sustainability
Article

The Relationship between Team Hometown Diversity
and Team Creativity: From the Chinese Perspective
Jingli Li * , Min Zhao, Guanjun Xia and Chao Liu
Business School, Hohai University, Nanjing 211100, China; zhaomin@hhu.edu.cn (M.Z.);
xiaguanjun@hhu.edu.cn (G.X.); liu-chao@hhu.edu.cn (C.L.)
* Correspondence: lijingli@hhu.edu.cn; Tel.: +86-158-5185-5369
Received: 26 July 2018; Accepted: 26 September 2018; Published: 28 September 2018




Abstract: Since no specialized work has researched the relationship between team members’
hometown diversity (team hometown diversity) and team creativity, we investigated their underlying
relationship by conducting a two-wave survey from 304 employees in 54 teams and 54 team leaders
from 17 companies. The results proved that team hometown diversity was negatively related to both
team information exchange and team creativity, while team information exchange was significantly
positively associated with team creativity and the mediation effect of team information exchange
between team hometown diversity and team creativity was verified. The moderation role of team
identification in the relationship between team hometown diversity and team information exchange
as well as the moderation function of team conformity on the relationship between team information
exchange and team creativity were both verified. This work made at least four contributions.
Firstly, it was among the first to research the impact of team hometown diversity on team creativity,
which supplemented the gap and provided a new perspective for exploration of team creativity
in future. Secondly, we adopted a two-wave design to check the dynamic impact of earlier team
information exchange and team conformity on team creativity afterwards, which can be replicated
for future studies. Thirdly, by using supervisor and subordinate ratings together and conducting
electronic and paper surveys together, the results were more persuasive. Finally, we included a large
dataset from a broad range of companies, which maximized the variables and generated our results.
The implications and limitations were also illustrated.
Keywords: team hometown diversity; team identification; team information exchange; team conformity;
team creativity

1. Introduction
Team creativity is vital to organizational success [1] and sustainable development [2]. Researching
the impact of demographic diversity on team creativity has recently attracted more attention [3–5],
however, their relationships were still complex or unclear [6–9].
Specifically, in line with the perspective of diversity values [10], demographic diversity has
been viewed as an important contributing factor to team creativity since diverse team members
are exposed to different backgrounds and experiences [11–13], which can promote their flexible
thinking and formation of creative ideas [14–16]. However, according to the similarity-attraction
paradigm [17], homogeneous teams are more productive than heterogeneous ones because the
members of homogeneous teams are more likely to trust each other on the basis of similar attributes,
which enhances team interaction and cooperation. In addition, some scholars have proven that
demographic diversity, such as age, gender, and ethnicity, impacts on team creativity in a negative
way [5,18] as demographic diversity promotes subgroup categorization on the basis of similar attributes
and can be detrimental for the interaction of new ideas and the generation of creative solutions [19,20].
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Specifically, people would like to treat ones with the same demographic attribute as one group and
tend not to trust the others and the divergent thoughts of team members will not be easily exchanged,
which could make communication difficult and cause conflict and mistrust [21,22], decreasing the
potential for creative solutions [4].
As stated above, demographic diversity seems to influence team creativity in a more fundamental
and pervasive way since demographic features are easy to distinguish. Social psychology research
has found that people categorize others based on the first impression formed by easily observable
features such as gender, sex, and race [23–25] and these features are consistent for the categorization
process [25,26]. Demographic attributes were found to be related to team members’ perceptions of
similarity to different extents and race was found to be the most predictable [27]. Race referred to any
group of people sharing the same ancestry, family, clan, or lineage [28] (p. 549). Since this work was
conducted in mainland China, most of the respondents belonged to the same race, however, they were
from different home provinces and would likely to categorize themselves into different subgroups.
The influence of team hometown diversity can be best explained by social identity theory.
According to the theory, people derive their identity largely from the social categories to which
they belong [29]. In addition to categorizing themselves, people categorize others on the basis of
observed or known social or personal attributes such as hometown. People from the same hometown
are likely to categorize themselves into the same group, which promotes communication, interaction,
and friendship formation even with strangers when they are demographically similar.
However, by reviewing the literature about demographic diversity and team creativity, there exists
no research on team hometown diversity and team creativity, while the meaning of hometown implies
a lot for employees, especially in China. This represents a special expression of cultural diversity,
which implies a combination of ethnic, linguistic, and religious diversity. Team hometown diversity is
a specific type of demographic diversity, which is an important factor influencing team outcomes in
both Western and Chinese contexts.
According to Confucianism, an individual is fundamentally a social or relational being [30].
People from the same hometown will view themselves as familiar persons. For example, when two
modern Chinese people meet for the first time, they inquire about each other’s hometown and are
attracted to each other when they have the same hometown. This phenomenon can be best explained
by social exchange theory [31]. Interpersonal favors and generosity are rendered with the anticipation
that they will be reciprocated [32].
As previously stated, demographic diversity may promote team creativity since different
knowledge and experiences collide [33,34], while it may also prohibit team creativity due to social
categorization [21,22]. The inconsistency in the literature has been attributed to the possible boundary
constraint of this relationship [8]. Past research had used moderators such as knowledge disparity [5]
and perspective taking [35], and mediators such as social capital [5], and information elaboration [35].
Additionally, the expectations model [36], which is based on social categorization theory, suggests
an indirect link between demographic diversity and team performance through interactions consistent
with their expectations. Thus, team information exchange may act as the mediator between team
hometown diversity and team creativity.
However, what if team members share common attributes other than hometown? What if
members highly identify their team despite having a diverse hometown? These thoughts have
enlightened us on the moderator of team identification. Similarly, the relationship between team
information exchange and team creativity may be moderated by team conformity as suggested in the
previous work [3].
In this paper, we aimed to explain how team hometown diversity influences team creativity
through team information exchange and the moderating function of team identification on the
relationship between team hometown diversity and team information exchange as well as the
moderating function of team conformity on the relationship between team information exchange
and team creativity.
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This work made at least four contributions. First, this research was among the first to research the
impact of team hometown diversity on team creativity, which supplemented the gap and provided
a new perspective for exploration of team creativity in future research. Second, we adopted a two-wave
approach to check the dynamic impact of earlier team information exchange and team conformity on
team creativity afterwards. Third, by using supervisor and subordinate ratings together and conducting
electronic and paper surveys together, the results were more persuasive. Fourth, we included a large
dataset from a broad range of companies, which maximized the variables and generated our results.
2. Theory and Hypothesis
2.1. Team Hometown Diversity and Team Information Exchange
Team hometown diversity refers to what extent the employees in one team come from different
hometowns. Team information exchange refers to the interaction of knowledge and information in the
team. The effects of demographic diversity can be best explained by the social categorization and social
identification processes [37,38]. Demographic variances are usually visible and easy to tell, which may
influence one’s first impression of others in a team or group [24], and people from the same hometown
feel much closer when they meet for the first time [39]. People naturally categorize themselves into
different sub-groups and form their own values and beliefs naturally [28]. Demographics are also
important for the self-identity of individuals, which can be illustrated by the statement “An individual’s
personal identity is highly differentiated and based in part on membership in significant social
categories, along with the value and emotional significance attached to the membership” [40] (p. 184).
According to social psychological research, people like to share resources with others who
are similar to themselves. People from the same place usually show similarities such as dialect,
food preference, and even values. These shared codes and language imply that a common set of
terms, symbols, and understandings allow individuals to exchange information effectively with one
another [41,42] and promote members in one team to be more motivated and collaborative. In contrast,
differences in these attributes reduce the possibility of interactions between individuals.
Thus, we hypothesize that:
Hypothesis 1 (H1). Team hometown diversity is negatively related to team information exchange.

2.2. Moderation Effect of Team Identification
Team identification means the extent to which individuals define themselves in terms of their
organization and its representative attributes [43], has derived primarily from social identity theory [29].
According to the theory [29], when team identification is high, team members are likely to trust each
other and share information [5]. This is consistent with the social exchange theory [44], which suggests
that trust is the precondition for social exchange [45]. Additionally, when employees identify the
team to a large extent, they will have a solid motivation to perform well [46], thus stimulating the
information integration with teammates [47].
On the other hand, when team members identify their team, they are likely to identify the team
culture and team goal. From this perspective, they can exchange their experiences and information
effectively since they clearly know team goals [48]. In this paper, we argue that team hometown
diversity would be negatively related to team information exchange in H1. Accordingly, we propose
that the negative relationship can vary under different circumstances. When team identification is high,
team hometown diversity impacts on team information exchange in a less negative way than when
team identification is low. By realizing that they shared the same identifications for the company [49],
employees tend to view the divergence of demographic diversity as less important than the same
identity [50] and are more willing to enhance team information exchange [42]. In contrast, when team
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identification is low, effective communication would take place in smaller communities where they
own similar attributes, such as language or code. Thus, we hypothesize that:
Hypothesis 2 (H2). The relationship between team hometown diversity and team information exchange is less
negative when team identification is higher than it is low.

2.3. Team hometown Diversity and Team Creativity
The similarity-attraction paradigm [17] suggests that members of a homogeneous team trust each
other because of similar attributes, and they would like to share their knowledge to find new solutions.
Trust and communication are undermined in the different subgroups [20,38], thus divergent thoughts
will not be exchanged and used, and the creative potential will decrease.
Research suggested that nationality diversity could harm team creativity since nationality was
often used as the basis for the categorization process [51,52] by dividing teams into subgroups.
Demographic diversity could cause uncomfortable feelings and less integration for team members and
a higher possibility of turnover [53], and visible dissimilarity was also found to be negatively related
to team involvement in the long run [54]. On the contrary, demographic similarity usually promoted
members in one team to be more motivated and collaborative. As the structural hole theory implies that
connections to others who are not themselves connected foster good ideas [55], closure in individual
networks is positively related to the innovation involvement [56]. However, in a hometown diverse
team, these connections are less and team creativity would be damaged. Thus, we hypothesize that:
Hypothesis 3 (H3). Team hometown diversity is negatively related to team creativity.

2.4. Team Information Exchange and Team Creativity
Team information exchange means “an ongoing process of reflection and action, characterized
by asking questions, seeking feedback, experimenting, reflecting on results, and discussing errors
or unexpected outcomes of actions” [57] (p. 353). Team creativity refers to “the joint novelty and
usefulness of ideas regarding products, processes, and services” [35] (p. 983).
The componential model of creativity posits that informational resources are important links
and the preparatory stage to individual creativity [58]. Similarly, according to the absorptive capacity
theory [59], it is essential for employees to understand and integrate new knowledge to generate
novel ideas, which can be acquired from knowledge exchange. Exchanging information among
employees will promote the interaction of cognitive resources, acquisition and creation of novel
solutions [14,60,61], which enhances team creativity [58,62]. Team information exchange has been
proven to be positively related to team creativity performance [63]. Thus, we hypothesize that:
Hypothesis 4 (H4). Team information exchange is positively related to the team creativity.

2.5. Mediation Effect of Team Information Exchange
The relationship between demographic diversity and team performance has presented mixed
results [9]. Consequently, researchers have begun to explore the functions of mediators between this
relationship [38]. Team information exchange and processing have been assumed to be a key link
from team diversity to team creativity. People from the same hometown are more likely to trust each
other and be willing to exchange their ideas, which enables diverse information and knowledge to
supplement each other to generate novel ideas. Thus, we hypothesize that:
Hypothesis 5 (H5). Team Information exchange mediates the relationship between team hometown diversity
and team creativity.
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The researchers assured the potential study participants that their responses would only be used
for academic research and would be kept confidential. As this work was a two-wave study, we
collected data at two different times. At Time 1, we asked the team members to complete survey of
their demographic features and scales of information exchange, organizational identification, and
conformity. Two months later, the direct team leaders of the employees who answered the survey in
Time 1 were asked to rate the creativity of their teams. All respondents randomly received either the
website linked or paper questionnaires, thus avoiding common methods variance [74], and those who
took part in the survey would have chances to enter a draw.
Considering that there was the possibility of an incomplete group when team members were
absent or had resigned, we contacted with a certain leader at each company and asked them to collect
all of the data for the whole group. It took us four months to finally collect all of the data. During the
process, we measured 412 employees from 80 teams in 25 companies covering both state-owned and
private companies. We received 345 (83.74% answer rate) responses from 68 teams in 20 companies.
Since our research was at the team level and all of the team members should be included, we deleted the
incomplete and invalid responses and finally obtained a dataset of 303 employees from 54 teams in 17
companies. There were 170 (56.11%) males and 133 (43.89%) females. A total of 132 (43.56%) employees’
ages ranged from 19 to 28; 122 (40.26%) employees were aged between 29 to 38; 39 (12.87%) employees
were aged from 49 to 58, and the remaining 10 (3.31%) employees were older than 59. Regarding
tenure, 54 of 303 (17.82%) employees had worked for less than 2 years; 136 (44.88%) employees had
worked for more than 2 years but less than 5 years; 77 (25.41%) employees had worked for more than
5 years but less than 11 years; 34 (11.22%) employees’ working experience ranged from 11 to 20 years;
and two (0.66%) had worked for more than 20 years. There were three (17.65%) state-owned companies
and 14 (82.35%) private companies in our dataset, and 2 (11.76%) of the 17 were listed companies.
The company sizes ranged from 10 to 150 and the average company size was 101. Team size ranged
from 2 to 15 and the average team size was 5.63.
3.2. Measurements
3.2.1. Team Hometown Diversity
We asked the respondents to list their hometowns in the survey. We calculated the diversity by
using the formula of Blau’s index of heterogeneity [75], 1 − ∑ (Pi )2 , where Pi is the portion of a team
member in the ith category.
3.2.2. Team Information Exchange
We used the four-item scale from Gong et al. [58], which was adopted from Subramaniam and
Youndt [76]. A sample item was, “I am skilled at collaborating with each other in my unit to diagnose
and solve problems” (1 = strongly disagree to 5 = strongly agree). Since we measured the team
information exchange in the research model, we aggregated the scores of individual information
exchange to obtain a score of team information exchange according to the previous research [77].
High level of agreements between the reported degree of information exchange of team members (mean
rwg = 0.95) and aggregate reliability (Cronbach’s α = 0.88) and reliability (ICC(1) = 0.64, ICC(2) = 0.88)
justified averaging the individual responses to the team level.
3.2.3. Team Identification
We used the six-item scale from Mael and Ashforth [43], which has also been used in other
work [71,78]. A sample item was, “When someone praises (name of company), it feels like a personal
compliment” (1 = strongly disagree to 5 =strongly agree). Since we measured the team identification
in this work, we aggregated the scores of individual information exchange items to obtain a score
for team information exchange according to the previous research [77]. (mean rwg = 0.97, Cronbach’s
α = 0.89, ICC(1) = 0.57, ICC(2) = 0.89).
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3.2.4. Team Creativity
We used the four-item scale [27], which was originally generated from Amabile [79] and has also
been used in other work [80], which measured the newness, usefulness, and significance of the team.
We averaged the scores of items and obtained a score of team creativity (Cronbach’s α = 0.88).
3.2.5. Team Conformity
The conformity scale included four items and was created by Kirton [67] and has been used
in other works [71,81]. One item was “I try not to oppose team members” (1 = strongly disagree
to 5 = strongly agree). Since team conformity is a kind of team values, we followed the solution of
previous work [68] and aggregated the scores of individual conformity to obtain a score for team
conformity (mean rwg = 0.96, Cronbach’s α = 0.81, ICC(1) = 0.51, ICC(2) = 0.81).
3.2.6. Control Variables
Based on past researches, team size [6], team gender diversity [82], team age diversity [83],
team tenure diversity [68] were chosen as the control variable. To calculate the diversity of team gender,
team age, and team tenure, we used the formula of Blau’s index of heterogeneity [75], 1 − ∑ (Pi )2 ,
where Pi is the portion of a team member in the ith category. We used the number of employees in
the team as team size. We also tried to set company size and company ownership type as control
variables at the organizational level, however, the variances explained by them could be neglected,
which suggested the multi-level analysis was not suitable for this work.
3.3. Mediation and Moderation
To check the function of mediation and moderation, we conducted regression analyses. To test
the moderation effects of team identification and team conformity, we centered on team hometown
diversity, team identification, team information exchange, and team conformity to minimize the effects
of any multi-collinearity among the variables [76].
3.4. Validity
We conducted a confirmatory factor analysis (CFA) for team identification, team information
exchange, team conformity, and team creativity and all of the questionnaire items were loaded
significantly onto their constructs (p < 0.01) by using Amos 21 [84]. Since team hometown diversity
was measured only by a single item, it was excluded from the confirmatory factor analysis based
on the previous research [8], and the model including the four factors fitted the data better than the
others (χ2 /d f = 233.47/129 = 1.81, TLI = 0.94, CFI = 0.96, RMSEA = 0.05). Thus, the discriminant and
convergent validities of the constructs were acceptable.
4. Results
4.1. Preliminary Analysis
All of the correlations are shown in Table 1. From Table 1, team hometown diversity,
team information exchange, team identification, and team creativity were significantly correlated,
which demonstrated the necessity of the regression.
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Table 1. Means, standard deviation, and correlations.
M

SD

1

1.GD
2.AD

Variable

0.32
0.46

0.19
0.19

—
0.225

2

3

3.TD

0.47

0.20

0.164

4.TS

5.63

2.89

0.328
*

0.246

0.331
*

5.HD

0.69

0.19

0.164

0.026

0.033

6.IE

3.41

0.54

−0.168

0.05

0.006

7.TI

2.64

0.69

−0.244

−0.196

−0.048

8.CO

2.51

0.42

0.076

−0.233

0.212

9.CR

3.63

0.65

−0.149

0.016

0.034

—
0.399
**

4

5

6

7

8

9

—
—
0.514
**
−0.514
**
−0.608
**
0.058
−0.487
**

—

−0.783
**
−0.710
**
−0.055
−0.798
**

—
0.779
**
0.046
0.862
**

—
0.013
0.820
**

—

−0.055

—

Note. N = 54. All correlations are reported at the team level. For simplicity, GD, AD, TD, TS, HD, IE, TI, CO and CR
represent team gender diversity, team age diversity, team tenure diversity, team size, team hometown diversity, team
information exchange, team identification, team conformity and team creativity respectively. * p < 0.05. ** p < 0.01.

4.2. Findings
Since all the variables in our model were in team level, we adopted the hierarchical regression
analyses in this work according to the previous researches [8,60,63,76] and the result was shown
in Table 2.
Table 2. Results of regression analysis.
Independent Variable
Control variables
GD
AD
TD
TS
Main effects
HD
TI
IE
CO
Interactions
HD*TI
IE*CO
R2
Adj-R2
∆R2
F
∆F

Model 1: Team Information Exchange

Model 2: Team Creativity

Step 1

Step 2

Step 3

Step 4

Step 1

Step 2

Step 3

Step 4

Step 5

0.00
0.19
0.20
−0.10 **

0.00
0.11
0.09
−0.03

0.02
0.17
0.05
0.00

−0.01
0.16
0.05
0.01

0.01
0.15
0.22
-0.11 **

0.01
0.07
0.11
−0.02

0.01
0.00
0.05
0.00

0.02
−0.04
0.08
0.00

−0.02
−0.05
0.05
−0.01

−2.04 **

-1.34 **
0.35 **

−1.82 **
0.37 **

−2.61 **

−1.10 **

−1.13 **

−1.10

0.74 **

0.75 **
-0.16

0.69 **
-0.16

0.78
0.77
0.14
59.65 **
31.48 **

0.79
0.76
0.01
46.54 **
2.36

0.49 **
0.82
0.80
0.03
42.84 **
6.64 **

0.88 **
0.26
0.25
0.27
18.68 **
18.68 **

0.63
0.62
0.37
43.56 **
50.61 **

0.71
0.71
0.08
41.57 **
14.51 **

0.75
0.75
0.04
37.00 **
7.39 **

0.24
0.22
0.24
16.14 **
16.14 **

0.64
0.63
0.40
46.15 **
58.36 **

Note. N = 54. GD, AD, TD, TS, HD, IE, TI, CO and CR represent team gender diversity, team age diversity,
team tenure diversity, team size, team hometown diversity, team information exchange, team identification,
team conformity and team creativity respectively. * p < 0.05. ** p < 0.01.

To test Hypothesis 1, which posited that team hometown diversity was negatively related to
team information exchange, we set team information exchange as the dependent variable and entered
control variables in step 1 of Model 1 in Table 2. Team hometown diversity was entered into the
model in step 2. The result proved that team hometown diversity was significantly negative with team
information exchange (β = −2.04, p < 0.01), which demonstrated that the higher of the diversity of the
employees’ hometowns, the lower level of team information exchange would be.
To test Hypothesis 2, which assumed that team identification positively moderated the relationship
between team hometown diversity and team information exchange, team identification was added into
Model 1 as step 3. The interaction term of team hometown diversity and team information exchange
was entered into Model 1 as step 4. The hypothesis was supported (β = 0.88, p < 0.01), which illustrated
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that team hometown diversity was less negatively related to team information exchange when team
identification was higher than when it was low. The moderation effect of team identification on the
relationship between team hometown diversity and team information exchange was shown in Figure 2,
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5. Discussion
5.1. Findings
To our knowledge, this work was among the first to research the relationship between team
hometown diversity and team creativity, and the mediation effect of team information exchange
between team hometown diversity and team creativity, and the moderation effect of team identification
between team hometown diversity and team creativity and the moderation effect of team conformity
between team information exchange and team creativity. We found that team hometown diversity was
negatively related to both team information exchange and team creativity, while team information
exchange was significantly positive with team creativity, and the mediation effect of team information
exchange between the relationship of team hometown diversity and team creativity was also verified.
The moderation effect of team identification was tested and the relationship between team hometown
diversity and team information exchange was less negative when team identification was high than
when it was low. Similarly, team conformity moderated the relationship between team information
exchange and team creativity, and the relationship was less positive when team conformity was high
than when it was low.
5.2. Theoretical Implications
This work made at least four contributions. First, this research was among the first to research the
impact of team hometown diversity on team creativity, which supplemented the gap and provided
a new perspective for exploration of team creativity in the future. Second, a two-wave design was
adopted to check the dynamic impact of earlier team information exchange and team identification on
team creativity afterwards, which made our model logically reasonable and can be replicated for future
studies. Third, by using supervisor and subordinate ratings together and conducting electronic and
paper surveys together, the results avoided the common method error and became more persuasive.
Fourth, we included a large dataset from a broad range of companies, which maximized the variables
and generated our results.
From the perspective of sustainable development, our work also provided implications for the
development of companies. Since creativity is the driving force for companies to develop sustainably,
this topic has always attracted the research interests of scholars. Extensive literature has mainly set
out from the view of technology how creative ideas are generated and what kind of organizational
environment and management strategies are helpful for that still need to be explored. This work
provided a perspective that team hometown diversity was negatively related to team creativity
while team information exchange was positively related to team creativity. In addition, people
categorize others with similar attributes into the same group and would like to communicate with
them and even build a trusted relationship with them, which is a key antecedent of team creativity.
Meanwhile, team identification decreased the negative impact of team hometown diversity on team
information exchange, and team conformity decreased the positive effect of team information exchange
on team creativity. Therefore, HR managers and company leaders can research how to enhance team
identification and develop more proactive company culture based on this work to promote the
sustainable development of their companies.
5.3. Practical Implications
This work researches the influence of cultural diversity on the organization and the factors
contributing to the sustainable development of the company, which is known as team creativity.
The practical implications are as follows. First, team hometown diversity is found to be negatively
related to team creativity, which is consistent with previous research on demographic diversity and
team creativity [19,51,52]. Regarding the team leaders, it is important to know whether team members
come from the same hometown and share similar attributes such as dialect. Leaders should try to
divide them into the same group when others factors are fixed, which might be good for the generation
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of novel ideas. Additionally, a suitable circumstance and motivation policy of information exchange
should be provided as the team members’ hometown diversity impacts team creativity through the
role of team information exchange. Moreover, since team identification moderates the relationship
between team hometown diversity and team creativity in a positive way, leaders should spend more
time on building the employees’ identification of the company, especially in a hometown-diverse team.
Finally, leaders should encourage employees to work in a proactive way and generate novel ideas
rather than always thinking inside the box.
5.4. Limitations and Future Research
There still existed limitations in this work. Although we adopted a two-wave research design,
this work was not a longitude study, which could not entirely demonstrate the dynamic relationship of
team hometown diversity, team identification, team information exchange, team conformity and team
creativity. In addition, the high correlations among team information exchange, team identification,
and team creativity could be caused by the employees’ desired effect.
Future research should pay more attention to the relationship between team hometown diversity
and team creativity. Additionally, a longitude study should be conducted and the dynamic process
of how demographic diversity influences team creativity should be further explained in the future.
A cross-level study can also be designed to research how organization-level variables impact on the
team creativity or how team-level variables impact on individual creativity.
6. Conclusions
This work was among the first to investigate the relationship between team members’ hometown
diversity and team creativity, which provides a new perspective on team creativity, especially in China.
Leaders may improve their team creativity by getting familiar with the diversity of employees and
maximizing the team members’ identification to the company as well as promoting team information
exchange and motivating proactive and divergent thinking.
Specifically, team hometown diversity was negatively related to team creativity, partly through
the role of team information exchange. Leaders should be clear about that when the other demographic
factors are controlled, the function of team hometown diversity of the team members is obviously
important. Based on common attributes, such as dialect and culture, team members are willing to
communicate and interact with each other and possibly put forward novel ideas easily when different
views collide. Thus, team leaders should create a suitable circumstance for this kind of interaction.
Additionally, the higher the identification of team members on their team, the less impact the team
hometown diversity would function on the information exchange of team members, which is helpful
for team leaders, especially when it is hard to allot demographically similar employees into one team.
Consistent with enhancing team identification, encouraging employees to think outside the box is
what team leaders can also do to promote team creativity.
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