2015, All Rights Reserved

has been shown to boost originality and creativity (De Dreu &
Weingart, 2003). For diverse teams to reap the advantages of
conflict while mitigating its bad effects, they must use effective
conflict management tactics such as fostering open
communication, supporting perspective-taking, and enabling

compromise.

When it comes to teamwork, trust and unity are vital.
Trust and unity are two qualities that might benefit from a
diverse workforce. According to many research, social
categorization and perceived disparities might lead to poorer
initial trust levels in diverse teams. Gupta and Govindarajan
(2001) found that trust and cohesiveness may be improved
when heterogeneous teams actively participate in creating
connections, establishing common objectives, and fostering
inclusivity. Trust and cohesiveness may be built in diverse
teams via the creation of

a common identity, the

encouragement of interpersonal relationships, and the

provision of chances for members to learn about the

experiences and perspectives of others.

The success of a team and the health of its members are
directly tied to the contentment and morale of that team.
Diversity has been demonstrated to affect team happiness and
morale, according to studies. Higher levels of work satisfaction
and engagement are shown in diverse teams that are able to
effectively harness the distinct viewpoints and experiences of
their members (Harrison et al., 2002). However, teams may
result of

endure unhappiness and poor morale as a
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communication issues, prejudices, and biases if diversity is not
adequately handled (Kearney & Gebert, 2009). Important
variables in generating team satisfaction and sustaining strong
morale include the implementation of inclusive practises, the
promotion of equitable involvement, and the support for varied
opinions.

4. Influence of Diversity on Collaboration

The effect that diversity has on cooperation is something
that has received a lot of attention in research over the years
since it is such an important part of teamwork. This literature
review investigates the effects that diversity has on cooperation
in terms of the sharing of information and the transfer of
knowledge, synergy and creativity in team interactions,
decision-making processes, as well as flexibility and adaptation

in response to problems.

Diversity in teams has been shown to greatly affect both
the sharing of information and the transfer of expertise.
According to research that was conducted by Tsai and Ghoshal
in 1998, diverse teams have access to a wider variety of
information, views, and areas of expertise. According to Bantel
and Jackson (1989), having a diverse knowledge base might
result in improved ability to solve problems and make
(2004),
successful information sharing and the transfer of knowledge in

decisions. According to van Knippenberg et al.

diverse teams involve the use of communication practises that
are open and inclusive, as well as the establishment of an
atmosphere in which members of the team feel comfortable
expressing their own perspectives.

When members of a team engage with one another,
diversity has the ability to stimulate synergy and innovation.
According to Paulus and Yang (2000), diverse teams bring
together people who come from a variety of various
backgrounds, experiences, and viewpoints. This may lead to a
larger range of ideas and solutions. According to Mannix and
Neale (2005), well managed diversity may inspire creativity and
innovation by combining distinct ideas and challenging
traditional thinking. This can be accomplished via good
management of diversity. According to Hulsheger et al. (2009),
it is essential for members of a team to demonstrate an
appreciation for diversity, participate in inclusive discussion,
and cultivate an environment that promotes the uninhibited
expression of views.

The decision-making processes that take place inside
teams may be significantly influenced by diversity. Williams and
O'Reilly (1998) found that diverse teams had a greater
tendency to participate in more comprehensive information
processing, investigate a wider variety of options, and critically
evaluate judgements than teams that did not have a varied
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membership. According to De Wit et al. (2012), including a
variety of viewpoints into a decision-making process may result
in better issue identification, higher creativity when developing
options, and enhanced decision quality. According to van
Knippenberg et al. (2004), managing diversity in decision-
making needs good communication, skills in conflict resolution,
and the formation of decision-making standards that appreciate
varied viewpoints.

When
demonstrate more flexibility and adaptability in their responses.
According to Hulsheger et al. (2009), the inclusion of a varied
range of viewpoints and experiences inside a team may give

faced with adversity, diverse teams often

the team with a larger variety of methods and techniques for
problem-solving. Because of this flexibility, teams are able to
tackle problems from a variety of perspectives, which ultimately
results in solutions that are more complete and inventive (Jehn
et al, 1999). According to Hong et al. (2004), diversity
encourages cognitive flexibility and open-mindedness, which
enables teams to adapt to changing conditions and seize new
possibilities.

Diversity has a significant impact on the level of
teams. It
encourages synergy and
increases flexibility and

cooperation that occurs within improves the
processes of decision-making,
creativity in team interactions,
adaptability in response to difficulties, and facilitates the
exchange of information and the transfer of knowledge.
Nevertheless, in order to take advantage of these advantages,
it is necessary to establish an inclusive atmosphere within the
team that supports open communication, is accepting of a
variety of points of view, and emphasises the significance of

the variety of people's experiences and backgrounds.

5. Relationship between diversity and innovation

The link between diversity and creativity is one that has
received a great deal of attention in recent years in academic
research. creativity is a key factor in the success of any
organisation. The purpose of this literature review is to
investigate the relationship between diversity and innovation
from a number of different angles, including different ways of
looking at problems and approaches to solving them, cognitive
diversity and the generation of new ideas, the promotion of
innovation through inclusive cultures, and the impact of
diversity on product development and customer satisfaction.

Diversity brings together people who have a wide range
of viewpoints, experiences, and methods to problem-solving, all
of which may have a substantial influence on creativity.
According to Paulus and Nijstad (2003), research has
repeatedly demonstrated that diverse teams are more likely to
approach challenges from a variety of approaches and develop
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a wider range of solutions. The presence of a variety of
perspectives makes it possible to conduct a more in-depth
investigation of the many possible alternatives and boosts the
possibility of finding original and resourceful approaches to
resolving difficult issues. A culture of innovation may be
fostered inside an organisation by actively questioning
traditional ways of thinking and actively welcoming various

points of view.

The production of new ideas and innovations is greatly
aided by the presence of cognitive diversity, which refers to
variances in the ways in which people absorb information and
their cognitive capacities. According to research conducted by
Hulsheger et al. (2009), teams with a larger amount of
cognitive diversity develop a bigger number of new ideas and
have better levels of creativity overall. According to Leung et al.
(2013), the integration of various cognitive styles and methods
to problem-solving may lead to a broader pool of ideas and
make it easier to produce ground-breaking solutions.
Companies that are aware of and make use of their cognitive
diversity are in a stronger position to generate innovation and
maintain their competitive edge in circumstances that are

always changing.

To fully tap into the creative potential that comes from a
diverse population, it is necessary to foster an inclusive culture.
According to research conducted by Nembhard and
Edmondson (2006), inclusive cultures have a beneficial effect
on creativity. Inclusive
psychological safety, openness to other ideas, and equitable

involvement. According to Hirst et al. (2009), cultures that are

cultures are characterised by

inclusive enable people to offer their own unique thoughts and
ideas, so creating an atmosphere in which psychological
empowerment and creativity may flourish. When workers have
the sense that they are appreciated and respected by their
employer, they are more willing to take risks, discuss unusual
ideas, and interact in ways that are beneficial to innovation.
The full inventive potential of an organization's diverse
workforce may be unlocked when the organisation places an
emphasis on inclusion.

The creation of new products and the level of happiness
experienced by customers are both directly influenced by
diversity. (Nishii et al., 2008) Research has shown that diverse
teams are better equipped to comprehend and cater to the
requirements of a wide variety of consumer subgroups. It is
possible for businesses to design and develop goods that
satisfy a greater number of customers across a broader
spectrum of preferences if they take into account a varied
range of viewpoints throughout the design and development
process. In addition, Hoever et al. (2012) found that including
diverse viewpoints into the decision-making process not only

© RRIJM 2015, All Rights Reserved

improves the accuracy of market projections but also
decreases biases and increases an organization's capacity to
adjust to changing market dynamics. Leveraging diversity
throughout the product development process ultimately results
in higher innovation outcomes as well as enhanced consumer

loyalty.

6. Strategies for fostering diversity and inclusion in
teams

In order to reap the advantages of diversity and foster a
culture of equality and respect, businesses must foster diverse
and inclusive teams. This literature review examines a variety
of approaches to promote diversity and inclusion in teams, with
a particular emphasis on recruiting and selection practises,
diversity and unconscious bias training and education, inclusive
leadership promotion, and the establishment of a respectful
and accepting workplace.

Building inclusive teams relies on strong recruiting and
selection procedures. The need for proactive initiatives to
recruit a wide pool of applicants has been underlined by
studies (Kalev et al., 2006). Creating inclusive job descriptions,
using many channels to find candidates, and utilising a variety
of assessment criteria are all part of the process (Dobbin &
Kalev, 2016). Blind resume screening is only one example of a
practise that may be used to reduce the potential for bias in the
hiring process (Rivera, 2012). Organisations may improve their
chances of assembling diverse teams by including diversity
objectives and inclusive practises into the selection and hiring
processes.

Diverse and inclusive teams may greatly benefit from
training and education programmes. It has been shown that
training programmes may help people become more self-aware
and overcome their own prejudices (Devine et al., 2012).
Emotional intelligence, cultural awareness, and welcoming
attitudes and actions are all things that may benefit from
diversity training. It has been shown that educating team
members on diversity-related themes including privilege,
intersectionality, and microaggressions increases their
awareness and sensitivity (Williams & Wong, 2009). A culture
of continuous learning and growth in terms of diversity and
inclusion may be fostered by ongoing training programmes
coupled with follow-up evaluations and feedback.

Diverse and inclusive teams cannot thrive without
inclusive leadership. Leaders play a pivotal role in establishing
a positive climate by providing an example of inclusive
behaviour and encouraging others to do the same. Leaders
that value diversity in all its forms aggressively seek out new
ideas and information, foster open dialogue, and promote fair

access to resources (Ely & Thomas, 2001). As a result, people
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are more likely to speak out and share their thoughts and ideas
(Edmondson, 1999). Leaders that are committed to diversity
and inclusion also work to reduce prejudice in their teams'
deliberations and decisions (Kearney & Gebert, 2009). The
best way for businesses to encourage inclusive leadership is to
provide training courses for its managers that emphasise the
importance of diversity and inclusion.

For diversity and inclusion to thrive, a workplace that is
accepting and welcoming is essential. Equal opportunity and
the elimination of prejudice are both outcomes that may be
fostered via the implementation of well-defined rules and
processes (Ragins et al., 2016). Establishing trust among team
members may be accomplished by open dialogue, constructive
criticism, and joint effort (Edmondson, 1999). Companies may
do more to help underrepresented groups feel included and
supported by establishing employee resource groups or affinity
networks (Thomas & Plaut, 2008). An inclusive culture may be
strengthened by public displays of appreciation for employees'
unique skills and contributions (Shore et al., 2011).
Organisations may boost employee morale and productivity by
encouraging them to treat each other with respect and
celebrate their differences.

7. Challenges and limitations of diversity in teams

While having a diverse team has many potential
advantages, it also has drawbacks that must be carefully
navigated. This literature review examines the potential pitfalls
and solutions associated with diverse teams, touching on
topics such as unconscious prejudice and stereotyping, conflict
resolution, overcoming reluctance to change, and striking a
balance between individuality and team cohesiveness.

The efficiency of multicultural groups might be hampered
by prejudice and preconceived notions. Consistent findings in
the literature suggest that people depend on stereotypes and
unconscious biases when making assumptions and selections
about other people (Cox et al., 2014). Individuals may be
unfairly judged and treated depending on their participation in
social groups that have been stereotyped (Heilman, 2012).
Unconscious prejudice may affect team dynamics by shaping
how people talk to one another, how resources are distributed,
and how decisions are made. To cope with these difficulties,
businesses can conduct diversity training, give diversity
awareness programmes, and cultivate an inclusive culture that
actively combats prejudice and encourages equitable treatment
for all employees.

Disagreements and miscommunication are common in
multicultural teams because of fundamental variations in
worldviews,

value systems, and modes of expression.

Misunderstandings and communication failures may result from
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generational, cultural, and cognitive gaps (Gibson et al., 2003).
These disagreements may lead to stress, lower trust, and
hamper teamwork (Jehn et al., 2015). Promoting open
communication, encouraging active listening, and adopting
mediation methods are all effective conflict management tactics
that may help
performance (Thomas et al., 2008). Team members may better
negotiate disputes and increase understanding if they have the

resolve disagreements and boost team

cultural intelligence to do so and if they work in an environment
where they feel psychologically secure doing so.

One of the most typical problems that arise when
attempting to implement diversity efforts in teams is resistance
to change. Some people may be resistant to change because
they are afraid of the unknown, like the status quo, or are
concerned about the effects of variety (Schein, 1996). The
advantages of diversity must be communicated clearly,
common misunderstandings must be dispelled, and team
members must be included in decision-making for resistance to
be overcome (Eisenbeiss et al., 2008). Building a community
where everyone is accepted for who they are and where
differences are celebrated may reduce hostility and increase
openness to new ideas and perspectives.

It may be difficult for teams that include people with
different backgrounds and perspectives to find common
ground. Team dynamics may benefit from members' unique
perspectives, skillsets, and experiences, but these factors can
also cause friction and undermine cooperation (Jackson et al.,
2003). While it's important to give everyone credit where credit
is due, team cohesiveness is what really makes the difference
when it comes to getting things done (Tjosvold et al., 2003).
Reconciling differences and strengthening team cohesiveness
may be achieved via the establishment of common objectives,
the promotion of a feeling of shared identity, and the
encouragement of team-building activities (West et al., 2014).
When it comes to controlling these dynamics and encouraging
a feeling of belonging among team members, strong leadership
and good communication practises are equally crucial.

8. Conclusion

Finally, this literature review has shown how diversity in
the workplace affects group dynamics, communication, and
creativity. This study has looked at how diversity affects teams
across a number of different aspects, such as how they
communicate, how they handle conflicts, how cohesive they
are, and how happy its members are to work together. The
results show that diverse teams have more viewpoints and
methods for addressing problems, which improves the quality
of decisions made by the team as a whole. However, obstacles
like biases and prejudices, disputes and disagreements,
reluctance to change, and striking a balance between
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individuality and teamwork must be overcome. Organisations
can maximise the benefits of diversity and build high-
performing improve
performance outcomes by implementing strategies like
inclusive recruitment practises, diversity training, inclusive

teams that drive innovation and
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