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Abstract. With the increasing trend of economic globalization, on the one hand, countries and 
regions around the world are communicating more frequently than before, and in this mode of 
frequent interaction, industries, cultures and individual values are becoming more diversified and 
diverse, and corporate teams are also gradually developing in diversity, and the number of cross-
regional and cross-industry teams is increasing. Team performance, as a means and standard of 
team behavior evaluation and management, is inseparable from the realization of the 
enterpriseization goals. On the other hand, the competition between enterprises at home and abroad 
is becoming more and more intense, and team management plays an increasingly important role in 
the 21st century. Now that the Internet winter has come, most enterprises are holding each other for 
warmth, and it is especially important to make the team in the enterprise work more actively, have a 
better atmosphere and higher performance. From the time American entrepreneurs started to focus 
on team management until today, there has been a great deal of literature related to teams, which 
have gradually become the basic work unit for organizations to engage in activities in a dynamic 
environment, and the factors affecting team performance have been a hot spot for researchers to 
focus on. This paper reviews the literature related to team performance in management and presents 
an outlook for future research. Collating the literature reveals that the difference between team 
performance and individual performance has not been agreed upon in research; the effect of team 
diversity on team performance is also controversial, suggesting that team performance needs further 
research. 
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1. Introduction 

In the new economic environment, new organizational forms such as virtual organizations, 

borderless teams, and project-based teams are becoming more and more common, and the past work 

mode of relying on individuals to work alone is not keeping pace with the times, while the team-

based work mode is gradually highlighting its advantages and has a tendency to replace the former. 

In addition, as productivity increases, the division of labor becomes more refined, employees become 

more specialized, and teamwork becomes more common. The term "diversity" was first used in 

ecology, where everything in any environment is diverse. In the social and management sciences, 

diversity can be seen as a typical characteristic of the development from a lower to a higher form. 

Team, as a composition of a high-level form in the process of contemporary organizational 

development, has received a great deal of attention from academics in the process of management 

concept development, and after a lot of research and practice by relevant scholars, it is found that 

organizational innovation ability is directly influenced by the level of team cooperation. If the team 

atmosphere is better and the goals are clear, it is easier for team members to integrate information 

and share resources and experiences in the team, thus improving team skills quickly. In the long run, 

it is more conducive to the sustainable development of the team Performance is the means and basis 

for organizations or individuals to evaluate and manage the results of their behavior, and for 

organizations, especially business-type organizations whose main goal is to achieve economic 

benefits, the achievement of corporate goals is inextricably linked to the ability of internal 

departments, teams and individuals to achieve performance. The research on teamwork points out 

that it can achieve a wider division of labor and increase productivity because it can be more 
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rewarding for more specialized employees to focus on their expertise [1]. Early academic research on 

teams focused on whether the performance level of teams could exceed that of individuals, and later 

on, research on the factors affecting team performance was carried out one after another. In this paper, 

we review the literature on the differences between team and individual performance and the factors 

affecting them, as well as the impact of team diversity on performance from a team perspective. The 

study finds that, on the one hand, teamwork can be effective and efficient in work and learning; on 

the other hand, there are communication problems and "free-rider" phenomenon, on which there is 

no consensus in academia. In addition, the impact of team diversity on team performance is also 

controversial. Therefore, further research on team performance is needed. The paper concludes with 

an outlook on future research directions. 

2. Definition of related concepts and division of dimensions 

2.1 Team performance 

2.1.1 Definition of the concept of team performance 

Team Performance, also known as team effectiveness or team efficacy, refers to the results of team 

members' joint efforts and the reflection of team members working together effectively to achieve 

goals and maintain team climate. Due to the different purposes of the study, researchers have 

classified the dimensions of team performance differently. Team performance is defined as how well 

the team accomplishes the goals originally set [2]. In management performance is divided into 

organizational performance and individual performance. Defined at a narrow level, organizational 

performance refers to the extent to which employees within a team accomplish their own goals or 

tasks. Defined at a broad level, organizational performance also includes aspects such as team 

member satisfaction, individual team member professionalism progress and overall team competence 

improvement. Team performance represents the results of business operations in a certain period of 

time and can be divided into behaviors, results and capabilities, which are comprehensive indicators 

that can evaluate a company's ability to sustain, operate and profitability [3]. 

Many empirical studies have proved that team entrepreneurial performance is much greater than 

individual entrepreneurial performance. Domestic scholars have studied the impact of entrepreneurial 

teams on team performance in three dimensions: relationship-oriented, innovation-oriented, and task-

oriented [4]; another domestic scholar also confirmed the impact of team diversity on team 

performance [5]. 

Related scholars have also conducted empirical and theoretical studies on team performance. One 

scholar believes that team performance includes three factors such as team functioning, task 

completion, and growth of members within the team, and team performance is the unification of the 

results of each member's work within the team and the results of the group's work as a whole, and 

only by combining common goals and values with team performance and individual performance can 

we better achieve organizational strategic goals[6]. Another scholar studied team performance from 

the perspective of heart contract, after team members and the team complete the conclusion of the 

psychological contract, team members will work for the common goal, thus achieving the 

improvement of team performance[7]. The definitions of performance by different scholars can be 

organized as shown in Table 1. 
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Table 1. Studies on the definition of performance 
Scholars Definition 

Hackman and 

Sundstorm 

(1990) 

The team's achievement of the originally set goals 

Xuehui Cai 

(2018) 

Team performance represents the results of business operation in a certain period of time and 

can be divided into behavior, results and capabilities, and is a comprehensive indicator that 

evaluates the ability of the company to develop, operate profitability 

Lang(2006) Team entrepreneurial performance is much greater than individual entrepreneurial performance 

Shi lei (2008) Demonstrated the impact of team diversity on team performance 

Huang Cunquan 

(2004) 

Team performance is the result of the work of each member of the team and the result of the 

group as a whole alignment 

Zhang Tieqin 

(2002) 

After the conclusion of the psychological contract between the team members and the team is 

completed, the team members will work for the common goals, thus achieving improved team 

performance 

(Source: compiled from domestic and international literature) 

2.1.2 Team performance dimension classification 

Research on team performance has been conducted by scholars to measure its influencing factors 

and related dimensions from different perspectives. Team success can be measured in three 

dimensions: task, social relationship, and individual [8]. The performance of a team mainly includes: 

goal task completion, team members' satisfaction, and the team's ability to sustain collaboration, 

where goal task completion is easier to measure than the other two dimensions [9]. From a social 

psychological perspective, team performance was classified into three dimensions: task performance, 

group development, and group member effectiveness [10]. From a socio-technical perspective, team 

performance is divided into two dimensions of productivity and satisfaction [11]. From the 

organizational psychology perspective, team performance is considered as an outcome variable that 

includes three dimensions: performance outcomes, attitudinal outcomes, and behavioral outcomes 

[12]. Similarly, from an organizational psychology perspective, team performance is divided into 

performance output, member satisfaction, and group viability [13]. The results of the above literature 

analysis reveal that the existing studies mainly classify team performance in terms of three 

dimensions: outcome, behavior, and competence, which is consistent with the development history 

of team performance definition. One scholar suggested that the measurement of team performance 

variables can be done in these three dimensions: the team's work output, the team's ability to grow in 

the future, and members' satisfaction [14]. In the current study, since the conceptual definition of 

team performance includes three dimensions: outcome, behavior, and competence, the dimensional 

division of team performance in this paper will also be consistent with the definition and will be 

divided into task performance, satisfaction performance, and developmental competence 

performance in terms of outcome, behavior, and competence, respectively. 

 

Table 2. Team performance dimension division 
Delineation of 

dimensions 
Definition 

Task 

Performance 

Mainly refers to the team's accomplishment of organizational goals, which can be evaluated by 

the quality, time, efficiency and expense of accomplishing the goals as indicators, focusing on 

measuring the effectiveness and efficiency of accomplishing the team's goals and tasks. 

Satisfaction 

Performance 

Satisfaction performance mainly refers to the satisfaction of team members, including the 

interpersonal harmony of members, the sense of belonging of members, etc. It focuses on 

measuring the subjective feelings of employees in the work process. 

Development 

capability 

performance 

Individual ability refers to the team's work skills, knowledge skills and other abilities; team 

ability includes the team's ability to deal with unexpected situations, the ability to adapt, the 

ability to continue to operate, etc., mainly focusing on the team's future sustainable 

development ability. 

(Source: compiled from domestic and international literature) 
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2.2 Team Diversity 

2.2.1 Team diversity concept definition 

Team diversity refers to the degree of variability in individual characteristics among team members 

[15]. Some scholars define diversity as the variance of team members' characteristics [16]. Diversity 

is a typical characteristic of teams and has received extensive attention from a large number of 

scholars in the fields of organizational behavior and psychology. Differences in individual 

characteristics among team members are reflected in various aspects and exhibit a variety of different 

characteristics [17]. The impact of diversity on team processes and team outcomes varies across 

attributes, so scholars have selected one or more similar attributes for study. 

In order to explore the mechanisms of various types of diversity more comprehensively, some 

scholars have begun to categorize different diversity attributes from different perspectives and 

systematically explore the effects of a certain type of diversity attribute on team processes and team 

outcomes. Based on the analysis of previous literature, diversity was classified into task-oriented 

diversity and relationship-oriented diversity based on its relevance to the task; and into easily 

observable and potential diversity based on the observability of diversity attributes. He argued that 

relational orientation diversity mainly contains age, gender, and race; task orientation diversity 

contains the knowledge, skills, and abilities required for the job [18]. This classification of his became 

the main basis for later scholars to classify and study diversity. 

Although a large number of scholars have conducted extensive research on various types of 

diversity from different perspectives, a major limitation is that all have overlooked two crucial 

diversity attributes: status and special skills [19]. Indeed, status and power have often been used to 

explain the mechanisms by which diversity works. However, to date, little literature has explored the 

mechanisms at play and the consequences of status differences among team members due to 

differences in special skills or power. Although a large number of scholars acknowledge the decisive 

role of team members' skills and abilities on team and individual performance [20], the current 

research on the relationship between team diversity and team performance has neglected the study of 

ability-and skill-related diversity, which is clearly insufficient for understanding the relationship 

between team diversity and performance [21], the current research on the relationship between team 

diversity and team performance has neglected the study of ability-and skill-related diversity, which 

is clearly insufficient for understanding the relationship between team diversity and performance. 

2.2.2 Classification of team diversity dimensions 

Since the concept of team diversity was introduced, the classification of team diversity has been a 

hot topic of research among scholars. So far, there are various types of dimensional classifications 

proposed, among which the most representative and generally accepted are the following three: the 

first classification is based on the relevance of diversity attributes to team work and is divided into 

task-oriented diversity and relationship-oriented diversity [22]. The second classification is based on 

whether the diversity attribute can be directly observed, and is divided into actual and perceived 

diversity. The third classification is to divide team diversity into superficial diversity and deep 

diversity according to the different levels to which individual team members' attributes belong [23]. 

Surface diversity includes attributes such as gender, age, tenure, and educational background of 

individuals; deep attributes refer to the internalized level of individuals, such as attributes of 

personality, values, attitudes, and preferences. Scholars point out that superficial diversity and deep 

diversity are progressive relationships, and he believes that superficial diversity such as demographic 

characteristics play a decisive role in their deep diversity such as just preferences and values[24]; 

some scholars also point out that there is no necessary connection between superficial diversity based 

on demographic characteristics and deep diversity, and the two are parallel relationships. This paper 

argues that regardless of the parallel or progressive relationship, it is the deep attributes such as team 

members' personality, values, and work meaning that can directly affect team performance. Therefore, 

this paper selects the dimensional division of deep diversity and classifies team diversity into three 

dimensions: personality diversity, work meaning diversity and value diversity. 
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3. Performance Differences Between Teams and Individuals 

3.1 Team performance advantage 

It has been shown that teams increase individual productivity and that the team advantage is more 

pronounced in abstract or more complex tasks. Using an experimental approach, it was found that 

team learning increased student motivation and led to better learning outcomes [25]. Similarly, an 

experimental approach was used to demonstrate that team decisions are on average due to individual 

decisions and that there is no significant difference in efficiency between team decisions when they 

are made by a majority of them and team decisions when they are made unanimously by all members 

[26]. Examining the performance of the adoption of teamwork within garment factories, they found 

that teamwork increases the average efficiency of employees by 14% [27]. Further research showed 

that highly competent employees were willing to join a team in the first place even when their income 

decreased, suggesting that they gained some of the non-pecuniary benefits of working in a team, such 

as the satisfaction that comes with decision-making power. A study in a small steel plant found that 

productivity increased in all lines after teamwork, and this phenomenon was more pronounced in 

lines with more complex production processes [28]. Similarly, it was found that teams are better at 

processing information from multiple senses, and that teams are more likely to connect visual, 

auditory, and tactile information than individuals. This evidence suggests that the team advantage is 

more pronounced in more complex tasks [29]. 

Teamwork has the following advantages over individuals: first, because of the larger number of 

team members, it is possible to have more types of expertise, creating professional complementarities 

that lead to a higher degree of specialization within the team, which is known to enhance productivity. 

Research has shown that an important advantage of teamwork lies in diversity, with differences in 

culture, expertise, and skills that allow team members to gather a wider range of comprehensive 

information [30]. Employees with higher levels of specialization located at the same level are able to 

use their expertise to solve the corresponding problems, and therefore specialization increases 

organizational productivity [31]. 

Second, team members share each other's work experience, which leads to improved team 

performance. This improvement comes from so-called "tacit knowledge," which is the result of 

interaction between team members over time. A review of 50 papers on the developmental stages of 

groups over time found that as group bonding time increased, group members exchanged ideas more 

smoothly and were more likely to come up with better solutions to problems. Using data from the 

NBA, a positive relationship was found between the shared experience of the team and team 

performance [32]. Similarly, through separate team focused and individual training of undergraduate 

students across the United States, it was noted that team members trained together performed better 

than team members trained separately because the process of focused training helped members 

generate a system of interactive memory, which improved team performance [33]. 

Third, team members are able to make more correct decisions and improve team performance by 

working together, making each other's mistakes and correcting each other. It has been suggested that 

teamwork is very beneficial in reducing decision risk. If team members make decisions independently, 

the extreme or wrong opinions of individuals may be offset by the robust or correct opinions of other 

members; if team members make decisions together, individual decision deviations are also corrected 

by other members [34]. 

Fourth, the numerical advantage of teamwork makes work segmentation possible and more 

conducive to productivity. Research has shown that teams are able to solve challenging work faster 

than individuals, and in particular, high-capacity teams can be more efficient? [35]. 

3.2 Individual performance advantage 

The above literature suggests that teamwork outperforms individual performance and gives 

possible reasons for this. Yet another part of the research suggests that teamwork may suffer from 

decision bias and inefficiency, resulting in poorer team performance compared to individual 
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performance, especially in tasks that involve creativity or multi-task decision making, where 

teamwork is unhelpful. For example, studies have found that individuals provide more ideas than 

teams in brainstorming and that the general advantage of individuals over teams is more pronounced 

when the problem to be solved is real and urgent [36]. 

First, there is an extensive literature on the moral hazard of "free-riding" in teamwork. When team 

members' behavior is not observable and the team's common output is the only observable indicator, 

each team member has an incentive to avoid work because their cheating behavior is not recognized 

[37]. Even if there is no uncertainty in team output, free-riding problems can still occur (Holmstrom, 

1982) [38]. 

Second, when team members work together for too long, the quality of team output decreases as 

the frequency or intensity of "constructive disputes" decreases, a result of team members becoming 

too familiar with each other and reducing friction to avoid arguments. As team members become 

more stable, the team becomes more isolated from key external sources of information and tends to 

ignore critical external feedback, negatively affecting team performance[39]. At the same time, if 

team members try to eliminate disagreements and avoid controversy during discussions, the final 

decision outcome is poorer because controversy can facilitate team decision making[40]. 

Third, coordination and communication among members within a team can incur substantial costs, 

which can lead to biased decisions and decreased efficiency. Research has found that increasing team 

size leads to an increasing refinement of the division of responsibilities, while also creating structural 

divisions and coordination problems that increase the cost of administration [41]. Research has shown 

that team size is positively related to cognitive and affective conflicts within teams, and that the 

difficulty of resolving interpersonal conflicts increases as the number of team members increases [42]. 

The above are studies in the fields of psychology and management regarding the differences in 

performance between teams and individuals and their causes. In the field of finance, there are also 

many studies comparing the performance differences between teams and individuals. Among them, 

the field of fund management models has received the most attention from scholars, but the results of 

the available studies are not entirely consistent. Some studies suggest that funds managed by teams 

of fund managers do not differ significantly from funds managed by individual managers in terms of 

performance, and may even perform worse due to problems such as high internal coordination costs 

[43]; however, some studies also suggest that teams of fund managers can make more rational 

decisions and their funds perform better than those of individual managers [44]. Research on team 

versus individual performance in the analyst field is limited and findings are inconsistent. The first 

article was written to directly examine the differences between team and individual performance 

within the analyst industry. Their study showed that analyst teams have lower accuracy in their 

surplus forecasts than individual analysts, but the timeliness of research reports published by analyst 

teams is better [45]. Conversely, studies with hand-collected samples found that analysis showed and 

teams made more accurate surplus forecasts than individual analysts [46]. 

4. Evaluation Criteria and Influencing Factors of Team Performance 

4.1 Evaluation Criteria of Team Performance 

Team performance is defined as the team's output meeting or satisfying the established 

performance criteria. He emphasized that effective teams must maintain or improve the ability of 

team members to work together [47]. The evaluation criteria for team performance are divided into 

subjective and objective criteria, internal and external criteria, as needed for the purpose of the study. 

Among them, subjective evaluation criteria contain the evaluation of the feeling or perception of team 

members and team leaders [48]. Objective criteria use financial, production, or human resource data 

to evaluate the performance of the team. Previous studies have shown that researchers have used more 

subjective criteria to evaluate team performance. 

The initial use of subjective criteria to evaluate team performance was evaluated by questionnaires 

measuring team members' perceptions of various aspects of team management and job support, as 
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well as team members' satisfaction with earnings and relationships with supervisors. The study also 

measured the impact of team projects on team members' knowledge, skills, and overall team 

performance. Both subjective and objective criteria were used to evaluate team performance. The 

subjective evaluation criteria contained communication, rules, roles, work team support, trust, goal 

commitment, and team work confidence; the objective criteria contained response time, damage 

percentage, and maintenance time. Internal evaluation criteria for team performance focus on team 

members' perceptions of team performance; external evaluation criteria rely on the analysis of team 

performance by individuals such as customers, organizational leaders, and managers, and the method 

is distinguished from team members' self-stated evaluations. There are also existing studies that use 

other measurement criteria to evaluate team performance. For example, team performance is 

evaluated in three categories: performance, attitude, and behavior [49]. A glance at past studies 

reveals that team task performance is a widely adopted evaluation criterion in the organizational 

behavior and human resource management literature. Based on the summary of a large number of 

studies, team performance was classified into organizational-level performance, team behaviors and 

outputs, and individual role-based performance based on the level of research [50]. 

In summary, the optimal way to evaluate team performance is the integration of multiple criteria, 

internal and external, subjective and objective, and individual and team, and this evaluation method 

will provide the most balanced and complete system for team performance evaluation. 

4.2 Influencing factors of team performance 

Team performance behavior and performance output are mainly influenced by three types of 

variables: team input, team process, and team status. Team processes are divided into two categories: 

task work and team work. In essence, task work portrays the functions that individuals must 

accomplish to reach team goals, while team work refers to the interactions among team members. 

Team processes are divided into three main categories: transition, action, and interpersonal 

relationships [51]. In the transition phase, team members focus on actions such as task analysis, 

planning, goal specification, and strategy formation; in the action phase, team members work on goal 

accomplishment, process and system management, coordination of team members, and management 

and support of peers; and the interpersonal phase contains conflict management, motivation and 

confidence building, and management influence. Team state refers to the cognitive, motivational, and 

affective changes that are dynamic with the team environment, inputs, processes, and outputs. Past 

research confirms that team confidence, team empowerment, team climate, team trust, and team 

consensus are all antecedent variables that have significant effects on team performance. Team input 

variables, on the other hand, include team composition inputs (containing the value of average 

attributes, diversity fault lines, location and status, and network characteristics), team-level inputs 

(containing dependencies, technology/virtual, team training, team leadership, and team structure), 

and organizational or environmental inputs (containing both organizational and environmental 

context components). 

Individual role-based performance refers to the competencies that team members must 

demonstrate in order to get the job done. A great deal of research has been done to explore the ability 

of teams to accomplish the tasks given by the team and the organization Chen and his colleagues [52]. 

The biggest drawback of this type of research, however, is that team members' grasp of their roles is 

time-dynamic and there is a relative lack of research with time-series characteristics, making the 

conclusions drawn from this line of research not highly reliable. 

According to the existing literature we can find that a large number of scholars have followed the 

research model of team input, process, and output or team input, intermediary, and output to carry 

out research on team issues, with more attention to specific performance in the selection of outcome 

variables and less attention to affective responses; in the selection of predictor variables, the majority 

of scholars have carried out extensive research from various aspects. However, so far, studies 

focusing on input variables from the perspective of relative position and status of team members are 

relatively lacking, and there are relatively few studies on input variables of interpersonal interaction 
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process of team members. In addition, a large number of studies have focused on the outcome 

variables at the organizational level, team level, and individual level, and there are few studies that 

focus on multiple levels and analyze them across levels. This thesis selects the input variables based 

on the perspective of status difference among team members and the outcome variables at both team 

and individual levels, and selects the characteristics variables of team goal structure and team 

leadership as moderating variables, in an attempt to reveal the construction of a team IPO model with 

the diversity of status difference perspective. 

5. Current Status of Research on Team Diversity and Research Perspectives 

5.1 Current Status of Research on Team Diversity 

Team diversity refers to the distribution of individual characteristics of members in an 

interdependent team, and team diversity is both a composition and a distribution. Team diversity 

elicits team members' perceptions of their own and others' differences, bringing about effects on their 

work motivation and effectiveness [53]. The impact of different categories of team diversity on team 

processes and team outcomes varies widely. Scholars have conducted research on the mechanisms 

and conditions of the effects of team diversity on team performance from different perspectives. 

However, a review of the literature reveals that as of 2015, most of the research on team diversity is 

limited to studies on superficial diversity such as age, education, and nationality. Since scholars 

pointed out the novel view that the longer the time team members work together, the stronger the 

effect of deep diversity on interaction, and the shorter the time team members work together, the 

stronger the effect of shallow diversity on interaction, using time as a moderating variable [54], the 

study of deep diversity has become the dominant research question in the study of team diversity. 

Based on these studies, scholars have proposed two perspectives for empirically studying team 

diversity: the social categorization perspective and the informational decision-making perspective. 

The more consistent conclusion is that diversity in the social categorization perspective triggers more 

conflict, less identification and commitment, and less performance; diversity in the information 

decision-making perspective leads to more task-related competencies, knowledge, and skills, more 

creativity, and thus higher team performance. Some scholars have also integrated the two types of 

analytical perspectives on diversity and developed a categorical elaboration model to explore the 

mechanisms and boundaries of the role of team diversity [55]. However, these studies have mostly 

been conducted from one perspective and have reached very inconsistent conclusions. 

5.2 Research Perspectives on Team Diversity 

In response to the inconsistent findings of team diversity on team processes and team outcomes in 

previous studies, a large number of scholars have attempted to explain them from different research 

perspectives. For example, although one aspect of team diversity has an impact on team members' 

attitudes and behaviors as well as team performance, the impact of diversity on performance in teams 

is the result of a combination of different diversities, and the conclusions drawn from studying one 

diversity alone are inevitably biased; some scholars point out that shallow diversity affects team 

members' psychological behaviors through influencing deep diversity, which in turn has an impact 

on team performance. It has been suggested that superficial diversity affects team members' 

psychological behavior by influencing deep diversity, which in turn affects team performance[56]. 

The social categorization perspective on superficial team diversity ignores its impact on deep team 

diversity and its consequences, and this perspective also ignores the role of team member 

relationships on individual psychology. Similarly, research on deep team diversity from the 

informational decision-making perspective ignores the role of shallow diversity and thus draws 

incomplete conclusions. Some scholars have concluded that the diversity of information perspectives 

has a negative effect on team effectiveness only when the level of diversity of social categorization 

perspectives is high; when the level of diversity of social categorization perspectives is low, the 

diversity of information perspectives does not affect team effectiveness [57]. Scholars have proposed 
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moderating variables for the relationship from different perspectives based on the inconsistency of 

current findings on team diversity, which they believe stems from the variability in the organizational 

context or task type of the team and the team. A large number of scholars have attempted to explain 

the findings that team diversity has both positive and negative effects on team processes and team 

performance from different perspectives. 

Based on a comprehensive analysis of previous research findings, he proposes that to accurately 

answer the effect of team diversity on team processes and team outcomes the construct of diversity 

must be explored and redefined in greater depth. He argues that although a large number of scholars 

use the term "diversity" and its synonyms "heterogeneity" and "dispersion", the precise definition of 

diversity is not clear. Based on the inconsistent findings of the impact of social categorization 

(similarity attraction) and informational decision-making perspectives on team diversity on team 

processes and team outcomes, they propose a third theoretical perspective: the social comparison 

perspective. This perspective builds on distributive justice theory, tournament theory, and status 

stratification (status characteristics) theory, emphasizes relative comparisons and status differences 

among team members, and argues that diversity in wages or other valuable resources (assets) that 

symbolize prestige or status among team members leads to internal competition, suppresses 

constructive behavior, reduces communication quality, and undermines interpersonal relationships. 

They argue that diversity in teams manifests itself in three different forms: separation, diversity, and 

difference, which have different effects on team performance [58]. Separate diversity refers to the 

differences in views and positions among team members and reflects the horizontal distance between 

different team members with respect to a particular attitude or value. Diverse diversity refers to 

differences in categories or kinds of knowledge, information, or experience among team members. 

Differential diversity reflects the degree of concentration or vertical differences in resources or social 

assets among team members. The three types of diversity have different meanings, operational 

definitions, and different measures, and thus vary widely in their effects on outcome variables. They 

identified this as the main reason for the inconsistent and difficult to integrate findings in diversity 

research. Table 3 shows in detail the meaning of the three types of diversity, the specific attributes 

included, the theoretical basis, and the outcome variables. 

 

Table 3. Research Perspectives on Team Diversity 
Diversity 

Research 

Perspectives and 

Meaning Properties Expected results Theoretical foundation 

Social 

classification 

perspective: 

Separation 

Opinions, positions, 

beliefs, and 

inconsistencies and 

attitudes, etc. 

differences 

Team goals and team 

processes Team 

process related 

perspectives, 

positions, attitudes 

and values, beliefs 

Decreased cohesion, 

increased relationship 

conflict, mistrust, and 

Reduces job performance 

Similarity attraction, social 

categorization, attraction, 

selection and attribution 

Information 

Perspectives: 

Diversity 

With the uniqueness 

of information 

different kinds of 

knowledge, skills 

skills and experience 

Skills, professional 

background, the Non-

duplicative 

networking 

relationships, 

experience in the 

industry 

Increased creativity and 

innovation nature, higher 

quality of decision 

making quality of 

decision making, more 

task conflict, and 

increased organizational 

agility organizational 

agility 

Information processing 

theory, multiplicity 

Diversity must be the 

principle and variation 

change, selection, and 

retention theory Theories 

Status Difference 

Perspective: 

Differences 

Assets owned by 

team members assets, 

resources, values, etc. 

unequal or relatively 

concentrated, non-

normal distribution 

Salary, income, 

prestige, the status, 

decision-making 

authority, and social 

power, etc. 

More intra-organizational 

competition, retaliatory 

behavior, reduced less 

input from team 

members 

Individual inequality and 

injustice equality theory, 

status hierarchy theory, 

tournament theory and 

social stratification theory 

(Source: compiled from domestic and international literature) 
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6. Impact of Team Diversity on Team Performance 

Team diversity refers to the fact that members of a team differ in a particular attribute[59]. The 

relationship between team diversity and team performance is a key focus in team research and has 

currently been studied by scholars in the fields of management and finance in a number of areas such 

as bank lending, human resource management, venture capital and accounting firms [60]. 

The results of the studies are divided into two main views. A part of scholars believe that team 

diversity plays a positive role in team performance. Studies have been conducted to provide support 

for the above view in terms of heterogeneity of team competencies, gender diversity, and diversity in 

educational attainment. 

In terms of competency heterogeneity, both social network theory and decision theory suggest that 

diverse groups have broader social networks and a larger knowledge base, characteristics that are 

conducive to higher levels of team performance. On the one hand, team members with different 

backgrounds have the opportunity to be exposed to a variety of groups outside the team and receive 

corresponding support; on the other hand, diverse teams are more willing to focus on different 

perspectives and are able to share the unique knowledge and insights of team members [61]. In terms 

of gender diversity, using a business game approach, it was found that the gender composition of the 

general manager role affects the performance level of the team. The business performance of gender-

diverse teams outperformed that of teams with purely female members. In another experiment in 

which undergraduate students were asked to start a business as a team, the performance of teams with 

a more balanced gender of members was better than the performance of male-dominated teams. 

All of the above studies demonstrate that team diversity can improve team performance; however, 

it has also been argued that team diversity can trigger discord within teams, which can affect team 

performance. It has been shown that people are more likely to get along with people from similar 

backgrounds; in other words, people with similar traits are more likely to work well together. If 

similar backgrounds contribute to team stability, a homogeneous environment can reduce 

communication costs and improve relationships among team members. In contrast, heterogeneity 

among team members may lead to poorer social division of labor, which can impair team functioning. 

7. Future Research Outlook 

A review of the above literature reveals that the advantages of teamwork, such as diversity, 

specialization, and segmentation of work, allow them to outperform individuals; however, the moral 

hazard of "free-riding" and the large communication costs also reduce team performance. In academic 

research, scholars have not reached a consensus on this issue. Therefore, there are many areas that 

need to be explored in the future. First, teamwork is only one model, which can be applied to many 

scenarios, and in this era of increasingly fine division of labor in society, teamwork is commonplace. 

The current research is only focused on schools, factories and a few economic management fields, 

and future research can expand the vision to more industries. Second, the research methods in the 

field of teamwork are still very limited. Most of the previous literature used experimental methods, 

so the sample size is small and there is a possibility of unrealistic feedback from the subjects. Future 

research can be conducted using more real and objective data to enhance the credibility of the results. 

Third, current research on team diversity characteristics is limited. Currently, research on team 

member diversity is mostly focused on demographic characteristics (e.g., gender, education, origin, 

etc.) and work experience, etc. Future research can enrich the variables studied in this area and dig 

deeper into team characteristics. 
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