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This study investigates the relationship between diversity in the Top Management Team (TMT) of Spanish firms and the firms’
willingness to further expand in China, as a proxy for their international success. Data from Spanish companies with direct
investment in China were collected through a questionnaire. Regression analyses were carried out to test the differential
influences of multiple forms of TMT demographic diversity (age, gender, tenure, and functional experience). The moderating
effect of conflict in an uncertain environment is also examined, as this offers potentially novel insights into the determinants
of success in emerging countries. Results show that the effects of TMT diversity on international success are very much
influenced by the perception of the conflict related to investment in a non-traditional market. The findings highlight the
relevant negative role that conflict can exert in diverse TMTs in a growing developing economy.
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Introduction

The importance of the Chinese market as a destination for
foreign direct investments (FDI) has stimulated the interest
of companies and academic researchers. The potential bene-
fits are high, as are the associated risks (Agarwal &
Ramaswami, 1992). A company that continues investing
abroad has successfully overcome the obstacles of undertak-
ing foreign investment (Buckley et al., 1988) and, insofar as
success implies growth (Penrose, 1956), international suc-
cess could be understood as the willingness to further expand
in the host country (De Clercq et al., 2005).

A company is unlikely to succeed internationally unless
its TMT is adept at taking advantage of business opportuni-
ties in complex and foreign environments. At least in some
cases, this ability is related to the TMT’s specific composi-
tion and characteristics (Fernandez-Ortiz & Lombardo,
2009). In this respect, the upper echelons theory, developed
by Hambrick and Mason (1984), is one of the most relevant
theoretical perspectives for studying the implications of the
TMT characteristics associated with achieving organiza-
tional results and developing successful business strategies
(Nielsen, 2009). Managers do not normally act alone or
independently. To address the influence of TMT composi-
tion on strategic company issues, the literature frequently
analyzes the TMT as a group (Homberg & Bui, 2013;

Richard et al., 2019). There is a stream of strategic litera-
ture analyzing the effects of the heterogeneity of the TMT
in corporative decisions such as strategic change, interna-
tionalization or innovation (Jiang et al., 2021; Li, 2017;
Puthusserry et al., 2021). This leads to the need to consider
disparity among its members because that interferes with
decision-making (Pelled et al., 1999; Simons, 1995).
Conflict impacts teamwork processes such as cohesion,
communication or creativity, and it has been studied as a
factor that affects business decision processes and company
performance (Cai et al., 2013; Ensley et al., 2002). It has
been traditionally considered as a consequence of teams’
diversity, however in a context of environmental uncer-
tainty, like in emerging market investments, conflict can
also be understood as a contingency due to the higher
expected discrepancies among TMT members when they
face this kind of uncertain environment (Simons et al.,
1999).
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There are many studies relating TMT diversity and conflict
to company performance variables such as return on assets,
sales growth or success (Jackson & Joshi, 2004; Simons et al.,
1999), but only a few studies have addressed internationaliza-
tion issues (Carpenter, 2002; Fernandez-Ortiz & Lombardo,
2009; Meng et al., 2019). Internationalization strategy implies
risk and, therefore, potential disagreement or discussion within
the TMT (Tihanyi et al., 2000). The characteristics of each
manager can influence decision-making individually or as a
group. The literature is sparse and inconclusive about the
effects of TMT’s diversity on strategic decisions, especially
when disagreement is high. Therefore, it is especially interest-
ing to analyze the role of conflict in this international context
of emerging markets where managers have less experience
than in traditional environments.

The paper’s objective is to contribute to the strategic man-
agement literature by shedding some light on the antecedents
of the decision to expand further in a foreign country as a
measure of international success. To do so, it examines the
effects that TMT diversity, as well as conflict within the
TMT, could exert on international success in an emerging
economy. The conflict could be especially relevant in the
investment decisions, and expansion of western companies
in these emerging markets (EM) and might play a distinct
role given the cultural differences and the limited experience
of previous investments. Therefore, it could lead to more
strategic discussions within the TMT, not merely because of
diversity among members but also motivated by the percep-
tion of environmental uncertainty.

Literature Review

Strategic choices are influenced by the personal background
and prior experiences of top managers. Age, tenure, func-
tional experiences etc. are used as proxies for the values and
beliefs of members of governing bodies and, therefore, as
determinants for their decisions (Hambrick & Mason, 1984).
Besides, since the TMT is a group, the mixture of personali-
ties, qualities and experiences of the members might lead to
other processes having positive or negative effects on strate-
gic decisions (Hambrick et al., 1996).

Focusing on group-level constructs, previous social
research on diversity in organizations has already referred to
the dilemma of whether heterogeneity or homogeneity within
the TMT is better. Lenses rooted in social psychology theories
(Homberg & Bui, 2013), such as the information decision-
making perspective, state that heterogeneity leads to broader
perspectives and a greater quantity of shared information,
which consequently enhances decision quality (Williams &
O’Reilly, 1998). These consider diversity to be of value for
firms. However, a similarity-attraction perspective, or social
categorization theory, highlight the negative aspects of diver-
sity in creating social divisions and report negative outcomes
for the group. Similarities between workgroup members in
attributes, backgrounds or experiences explain easier

interaction between team members and, therefore, an increase
in team cohesion, group identity and commitment (Williams
& O’Reilly, 1998). These are often associated with speedy and
efficient coordination (Carpenter, 2002).

Many studies in the business literature investigate the
effects of TMT diversity and refer to the conflict as a “double-
edged sword” (Hambrick et al., 1996; Milliken & Martins,
1996) because of its multidimensionality (Amason, 1996). In
general, the authors agree that two types of conflict exist: cog-
nitive or task-related and affective or emotional. The former is
more associated with positive consequences (Jehn et al.,
1999), while the latter is usually harmful to performance
(Jehn, 1994). However, De Dreu and Weingart (2003) con-
cluded that any type of conflict is disruptive for performance
since no differences in the consequences of different kinds of
conflict could be detected. Along the same lines, Janssen et al.
(1999) highlighted the connections between different types of
conflict, arguing that both types are interdependent.

In conclusion, it seems that diversity and conflict influence
firms’ performance and success, although the direction of any
influence is inconclusive and deserves further research.

On the other hand, previous literature assessed interna-
tional success as the growth of sales abroad (Fernandez-Ortiz
& Lombardo, 2009) or improvement of company perfor-
mance in the foreign country (Cannella et al., 2008;
Carpenter, 2002). These measures lose their effectiveness in
the short term because internationalization effects in terms of
sales or performance normally take time (Dess & Robinson,
1984). The willingness to expand further in the host country
indicates whether the investment is successful without wait-
ing several years to see if sales or profitability in the foreign
country have increased.

In order to identify the relation between the composition
of the TMT and company’s international success, we analyze
diversity, understood as variety (Harrison & Klein, 2007),
for three observable TMT characteristics proposed by the
upper echelons theory: age, tenure, and functional experi-
ence (Knight et al., 1999; Simons et al., 1999). Moreover, we
include gender diversity because, although it is omitted in
most TMT studies, there is an increasing presence of women
on corporate elites in today’s business landscape, and their
influence on international success might well be significant
(Krishnan & Park, 2005).

The arguments we use to build our hypotheses relating
TMT diversity to international success will, in some cases,
be the same as those we would use for performance since the
effects are expected to be similar.

Age Diversity

Previous empirical research based on the upper echelons the-
ory has confirmed that younger managers will be more
inclined to pursue risky strategies. Consequently, firms run by
young managers will experience greater growth (Fernandez-
Ortiz & Lombardo, 2009) and internationalization (Saeed &
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Ziaulhaq, 2019). However, the effect of age diversity is incon-
clusive. On the one hand, this theory assumes, in general, that
team heterogeneity in turbulent environments will be posi-
tively associated with profitability. This general assumption
could also be applied in the case of age diversity. Some
authors have attempted to demonstrate that age diversity pro-
vides different perspectives and angles regarding the source
of knowledge and information. Their hypotheses, however,
were not always supported (Wiersema & Bantel, 1992).

On the other hand, there are arguments related to the neg-
ative influence of age diversity on performance because it
can impair coordination, cohesion and agreement seeking
among TMT members and, as a result, they might be slower
and less efficient (Knight et al., 1999; Williams & O’Reilly,
1998). Tanikawa et al. (2017) found a significant and nega-
tive relationship between TMT age diversity and firm finan-
cial performance (as measured by ROE) in a sample of listed
companies in South Korea. Also, Richard and Shelor (2002)
verified that age diversity was negatively related to company
ROA, but positively with sales growth. To further investigate
these inconsistent findings, other authors in the literature
added some contingent variables to identify the cases in
which age diversity was beneficial for company outcomes.
Variables such as environmental uncertainly or complexity
are commonly used (Carpenter & Fredrickson, 2001). One
such study found that low levels of TMT age diversity are
positively related to performance, suggesting that homoge-
neous teams perform better in uncertain environments con-
text (Richard & Shelor, 2002).

Thus, it seems that the benefits of group diversity in
demographic characteristics cannot be expected for age, and
the following hypothesis is proposed:

HI: Age diversity of the TMT negatively affects further
expansion in EM.

Gender Diversity

Many studies have related company performance to whether
men or women lead the organization (Croson & Gneezy, 2009).
As noted below, we find contradictory evidence relating to gen-
der diversity to company success and a lack of specific studies
addressing this issue regarding international investments.

It should be stressed that the presence of women in TMTs
is usually low (Dezsé & Ross, 2012), especially in interna-
tionalized firms (Ng & Sears, 2017). For this reason, they
are sometimes not influential in company performance and
are considered to be token (representation of 15% or less
(Kanter, 1977)), which means that their presence has no real
impact (Torchia et al., 2011). However, Reinert et al. (2016),
in their study of financial institutions in Luxemburg, found
that an optimal range (between 20% and 40%) of female
management improved performance during periods of eco-
nomic downturn, suggesting that gender-balanced manage-
ment helps to improve success.

Some theoretical approaches, such as a resources-based
view or dependency resource theory argue that gender diver-
sity is positively related to company success. Women could
be a valuable resource given the degree to which each gender
contributes to management tasks with different and comple-
mentary competencies (Dezsd & Ross, 2012). Additionally,
Krishnan and Park (2005) extended the upper echelons
framework to gender diversity in TMT and showed a posi-
tive relationship between gender diversity and organizational
success. They suggested that companies with gender diver-
sity were more successful because they based promotion on
merit rather than stereotypical assumptions.

On the contrary, theories of psychosocial research, such
as similar attraction or social categorization, suggest that
gender diversity neither increases performance nor is benefi-
cial for company success. They suggest that it may slow the
decision-making process due to the appearance of “in-group”
bias and a preference toward individuals belonging to similar
social categories (males/female) (Williams & O’Reilly,
1998). Regarding this psychosocial theoretical approach,
gender-homogeneous teams have greater communication
and higher group cohesion, which positively affects group
decision making (Zimmerman & Brouthers, 2012).
Moreover, Post (2015) stated that women provided greater
cohesion in large and dispersed teams when coordination
requirements were high, homogeneity perhaps best being
feminine in these cases.

The literature thus suggests that gender diversity may add
value but also entail some risks. In the context of the present
study, where we aim to relate gender diversity to further
expansion, we expected the relationship to be positive
because the potential benefits of gender diversity, such as
novel insights, perspectives, creativity and experience,
appeared to foster and support expansion into new markets.
Moreover, it might improve productivity in growth-oriented
companies (Dwyer et al., 2003).

H2: Gender diversity of the TMT positively affects fur-
ther expansion in EM.

Organizational Tenure Diversity

The effect of organizational tenure diversity (years of service
in a company) on strategic decisions is not entirely clear,
despite this being one of the most investigated aspects of the
TMT (Homberg & Bui, 2013; Nielsen, 2009).

Hambrick et al. (1996) gave greater support to the upper
echelons theory proposition concerning the positive relation-
ship of tenure heterogeneity and profitability. During a
highly turbulent period, their study of the airline industry
found that TMTs with diverse organizational tenures had
superior competitive and adaptive capabilities, which led to
high growth rates in profits and market share.

Other authors critique this theory and show the negative
side of heterogeneity in tenure (Carpenter, 2002; Carpenter
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& Fredrickson, 2001; Meng et al., 2019). They argue that, at
high levels of internationalization complexity, tenure diver-
sity is negative for company performance. It is the outcome
of workplace socialization processes and ties that may pre-
vent resolution and, therefore, be counterproductive under
time pressures and accompanying high uncertainty. Zhang
(2007) confirmed that tenure diversity was worst for firm
performance. He argued that members with similar tenure
have a similar understanding of the firm’s status quo and
strategies and are familiar with the manner of expressing
opinions, all of which facilitate communication, cooperation,
and agreement in decision-making. In turbulent environ-
ments, where continuous changes require managerial
responses, and much time must be spent on decision making,
then having different points of view within the team does not
result in a functional or effective process (Carpenter &
Fredrickson, 2001).

Therefore, considering the complexity and uncertainty
associated with investments in EM, this study hypothesizes
that:

H3: Tenure diversity of the TMT negatively affects further
expansion in EM.

Functional Experience Diversity

Managers’ functional background influences their strategic
decisions. Managers with experience in marketing, sales, or
R&D, emphasize growth and the search for new opportuni-
ties, whereas managers from the law or financial sectors
relate positively to the degree of unrelated diversification
and increased administrative complexity in the firm
(Hambrick & Mason, 1984). On the other hand, based on
upper echelons theory, and supported by the information
decision-making perspective, different functional back-
grounds positively affect company performance as they can
provide different views and skills (Carpenter, 2002;
Hambrick et al., 1996). Some authors, however, argue that
this is true only under certain circumstances, for example, if
an open debate is generated within the TMT (Cai et al., 2013;
Simons, 1995) or if participation in decision making and
information exchange is high (Boone & Hendriks, 2009).
On the other hand, functional diversity has negative
effects on company and group processes, and these processes
are mediators between diversity and performance (Kochan
et al., 2003). According to Knight et al. (1999), it is harder to
reach a consensus between members with different func-
tional backgrounds as they may interpret the firm’s strategy
differently. Moreover, members coming from different areas
of expertise have less cohesiveness and higher disagree-
ments (Ancona & Caldwell, 1992; Carpenter & Fredrickson,
2001). It is negatively related to the speed-response to envi-
ronmental changes (Hambrick et al., 1996). As our study is in
an emerging market, a non-traditional investment destination

and one where more disagreements can appear, we propose
that:

H4: Diversity of functional experience in the TMT nega-
tively affects further expansion in EM.

Conflict

Conflict has been studied in the business literature, mainly
from social psychology theories as a factor affecting team
performance (Ancona & Caldwell, 1992).

It has been studied as a mediator of the relationship
between diversity and performance (Cai et al., 2013; Ensley
et al., 2002; Inegbedion et al., 2020), but also as a moderator
since conflict can be focused on specific behaviors rather
than on a general perception of difference resulting of het-
erogeneity (Janssen et al., 1999; Simons, 1995; Simons et al.,
1999). In this sense, Simons et al. (1999) found that the
effects of conflict were stronger for more job-related forms
of diversity as it stimulates constructive debate.

Conflict has the positive effects of overcoming group
thinking and stimulating more creativity in problem-solving
issues (Jaw & Lin, 2009). However, it can also negatively
affect business success as teams are less effective because
they spend more time arguing or managing disagreements
(Williams & O’Reilly, 1998). For example, diverse groups
have referred to communication problems (Ferrier, 2001)
and lower coordination that can delay the ability to act
(Kanadl et al., 2018).

Conflicts themselves do not exert a fixed influence on the
outcomes (Tjosvold et al., 2006). Previous research high-
lighted that depending on the diversity, the influence of con-
flict on company outcomes varies (Homberg & Bui, 2013;
Nielsen & Nielsen, 2013; Pelled et al., 1999). Environment
or managerial complexity also may affect the role of conflict
on company performance or success (Carpenter, 2002;
Ramos-Garza, 2009; Williams & O’Reilly, 1998; Zimmerman
& Brouthers, 2012). The complexity of the environment
could induce higher levels of conflict within the TMT, at the
precise moment when managers need more consensus (Liang
et al., 2010) to make effective decisions and achieve organi-
zational success (Ramos-Garza, 2009). Therefore, at high
levels of conflict within the TMT provoked by the uncer-
tainty typical of an emerging market, the positive effects of
diversity may not balance the negative effects of a slower
decision-making process if the market demands quick
responses (Carpenter, 2002; Hambrick et al., 1996).

This study proposes a set of hypotheses regarding the
negative moderating effect that conflict can exert on the rela-
tionship between the different types of diversity and further
expansion in the context of an emerging environment:

H5a: Conflict negatively moderates the relationship
between age diversity and further business expansion in
EM.
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Figure |. The top management team and its impact on further business expansion.

H5b: Conflict negatively moderates the relationship
between gender diversity and further business expansion
in EM.

Hb5c: Conflict negatively moderates the relationship between
tenure diversity and further business expansion in EM.
H5d: Conflict negatively moderates the relationship
between functional experience diversity and further busi-
ness expansion in EM.

These hypotheses are diagrammed in Figure 1.

Method

This study was carried out using a sample of Spanish compa-
nies having FDI in China. The first motivation for focusing
the study on China was the importance as a recipient of FDI.
The second was that it is not a common destination for
Spanish companies, making it an excellent example of a
complex and uncertain environment and a good candidate for
the emergence of conflict within their TMT.

Data were collected during the period 2012-2013, by
contacting all 377 Spanish companies that had a joint venture
or a Wholly Foreign-Owned Enterprise in China in 2012.
The data sources for this were the Spanish Institute of
Foreign Trade and the SABI database (Sistema de Analisis
de Balances Ibéricos).

Companies were first contacted by telephone to explain
the nature of the study, with follow-up via an e-mail ques-
tionnaire addressed to the Chief Executive Officer (CEO),
which asked for information on all the team members
included in the TMT, on different aspects of the company,
and its internationalization process.

Subsequently, responses were received from 82 teams
(i.e., 82 companies), which represented a response rate of
21.8% and one similar to other studies dealing with business
strategy issues (Karami et al., 2006). To determine if there
was a significant difference in terms of size (employees) and
profitability (ROE) between the respondents and non-
respondents, a t-test was conducted. When comparing these
control variables, no significant differences were found at
the 95% confidence level—the value for size being .362
(p=.717) and profitability —.425 (p=.671).

Empirical Data and Analysis

Dependent Variable

The willingness of the company to expand further in China
was used as a proxy for international success. This variable
was built using the opinion of the managers gathered from
the questionnaire. As Karami et al. (2006) mentioned, this
subjective way of defining the dependent variable is widely
used and appropriate when the objective variables are
unavailable (Dess & Robinson, 1984). It was necessary for
our study—most foreign direct investors typically consider a
time horizon of roughly 10 to 15 years when setting up a for-
eign investment (Novotny & Podpiera, 2008).

Items for building the variable were developed by follow-
ing a sequential process (Hinkin, 1998). Firstly, questions to
assess the willingness for further expansion were generated
from previously published qualitative studies concerned
company internationalization in China. Secondly, to evaluate
the appropriateness of the scale (content validity), two
experts in the internationalization process rated them. This
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Table 1. Results of the Factor Analysis (Component Matrix).

Further expansion

The company intends to continue .870
expanding in China

Within China, it will expand in other cities .834

It will expand in Hong Kong 757

Eigenvalue 2.025

Cronbach’s alpha 753

Percentage of variance 67.5%

allowed several items to be deleted, thus leaving only five
questions for inclusion in the questionnaire. Items were
scaled by using a 5-point Likert scale (where 1 means
“strongly disagree” and 5 means “strongly agree”). Thirdly,
an exploratory factor analysis (EFA) was conducted for vali-
dating the scale (internal validity) and items <.70 were pro-
posed for removal (DeVellis, 1991), which finally left three
questions concerning this issue.

An EFA was conducted from the managers’ responses by
using principal component analysis as the extraction method
and varimax as the rotation method. The result was consis-
tent considering that the Kaiser-Meyer-Olkin measurement
of sampling adequacy (.661), and the Bartlett test of spheric-
ity were significant (p <.000). The factor with an eigenvalue
greater than 1 that explained 67.5% of the variance was
labeled as further expansion (Table 1). Cronbach’s alpha for
this scale was .753.

Independent Variables

TMT demographics and diversities were used as indepen-
dent variables in our models. For demographics, we used
the age and tenure mean of the TMT members and the pro-
portion of women in each TMT. Among TMT demografics,
we decided to include just this one, gender measured as the
proportion of women, and excluded functional experience,
due to the high number of categories included in this vari-
able. In the case of diversity, for categorical variables
(gender and functional experience) we used the Blau
Heterogeneity Index (Blau, 1977) with the formula 1-2p,?,
where p, is the proportion of unit members in the kth cat-
egory. On the other hand, we used the variation coefficient
for quantitative diversity variables (age and organizational
tenure).

Finally, five questions were included in the questionnaire
to measure the perception of conflict of managers within
TMT due to their companies’ investment in a non-traditional
market. The items used the same 5-point Likert scale
described above (an adaptation of Jehn, 1994). An EFA was
conducted by PCS with varimax rotation, and the result was
consistent with the Kaiser-Meyer-Olkin measurement of
sampling adequacy (.835), and the Bartlett test of sphericity
was significant (p <.000). The result supported a single

factor with an eigenvalue greater than 1 that explained 75.96%
of the variance (Table 2). Therefore, the conflict factor was
used as the independent variable and to generate interaction
terms with diversity variables. The objective was to test if the
relationship between each diversity and the willingness for
further expansion changed with the managers’ perception of
conflict originating from the investment. Cronbach’s alpha
coefficients for this five-item scale were .917.

Control Variables

Variables related to international company success were
found to be: company size, previous performance and inter-
national company diversification (Cannella et al., 2008;
Carpenter, 2002).

Concerning company size, the log number of total
employees was considered because this variable showed a
large dispersion, and the transformation allowed its normal-
ization. It is widely recognized in the business literature that
size affects company performance, also in terms of interna-
tionalization because large companies tend to have more
resources (Javalgi et al., 2003).

Regarding ROE, the relationship should also be positive
since profits are an indicator of success. Size and profitabil-
ity (ROE) values referred to 2013.

Finally, the degree of international diversification has
been associated with a firm’s performance and managerial
complexity (Carpenter, 2002). It was calculated by using the
Blau Heterogeneity Index (used above) for grouping coun-
tries where a company had a presence by continent, and the
proportion per continent was then estimated.

Descriptive statistics and correlations are provided in
Table 3. Regarding the average team demographic variables,
the high mean of tenure should be highlighted. Members of
the same TMT are, on average, in their mid-forties, and used
to work together according to the data. On the other hand, the
proportion of women is low, 20%.

The mean values for age and gender diversity in their
TMT were relatively low for companies in the sample. The
greatest diversity was for tenure and functional experience.
Another interesting result is the low mean level of conflict
(1.88) among the members of the TMT in our sample.
Regarding control variables, it was noted that, although there
were financial difficulties for Spanish companies in 2013
due to the economic and financial crisis, those companies
that specifically were investing in China had positive ROEs.
Besides, the high mean diversification of overseas operations
(.60) should be mentioned. China is typically not the first
destination for Spanish companies investing abroad. They
prefer closer destinations geographically and culturally, such
as France or Latin America (Nifierola et al., 2017). Therefore,
it was expected high degree of countries diversification in
the sample.

While some independent variables had significant corre-
lations, only the ones included in the same model should be
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Table 2. Results of the Factor Analysis (component Matrix).

Conflict

There is a strong emotional friction between members of the TMT due to the investment in a non-traditional .758

market (environmental uncertainty)

There is a strong clash of personality within the TMT due to the investment in a non-traditional market 921

(environmental uncertainty)

There is a strong mutual distrust between members of the TMT due to the investment in a non-traditional .866

market (environmental uncertainty)

There are significant differences of opinion in the group on how to implement the strategies, policies or .879
decisions affecting the development of the company due to the investment in a non-traditional market

(environmental uncertainty)

There are significant disagreements over the operational decisions of the company due to the investment in a 923

non-traditional market (environmental uncertainty)
Eigenvalue
Cronbach’s alpha
Percentage of variance

3.798
917
75.96%

considered, and they were normally quite low. Additionally,
the highest VIF (variance inflation factor) was 3.97, which
was well below the benchmark of 10 indicative of collinear-
ity problems (Hair et al., 1995).

Results

Hierarchical regression analysis was conducted as in previ-
ous studies (Carpenter, 2002). We considered appropriate to
test different models, some of them do not seek to test directly
the hypotheses, but will be helpful to better know the vari-
ables related to TMT that better explain the international
expansion in China of the companies in the sample. Model 1,
considering control variables, explained 22.5% (p<.0l)
(Table 4). Model 2, which considered TMT demographics
had an adjusted R? of 22.1% (p<.05), representing a
decrease of the first model of a 1.8%. In Model 3, diversity
variables are included improving the explanation of the
model but losing signification (adjusted R? 0f23.1% (p <.1)).
Model 4 include all the variables, demographics and diver-
sity. It had an adjusted R? of 27.2% (p <.1). Finally, Model
5, considering conflict and its interaction effects, had an
adjusted R? of 56.6% (p <.01), increasing 33.5 percentage
points on Model 3. This meant that the moderating role of
conflict within the TMT provided a better explanation for a
company’s success abroad.

The results confirmed that TMTs with high gender diver-
sity and lower functional experience diversity were more
likely to undertake further expansion in China.

Gender diversity was positive and marginally significant
in Models 3 and 5 (B=.306, p<.1 and B=.229, p<.l,
respectively), which means support for H2 (gender diversity
positively affects further business expansion in EM).

The other hypothesis that appeared to be significant was
functional experience diversity. Therefore, H4 was retained
because, as can be seen, its beta coefficient was negative
(Bp=-.325,p< .01, and p=-.549, p <.01, in Models 3 and 5,

respectively), indicating that having a functional heteroge-
neous team negatively affects further expansion in China.

The hypotheses related to age and tenure diversity (H1
and H3) could not be retained or rejected, as they were not
statistically significant in either model.

When the effects of conflict among members of the TMT
were introduced, the results showed two significant interac-
tion terms. Conflict and gender diversity, and between conflict
and functional experience diversity. This means that the effects
of gender diversity and functional experience diversity on fur-
ther expansion in China depended on the level of conflict
perceived.

The effect of conflict in Model 3 is not statistically sig-
nificant (3=.278, p>.1). Conflict itself does not have nega-
tive or positive influences on further expansion. Instead, it is
its interaction with diversity that negatively or positively
influences the relationship between diversity and further
expansion, according to the type of diversity.

In the case of gender diversity, its influence on further
expansion was positive, meaning that greater gender diversity
is related to higher expansion in China. However, when con-
flict within the TMT increased, the previous influence between
gender diversity and further expansion diminished, even
becoming negative in the case of high conflict (B=-.290,
p<.l) (Figure 2). Therefore, H5b stating that conflict nega-
tively moderates the relationship between gender diversity and
further business expansion in EM could be retained, confirm-
ing the negative moderator effect of conflict.

The other relationship concerning functional experience
diversity was significant and negative, as expected. However,
conflict changed the strength of this influence, which meant
that, when the level of conflict within the TMT grew, this neg-
ative effect became even more negative (=—.707, p<.01)
(Figure 3). Therefore, H5d was retained because the results
confirmed that functional experience diversity had a negative
impact on further expansion in China, which was more nega-
tive in a high level of conflict among the TMT members.
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Table 3. Descriptive Data and Correlations.
Variable Mean  SD | 2 3 4 5 6 7 8 9 10 I 12
|. Further Expansion 3.26 .58 |
2. ROE 1242 5980 -.161 |
3. Size (employees) 1.99 .85 282 -.001 I
4. Diversification .60 A9 513% -095 372% |
5. Age (mean) 4486 591 .084 032 172 19 1
6. Age (Div) .16 .09 227 -199 -335% -.162 -.073 |
7. Women (Proportion) .20 28 .094 -.110 .109 093 -.112 .094 |
8. Gender (Div) .20 25 186 -.144 .060 .56 -.125 -.008 .136 |
9. Tenure (mean) 1299 7.72 210 117 270 .I158  .730%% -.087 -.135 -.162 |
10. Tenure (Div) 49 .37 -.020 .038 -.059 -.050 -.094 .345% 096 241 -.268 |
I'l. Funct. Exp (Div) A48 28 .21 -235 233 136 -.171 277 4127 -008 -.177 .144 |
12. Conflict 1.88 21 .068 099 -.183 -.076 -.193 .095 -254 -.090 -.094 -.334% 069 |

Note. Correlation significant at the level of *.05 and **.01 (bilateral).

uoisuedx3euund_

-10 00 10 20

Figure 2. Interaction effect between conflict, gender diversity
and further expansion.

Hypotheses H5a (Conflict negatively moderates the rela-
tionship between age diversity and further business expan-
sion in EM) and H5c (Conflict negatively moderates the
relationship between tenure diversity and further business
expansion in EM) could not be retained or rejected, as they
appeared to be statistically non-significant in Model 5.

Finally, in Model 5, international diversification was posi-
tively related to further business expansion because highly
internationalized companies tended to continue growing
(B=.373, p<.05).

Discussion

As in the literature, this study argues that TMT diversity
influences firm’s success (Milliken & Martins, 1996; Simons,

Figure 3. Interaction effect between conflict, functional
experience diversity and further expansion.

1995). Our findings confirm that gender and functional expe-
rience diversity affect further expansion. However, the nega-
tive influence of age and tenure diversity is not confirmed.
Results regarding gender diversity show that having
women on the management team was positive for success
(Krishnan & Park, 2005). Despite the proportion of women in
our sample is low (20%), we believe that this result is still
valid since, in general, the proportion of women in managerial
positions is lower than men. So having women on the team
adds up (Hernandez-Lara et al., 2021). The behavior of men
and women managing organizations differs (Croson &
Gneezy, 2009), and their views and leadership styles, among
other aspects, may also be different which means that they can
provide different and richer solutions in the same scenario. As
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Dwyer et al. (2003) also showed, gender diversity is positive
for making better decisions because of the different perspec-
tives. Moreover, the participation of women influences mana-
gerial functions implicating changes in power, political savvy,
conflict management and trust (Klenke, 2003).

The study also demonstrates that this previous effect
changes when there is no agreement on decisions within the
TMT. The positive influence of gender diversity on company
expansion is diluted at high levels of conflict. Conflict acts as
a moderator of this relationship. As in previous studies, our
research finds that, in this case, conflict does not enhance
strategic debate but rather negatively affects company strate-
gic decisions (Ensley et al., 2002; Joshi & Roh, 2009;
Zimmerman & Brouthers, 2012). It is justified because the
differences between men and women within the TMT in an
uncertain environment that motivates conflict within the
team hampers the cohesion needed to make effective deci-
sions in changeable markets (Zimmerman & Brouthers,
2012). Consequently, although the presence of women brings
new insights and more creativity (Dwyer et al., 2003), it is
necessary to manage gender differences within the TMT in
order to avoid conflict.

On the other hand, findings regarding functional experi-
ence diversity contradict previous literature that argued its
positive effect on foreign direct investment (Li, 2017; Meng
et al., 2019). Diverse TMT members can enrich the team’s
knowledge, facilitate efficient team learning, and enhance the
decision-making capacity on overseas expansion. However,
the negative influence of functional experience diversity on
further business expansion in China was expected within the
study context (Carpenter & Fredrickson, 2001).

The explanation of this relationship is based on the fact
that teams with different functional backgrounds generate
slower decision-making processes (Kanadli et al., 2018) as
they experience a lower degree of cohesion (Ancona &
Caldwell, 1992). Moreover, this is exacerbated in geographi-
cally dispersed teams, as in companies with a high level of
internationalization (Cannella et al., 2008). Managers coming
from output functions (marketing, sales or R+D), throughput
functions (production, accounting or engineering) or periph-
eral functions (law, finances, etc.) have different objectives or
emphasize different aspects of the internationalization pro-
cess, with consequent negative effects.

According to the study results, when perceived conflict
within the TMT is high, its negative effect on further expan-
sion is even higher. Simons et al. (1999) already found that
conflict moderated the effect of diversity on firm perfor-
mance, making its effect stronger in types of job-related
diversities. In this sense, the functional experience is highly
job-related (Joshi & Roh, 2009), confirming previous find-
ings. It must be stressed that functional diversity is very high
in our sample. For this reason, the negative result for the rela-
tionship between functional experience diversity and further
business expansion is interesting because the companies had
multifunctional TMTs.

Our findings contrast with previous studies that high-
lighted the dual role of conflict (Ensley et al., 2002; Pelled
etal., 1999). In the specific case of Spanish companies invest-
ing in China, conflict seems harmful to further expansion.

Although TMTs tenure, in terms of diversity and average,
seems not to affect our finding statistically, it is high in our
sample. This fact could be relevant for interpreting our
results. Previous results found that the current composition
of the team determines what the effect of tenure diversity
would be in performance (Yi et al., 2018). In this sense, some
authors argue a moderation role of group tenure and resilient
performance of a firm in the international context suggesting
more elevated levels of cohesion (Chen et al., 2015). Jukka
(2020) also found that TMT members with long firm tenures
would benefit TMT performance as they integrate their
behavior or act more like a team. In fact, in our data, conflict
is not very high (mean 1.88 out of 5), supporting the state-
ment that long tenure within the firm blur the perception of
conflict. Our study shows that the correlation between the
average tenure and the conflict is negative, despite it being
very small and not significant. Therefore, we could not sta-
tistically demonstrate the relationship between long tenure
and low conflict. However, we observe indeed that these two
characteristics of the TMT coexist in our sample, and it is
likely that configure a reality where demographic diversity
in the TMT could diminish its potential influence on the arise
of conflict. It is worthy to say that more research, with more
data, would be necessary to corroborate these findings.
Finally, our results also confirm a relevant matter on what
could be more relevant for explaining the expansion in
emerging markets regarding the TMT demographic compo-
sition, corroborating that the influence of the team demo-
graphics in average terms is not as relevant as the influence
of demographic diversity.

Overall, conflict within the TMT, motivated by investing
in an emerging and complex market, having diversity in the
team might not be fruitful because this jeopardizes the need
for quick responses and the higher consensus demanded in
these situations (Liang et al., 2010). Consequently, revisiting
the question of TMT composition is recommended. Our find-
ings strongly support De Dreu and Weingart (2003), who
argued that conflict was negative, although it may have posi-
tive consequences under particular circumstances. However,
in our context, the negative aspects of conflict usually have
more weight and damage decision-making.

Conclusions, Limitations and Future
Directions

Although previous research examined links between the TMT
and certain performance variables, to the authors’ best knowl-
edge, there are no studies that have addressed the relationship
between the characteristics of the TMT and a firm’s interna-
tionalization success through the willingness to invest further
in the host country. Therefore, this method of measuring
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success, which allows gathering current information, consti-
tutes the first contribution of this study.

Second, the study supports the hypothesis that, based on
TMT demographics, companies will have greater or less pro-
pensity for further expansion. The upper echelons theory was
an appropriate conceptual framework for analyzing this stra-
tegic issue. We find that conflict moderates the relationship
between demographic diversity (gender and functional expe-
rience diversity) and international success. We justify the
moderation of conflict under specific circumstances rather
than its mediation of the relationship between diversity and
company success. Conflict is considered as intrinsic to
emerging market expansion. Lower levels of perceived con-
flict by the TMT are better for improving success, supporting
similarity-attraction perspective arguments. In this sense, the
study sheds some light on the open debate concerning the
controversial effects of conflict on strategic decisions, spe-
cifically those related to internationalization.

Third, the study examines this issue in a growing, devel-
oping economy with different characteristics from the usu-
ally-studied European or American developed economies
(Homberg & Bui, 2013). In an emerging and changing con-
text, the effects of conflict may be different and have differ-
ent proportions since they are markets where we have less
experience, so decision-making discrepancies may be more
relevant. In this sense, having higher tenure within the TMT
may reduce the perception of conflict and promote the com-
pany expansion strategy.

While the results expand our knowledge of TMT and firm
international expansion, there are limitations in this study.
Considerable effort was made to collect a representative
sample and avoid biases but data only consists of firms from
a single country. The sample size, although representative of
the total population that we wished to study, was too small to
generalize the results. Moreover, Spanish companies invest-
ing in China are not inexperienced in internationalization
since China is not usually their first destination country. For
this reason, they are usually companies with experience and
managers with long tenures. So, our findings should be con-
sidered with caution as companies with other compositions
of TMT members may experience other behavior. This par-
ticularity could decrease the generalizability of the results.

On the other hand, although the sample was obtained in
2013, the results can also be valid today since the effects of
diversity are timeless. The study implications are derived
from the composition of the TMT at the moment when the
data was collected. This does not depend on the specific year,
but future research could collect new data to test whether the
results are reaffirmed with the variations produced in the
TMT’s composition.

The small sample size did not allow us to consider a more
complex model. Moreover, some other aspects affect groups
dynamics that can be explored in the future as further
research. In this sense, previous research also introduces the
analysis of demographic faultlines when address groups

diversity affecting decision-making and strategic change
(Lau & Murnighan, 1998; Richard et al., 2019). They sug-
gest that team members’ attributes can influence a team’s
behavior performance. In this study, our data was not propi-
tious for drawing these hypothetical dividing lines for split-
ting groups. Perhaps if most companies were JV, including
managers from different companies, nationalities or cultural
values, which was not the case, it would be clearer to make
groupings and analyze the dynamics of these subgroups. It is,
therefore, a line that we can explore in future works.

Declaration of Conflicting Interests

The author(s) declared no potential conflicts of interest with respect
to the research, authorship, and/or publication of this article.

Funding

The author(s) received no financial support for the research, author-
ship, and/or publication of this article.

ORCID iD

Angels Nifierola https://orcid.org/0000-0001-5598-1203

References

Agarwal, S., & Ramaswami, S. N. (1992). Choice of foreign mar-
ket entry mode: Impact of ownership, location and internaliza-
tion factors. Journal of International Business Studies, 23(1),
1-27.

Amason, A. C. (1996). Distinguishing the effects of functional and
dysfunctional conflict on strategic decision making: Resolving
a paradox for top management teams. Academy of Management
Journal, 39(1), 123-148.

Ancona, D. G., & Caldwell, D. F. (1992). Demography and design:
Predictors of new product team performance. Organization
Science, 3(3), 321-341. https://doi.org/10.1287/orsc.3.3.321

Blau, P. (1977). Inequality and heterogeneity: A primitive theory of
social structure. Free Press.

Boone, C., & Hendriks, W. (2009). Top management team diversity
and firm performance: Moderators of functional-background
and locus-of-control diversity. Management Science, 55(2),
165-180. https://doi.org/10.1287/mnsc.1080.0899

Buckley, P. J., Newbould, G. D., & Thurwell, J. C. (1988). Foreign
direct investment by smaller UK firms (2nd ed.). Macmillan
Publishing Company.

Cai, L., Liu, Q., & Yu, X. (2013). Effects of top management
team heterogeneous background and behavioural attributes
on the performance of new ventures. Systems Research and
Behavioral Science, 30(3), 354-366. https://doi.org/10.1002/
sres.2176

Cannella, A. A., Park, J. H., & Lee, H. U. (2008). Top management
team functional background diversity and firm performance:
Examining the roles of team member colocation and environ-
mental uncertainty. Academy of Management Journal, 51(4),
768-784.

Carpenter, M. A. (2002). The implications of strategy and social
context for the relationship between top management team
heterogeneity and firm performance. Strategic Management
Journal, 23(3), 275-284. https://doi.org/10.1002/smj.226


https://orcid.org/0000-0001-5598-1203
https://doi.org/10.1287/orsc.3.3.321
https://doi.org/10.1287/mnsc.1080.0899
https://doi.org/10.1002/sres.2176
https://doi.org/10.1002/sres.2176
https://doi.org/10.1002/smj.226

12

SAGE Open

Carpenter, M. A., & Fredrickson, J. W. (2001). Top management
teams, global strategic posture, and the moderating role of
uncertainty. Academy of Management Journal, 44(3), 533—
545. https://doi.org/10.5465/3069368

Chen, Y.-M., Liu, H.-H., Ni, Y.-T., & Wu, M.-F. (2015). A rational
normative model of international expansion: Strategic intent
perspective, market positions, and founder CEOs/family-suc-
cessor CEOs. Journal of Business Research, 68(7), 1539—1543.
https://doi.org/10.1016/j.jbusres.2015.01.048

Croson, R., & Gneezy, U. (2009). Gender differences in prefer-
ences. Journal of Economic Literature, 47(2), 448—474. https://
doi.org/10.1257/jel.47.2.448

De Clercq, D., Sapienza, H. J., & Crijns, H. (2005). The interna-
tionalization of small and medium-sized firms. Small Business
Economics, 24(4), 409-419. https://doi.org/10.1007/s11187-
005-5333-x

De Dreu, C. K., & Weingart, L. R. (2003). Task versus relationship
conflict, team performance, and team member satisfaction: A
meta-analysis. Journal of Applied Psychology, 88(4), 741-749.
https://doi.org/10.1037/0021-9010.88.4.741

Dess, G. G., & Robinson, R. B. (1984). Measuring organizational
performance in the absence of objective measures: The case
of the privately-held firm and conglomerate business unit.
Strategic Management Journal, 5(3), 265-273.

DeVellis, R. F. (1991). Scale development: Theory and applica-
tions (applied social research methods series (Vol. 26). SAGE
Publications.

Dezso, C. L., & Ross, D. G. (2012). Does female representation
in top management improve firm performance? A panel data
investigation. Strategic Management Journal, 33, 1072—1089.
https://doi.org/10.1002/smj.1955

Dwyer, S., Richard, O. C., & Chadwick, K. (2003). Gender diversity
in management and firm performance: The influence of growth
orientation and organizational culture. Journal of Business
Research, 56(12), 1009-1019. https://doi.org/10.1016/s0148-
2963(01)00329-0

Ensley, M. D., Pearson, A. W., & Amason, A. C. (2002).
Understanding the dynamics of new venture top management
teams: Cohesion, conflict, and new venture performance.
Journal of Business Venturing, 17(4), 365-386. https://doi.
org/10.1016/s0883-9026(00)00065-3

Fernandez-Ortiz, R., & Lombardo, G. F. (2009). Influence of the
capacities of top management on the internationalization of
SMEs. Entrepreneurship and Regional Development, 21(2),
131-154. https://doi.org/10.1080/08985620802176104

Ferrier, W. J. (2001). Navigating the competitive landscape: The
drivers and consequences of competitive aggressiveness.
Academy of Management Journal, 44(4), 858—877. https://doi.
org/10.5465/3069419

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1995).
Multivariate data analysis (3rd ed.). Macmillan Publishing
Company.

Hambrick, D. C., Cho, T. S., & Chen, M.-J. (1996). The influence
of top management team heterogeneity on firms’ competitive
moves. Administrative Science Quarterly, 41(4), 659-684.
https://doi.org/10.2307/2393871

Hambrick, D. C., & Mason, P. A. (1984). Upper echelons: The
organization as a reflection of its top managers. Academy of
Management Review, 9(2), 193-206. https://doi.org/10.5465/
amr.1984.4277628

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

Hernandez-Lara, A. B., Gonzales-Bustos, J. P., & Alarcon-Alarcon,
A. (2021). Social sustainability on corporate boards: The
effects of female family members on R&D. Sustainability, 13,
1982. https://doi.org/10.3390/su13041982

Hinkin, T. R. (1998). A brief tutorial on the development of
measures for use in survey questionnaires. Organizational
Research Methods, 1(1), 104-121. https://doi.org/10.1177/
109442819800100106

Homberg, F., & Bui, H. T. M. (2013). Top management team diver-
sity: A systematic review. Group & Organization Management,
38(4), 455-479. https://doi.org/10.1177/1059601113493925

Inegbedion, H., Sunday, E., Asaleye, A., Lawal, A., & Adebanji, A.
(2020). Managing diversity for organizational efficiency. Sage
Open, 10(1), 1-10. https://doi.org/10.1177/2158244019900173

Jackson, S. E., & Joshi, A. (2004). Diversity in social context: A
multi-attribute, multilevel analysis of team diversity and sales
performance. Journal of Organizational Behavior, 25(6), 675—
702. https://doi.org/10.1002/j0b.265

Janssen, O., Van De Vliert, E., & Veenstra, C. (1999). How task
and person conflict shape the role of positive interdependence
in management teams. Journal of Management, 25(2), 117—
141. https://doi.org/10.1177/014920639902500201

Javalgi, R. G., Griffith, D. A., & Steven White, D. (2003). An
empirical examination of factors influencing the international-
ization of service firms. Journal of Services Marketing, 17(2),
185-201. https://doi.org/10.1108/08876040310467934

Jaw, Y.-L., & Lin, W.-T. (2009). Corporate clite characteristics and
firm’s internationalization: CEO-level and TMT-level roles.
The International Journal of Human Resource Management,
20(1), 220-233. https://doi.org/10.1080/09585190802528797

Jehn, K. A. (1994). Enhancing effectiveness: An investigation of
advantages and disadvantages of value-based intragroup con-
flict. International Journal of Conflict Management, 5(3),
223-238.

Jehn, K. A., Northcraft, G. B., & Neale, M. A. (1999). Why dif-
ferences make a difference: A field study of diversity, con-
flict, and performance in workgroups. Administrative Science
Quarterly, 44(4), 741-763. https://doi.org/10.2307/2667054

Jiang, R. J., Xiong, J., Ding, Y., & Parameswaran, R. (2021). To
wait or not to wait: Pacing international expansion in China
for best results. Journal of Business Strategy, 42(5), 343-350.
https://doi.org/10.1108/jbs-01-2020-0004

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

Jukka, T. (2020). Top management team demography and firm
operating performance: A path analysis. Journal of Strategy
and Management, 14(1), 19-34. https://doi.org/10.1108/jsma-
12-2019-0224

Kanadli, S. B., Bankewitz, M., & Zhang, P. (2018). Job-related
diversity: The comprehensiveness and speed of board deci-
sion-making processes—an upper echelons approach. Journal
of Management & Governance, 22(2), 427-456. https://doi.
org/10.1007/s10997-017-9394-4

Kanter, R. (1977). Men and women of the corporation. Basic Books.


https://doi.org/10.5465/3069368
https://doi.org/10.1016/j.jbusres.2015.01.048
https://doi.org/10.1257/jel.47.2.448
https://doi.org/10.1257/jel.47.2.448
https://doi.org/10.1007/s11187-005-5333-x
https://doi.org/10.1007/s11187-005-5333-x
https://doi.org/10.1037/0021-9010.88.4.741
https://doi.org/10.1002/smj.1955
https://doi.org/10.1016/s0148-2963(01)00329-0
https://doi.org/10.1016/s0148-2963(01)00329-0
https://doi.org/10.1016/s0883-9026(00)00065-3
https://doi.org/10.1016/s0883-9026(00)00065-3
https://doi.org/10.1080/08985620802176104
https://doi.org/10.5465/3069419
https://doi.org/10.5465/3069419
https://doi.org/10.2307/2393871
https://doi.org/10.5465/amr.1984.4277628
https://doi.org/10.5465/amr.1984.4277628
https://doi.org/10.5465/amr.2007.26586096
https://doi.org/10.3390/su13041982
https://doi.org/10.1177/109442819800100106
https://doi.org/10.1177/109442819800100106
https://doi.org/10.1177/1059601113493925
https://doi.org/10.1177/2158244019900173
https://doi.org/10.1002/job.265
https://doi.org/10.1177/014920639902500201
https://doi.org/10.1108/08876040310467934
https://doi.org/10.1080/09585190802528797
https://doi.org/10.2307/2667054
https://doi.org/10.1108/jbs-01-2020-0004
https://doi.org/10.5465/amj.2009.41331491
https://doi.org/10.5465/amj.2009.41331491
https://doi.org/10.1108/jsma-12-2019-0224
https://doi.org/10.1108/jsma-12-2019-0224
https://doi.org/10.1007/s10997-017-9394-4
https://doi.org/10.1007/s10997-017-9394-4

Nirerola et al.

13

Karami, A., Analoui, F., & Korak Kakabadse, N. (2006). The
CEOs’ characteristics and their strategy development in
the UK SME sector: An empirical study. The Journal of
Management Development, 25(4), 316-324. https://doi.
org/10.1108/02621710610655800

Klenke, K. (2003). Gender influences in decision-making processes
in top management teams. Management Decision, 41(10),
1024-1034. https://doi.org/10.1108/00251740310509553

Knight, D., Pearce, C. L., Smith, K. G., Olian, J. D., Sims, H.
P., Smith, K. A., & Flood, P. (1999). Top management team
diversity, group process, and strategic consensus. Strategic
Management Journal, 20, 445-465. https://doi.org/10.1002/
(sic1)1097-0266(199905)20:5<445::aid-smj27>3.0.co;2-v

Kochan, T., Bezrukova, K., Ely, R., Jackson, S., Joshi, A., Jehn,
K., Leonard, J., Levine, D., & Thomas, D. (2003). The effects
of diversity on business performance: Report of the diversity
research network. Human Resource Management, 42(1), 3-21.
http://onlinelibrary.wiley.com/doi/10.1002/hrm.10061/abstract

Krishnan, H. A., & Park, D. (2005). A few good women—on top
management teams. Journal of Business Research, 58(12),
1712-1720. https://doi.org/10.1016/j.jbusres.2004.09.003

Lau, D. C., & Murnighan, J. K. (1998). Demographic diversity
and faultlines: The compositional dynamics of organizational
groups. Academy of Management Review, 23(2), 325-340.
https://doi.org/10.2307/259377

Liang, X., Ndofor, H. A., Priem, R. L., & Picken, J. C. (2010). Top
management team communication networks, environmental
uncertainty, and organizational performance: A contingency
view. Journal of Managerial Issues, XX11(4), 436-455.

Li, P.-Y. (2017). The impact of the top management teams’ knowl-
edge and experience on strategic decisions and performance.
Journal of Management & Organization, 23(4), 504-523.
https://doi.org/10.1017/jmo.2016.24

Meng, S., Yan, J., & Cao, X. (2019). Heterogeneity in top manage-
ment teams and outward foreign direct investment: Evidence
from Chinese listed companies. Frontiers of Business Research
in China, 13(1), 16. https://doi.org/10.1186/s11782-019-0063-0

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

Ng, E. S., & Sears, G. J. (2017). The glass ceiling in context: The
influence of CEO gender, recruitment practices and firm inter-
nationalisation on the representation of women in manage-
ment. Human Resource Management Journal, 27(1), 133-151.

Nielsen, B. B., & Nielsen, S. (2013). Top management team nation-
ality diversity and firm performance: A multilevel study.
Strategic Management Journal, 34, 373-382. https://doi.
org/10.1002/sm;j.2021

Nielsen, S. (2009). Top management team diversity: A review
of theories and methodologies. International Journal of
Management Reviews, 12(3),301-316. https://doi.org/10.1111/
j.1468-2370.2009.00263.x

Ninerola, A., Sanchez-Rebull, M.-V., & Hernandez-Lara, A.-
B. (2017). Entry modes and barriers to internationalisation
in China: An overview of management consulting firms.
Measuring Business Excellence, 21(1), 37-49. https://doi.
org/10.1108/mbe-04-2016-0022

Novotny, F., & Podpiera, J. (2008). The profitability life-cycle
of direct investment: An international panel study. Economic

Change and Restructuring, 41(2),
org/10.1007/s10644-008-9045-5
Pelled, L. H., Eisenhardt, K. M., & Xin, K. R. (1999). Exploring the
black box: An analysis of work group diversity, conflict, and
performance. Administrative Science Quarterly, 44(1), 1-28.

https://doi.org/10.2307/2667029

Penrose, E. T. (1956). Foreign investment and the growth of the
firm. The Economic Journal, 66(262), 220-235. http://www.
jstor.org/stable/2226528

Post, C. (2015). When is female leadership an advantage?
Coordination requirements, team cohesion, and team interac-
tion norms. Journal of Organizational Behavior, 36, 1153—
1175. https://doi.org/10.1002/job.2031

Puthusserry, P., Khan, Z., Nair, S. R., & King, T. (2021). Mitigating
psychic distance and enhancing internationalization of Fintech
SMEs from emerging markets: The role of Board of directors.
British Journal of Management, 32(4), 1097-1120. https://doi.
org/10.1111/1467-8551.12502

Ramos-Garza, C. (2009). TMT strategic consensus in Mexican
companies. Journal of Business Research, 62(9), 854-860.
https://doi.org/10.1016/j.jbusres.2008.10.003

Reinert, R. M., Weigert, F., & Winnefeld, C. H. (2016). Does
female management influence firm performance? Evidence
from Luxembourg banks. Financial Markets and Portfolio
Management, 30(2), 113-136.

Richard, O. C., & Shelor, R. M. (2002). Linking top management
team age heterogeneity to firm performance: Juxtaposing
two mid-range theories. The International Journal of
Human Resource Management, 13(6), 958-974. https://doi.
org/10.1080/09585190210134309

Richard, O. C., Wu, J., Markoczy, L. A., & Chung, Y. (2019). Top
management team demographic-faultline strength and strate-
gic change: What role does environmental dynamism play?
Strategic Management Journal, 40(6), 987-1009. https://doi.
org/10.1002/smj.3009

Saeed, A., & Ziaulhaq, H. M. (2019). The impact of CEO char-
acteristics on the internationalization of SMEs: Evidence
from the UK. Canadian Journal of Administrative Sciences/
Revue Canadienne Des Sciences de [’Administration, 36(3),
322-335.

Simons, T. (1995). Top management team consensus, heterogene-
ity, and debate as contingent predictors of company perfor-
mance: The complimentarity of group structure and process.
Academy of Management Proceedings, 1995, 62—66. https:/
doi.org/10.5465/ambpp.1995.17536282

Simons, T., Pelled, L. H., & Smith, K. A. (1999). Making use of
difference: Diversity, debate, and decision comprehensiveness
in top management teams. Academy of Management Journal,
42(6), 662—673. https://doi.org/10.5465/256987

Tanikawa, T., Kim, S., & Jung, Y. (2017). Top management
team diversity and firm performance: Exploring a function
of age. Team Performance Management: An International
Journal, 23(3/4), 156-170. https://doi.org/10.1108/tpm-06-
2016-0027

Tihanyi, L., Ellstrand, A. E., Daily, C. M., & Dalton, D. R. (2000).
Composition of the top management team and firm interna-
tional diversification. Journal of Management, 26(6), 1157—
1177. https://doi.org/10.1177/014920630002600605

Tjosvold, D., Law, K. S., & Sun, H. (2006). Effectiveness
of Chinese teams: The role of conflict types and conflict

143-153. https://doi.


https://doi.org/10.1108/02621710610655800
https://doi.org/10.1108/02621710610655800
https://doi.org/10.1108/00251740310509553
https://doi.org/10.1002/(sici)1097-0266(199905)20:5
https://doi.org/10.1002/(sici)1097-0266(199905)20:5
http://onlinelibrary.wiley.com/doi/10.1002/hrm.10061/abstract
https://doi.org/10.1016/j.jbusres.2004.09.003
https://doi.org/10.2307/259377
https://doi.org/10.1017/jmo.2016.24
https://doi.org/10.1186/s11782-019-0063-0
https://doi.org/10.5465/amr.1996.9605060217
https://doi.org/10.1002/smj.2021
https://doi.org/10.1002/smj.2021
https://doi.org/10.1111/j.1468-2370.2009.00263.x
https://doi.org/10.1111/j.1468-2370.2009.00263.x
https://doi.org/10.1108/mbe-04-2016-0022
https://doi.org/10.1108/mbe-04-2016-0022
https://doi.org/10.1007/s10644-008-9045-5
https://doi.org/10.1007/s10644-008-9045-5
https://doi.org/10.2307/2667029
http://www.jstor.org/stable/2226528
http://www.jstor.org/stable/2226528
https://doi.org/10.1002/job.2031
https://doi.org/10.1111/1467-8551.12502
https://doi.org/10.1111/1467-8551.12502
https://doi.org/10.1016/j.jbusres.2008.10.003
https://doi.org/10.1080/09585190210134309
https://doi.org/10.1080/09585190210134309
https://doi.org/10.1002/smj.3009
https://doi.org/10.1002/smj.3009
https://doi.org/10.5465/ambpp.1995.17536282
https://doi.org/10.5465/ambpp.1995.17536282
https://doi.org/10.5465/256987
https://doi.org/10.1108/tpm-06-2016-0027
https://doi.org/10.1108/tpm-06-2016-0027
https://doi.org/10.1177/014920630002600605

SAGE Open

management approaches. Management and Organization
Review, 2,231-252.

Torchia, M., Calabro, A., & Huse, M. (2011). Women directors
on corporate boards: From tokenism to critical mass. Journal
of Business Ethics, 102(2), 299-317. https://doi.org/10.1007/
s10551-011-0815-z

Wiersema, M. F., & Bantel, K. A. (1992). Top management team
demography and corporate strategic change. Academy of
Management Journal, 35(1), 91-121. https://doi.org/10.5465/
256474

Williams, K. Y., & O’Reilly, C. A., III. (1998). Demography and
diversity in organizations: A review of 40 years of research.
Research in Organizational Behavior, 20, 77-140. https://doi.
org/10.1177/104649640003 100505

Yi, Y., Ndofor, H. A., He, X., & Wei, Z. (2018). Top management
team tenure diversity and performance: The moderating role
of behavioral integration. /[EEE Transactions on Engineering
Management, 65(1), 21-33. https://doi.org/10.1109/tem.2017.
2737663

Zhang, P. (2007). Top management team heterogeneity and firm
performance: An empirical research on Chinese listed compa-
nies. Frontiers of Business Research in China, 1(1), 123—134.
https://doi.org/10.1007/s11782-007-0008-x

Zimmerman, M. A., & Brouthers, K. D. (2012). Gender het-
erogeneity, entreprencurial orientation and interna-
tional diversification. [International Journal of Gender
and Entrepreneurship, 4(1), 20—43. https://doi.org/10.1108/
17566261211202963


https://doi.org/10.1007/s10551-011-0815-z
https://doi.org/10.1007/s10551-011-0815-z
https://doi.org/10.5465/256474
https://doi.org/10.5465/256474
https://doi.org/10.1177/104649640003100505
https://doi.org/10.1177/104649640003100505
https://doi.org/10.1109/tem.2017.2737663
https://doi.org/10.1109/tem.2017.2737663
https://doi.org/10.1007/s11782-007-0008-x
https://doi.org/10.1108/17566261211202963
https://doi.org/10.1108/17566261211202963

