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Abstract
By bringing team members with different cultural backgrounds together, teams in international business can benefit from
cultural diversity and reach higher levels of performance. Cultural diversity also brings challenges, however, and diversity
research has identified the need to consider moderating influences in the diversity–performance relationship. Team lead-
ership should be particularly important in this respect and drawing on a theoretical analysis that puts an understanding of
cultural diversity center stage, we propose that factors that reflect leaders’ experience with cultural diversity positively
moderate the relationship between cultural diversity and team performance. We identify leader cultural background
(local vs. foreign to the host culture) and leader team tenure as such factors. We predict that the influence of team nation-
ality diversity (a form of cultural diversity) on team performance is more positive with a leader who is foreign to the host
country than with a local leader, and with a leader with longer team tenure. In addition, we predict that the one moderating
influence substitutes for the other, such that the effect of leader cultural background is stronger for leaders with shorter
tenure with the team. Results from a survey of N= 66 teams (N= 336 individuals) from a multinational company support
these hypotheses and inform our discussion of ways forward in the study of leadership and team diversity.
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With growing internationalization and a shift of busi-
nesses to new markets, cultural diversity in multinational
organizations is an issue of growing relevance to research
and practice. Because work is increasingly organized
in team-based ways (Ilgenet al., 2005; Mathieu et al.,
2017), this growing internationalization invites a focus
on the influence of team cultural diversity on team perfor-
mance. Consistent with findings from research in team
diversity more broadly (Guillaume et al., 2017; Williams &
O’Reilly, 1998), research shows that team cultural diversity
is a “double-edged sword” (Milliken & Martins, 1996) that
has the potential to boost as well as disrupt team performance
(as per the meta-analysis by van Dijk et al., 2012). The col-
laborative efforts of individuals with different cultural back-
grounds can be disrupted by misunderstandings (Earley &
Gibson, 2002) and intergroup biases that disrupt team perfor-
mance (Kooij-de Bode et al., 2008). At the same time, cul-
tural diversity may introduce diversity of information and
perspectives from which the team may benefit in problem
solving, decision making, and creativity and innovation,
and thus ultimately in team performance (Ely & Thomas,
2001; Nederveen Pieterse et al., 2013). This double-edged

nature of team cultural diversity puts a premium on an under-
standing of moderating influences preventing negative effects
and promoting positive effects of team cultural diversity
(van Knippenberg & Schippers, 2007). Team leadership
should be a particularly important influence in this respect,
because of team leaders’ ability to directly and adaptively
interact with the team (van Knippenberg et al., 2013; cf.,
Hackman, 2002; Kozlowski & Bell, 2003).

In the current study, we draw on van Knippenberg et al.’s
(2013) and van Knippenberg & van Ginkel (in press) theory
of leadership and diversity that emphasizes the core role of
leaders’ understanding of team diversity and the importance
of learning from experience with diversity to develop this
understanding. Drawing on this theoretical framework, we
address a key issue directly following from that
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framework: identifying factors that reflect experience with
cultural diversity and that therefore can be expected to
exert a positive moderating influence on the relationship
of team cultural diversity and team performance.
Following van Knippenberg et al.’s (2013) analyses, we
see experience with cultural diversity as foundational in
developing leaders’ understanding of cultural diversity.
We identify leader nationality (foreign to the country in
which the team is located or from the host country) and
leader tenure with the team as two factors reflecting expe-
rience with cultural diversity and argue that they are com-
plementary moderating influences on the team cultural
diversity–team performance relationship.

The unique contribution of our study lies in the fact that,
by drawing on van Knippenberg et al.’s (2013) theory about
the importance of learning from experience with (cultural)
diversity, it complements earlier work that built on a leader-
ship theory that was not specifically developed to capture the
role of leadership in (culturally) diverse teams (e.g., transfor-
mational leadership, Kearney& Gebert, 2009—but see van
Knippenberg & Sitkin, 2013; leader–member exchange;
Nishii &Mayer, 2009; participative and directive leadership,
Somech, 2006). Our point is not to argue against the value of
such work drawing on “generic” leadership perspectives;
rather, we contend that there is a value added in comple-
menting such generic perspectives with a perspective spe-
cific to team diversity—and in this case specific to team
cultural diversity—because this adds insights unique to cul-
tural diversity that would not follow from such generic per-
spectives (cf., van Knippenberg, 2017a). By extension, our
study also contributes to the study of leadership and diversity
beyond the focus on cultural diversity. A direct implication of
our analysis is that the same logic that leads us to focus on
factors reflecting experience with cultural diversity should
extend to other forms of diversity (e.g., gender diversity
and functional background diversity). Identifying factors cap-
turing leaders’ experience with those forms of diversity
would point to moderating influences in the relationship of
those forms of diversity with team performance. Thus, while
the current findings are unique to team cultural diversity,
they provide the building blocks to identify similar influ-
ences on the leadership of teams that are diverse on other
attributes. As such, our study further develops a diversity-
specific leadership theory that should not be limited to
cultural diversity even when our findings are.

Theoretical Background and Hypotheses

Team diversity refers to the extent to which there are
differences between team members on an attribute of
interest—demographics (e.g., culture and gender), job-related
attributes (e.g., functional background and education),
traits (personality and ability), affect, or cognition (van
Knippenberg & Schippers, 2007). Arguably the core finding

in team diversity research is that diversity can have both pos-
itive and negative effects on team process and performance
(van Dijk et al., 2012). The reasons for this are well under-
stood. In an integrative theoretical framework, the categori-
zation–elaboration model, van Knippenberg et al. (2004)
describe how diversity has the potential to boost as well
as to disrupt team performance. On the one hand, more dis-
similar team members are likely to have more dissimilar
information and perspective relevant to the task at hand,
and by integrating these diverse perspectives more diverse
teams can reach better decisions (Williams & O’Reilly,
1998), be more creative and innovative (van Knippenberg,
2017b), and perform better than more homogeneous teams
(van Knippenberg & Schippers, 2007). On the other hand,
however, dissimilarity may invite members to make a distinc-
tion between an ingroup of members similar to self (“us”) and
an outgroup of members dissimilar to self (“them”) (Williams
& O’Reilly, 1998). Such us–them categorizations can invite
biases that favor ingroup over outgroup and that render
members less willing to communicate and collaborate
with dissimilar team members. To the extent that this occurs,
such social categorization processes disrupt the information
exchange and integration (i.e., elaboration; van Knippenberg
et al., 2004) process that drives the positive performance
effects of diversity, with poorer performance in more
diverse teams as a result. Neither the positive effects nor the
negative effects of diversity are automatically obtained; they
are moderated by team member characteristics, task character-
istics, and situational characteristics (Guillaume et al., 2017;
van Knippenberg & Mell, 2016). This makes the study
of moderating influences core to the study of the effects
of team diversity on team performance (van Knippenberg
& Schippers, 2007).

The double-edged nature of diversity is observed for a
wide range of attributes (van Dijk et al., 2012), but is
perhaps nowhere more salient than for cultural diversity.
Within the international business context of our study,
we use the term cultural diversity as it is often applied in
international business to refer to diversity in nationality
(which is not to deny within-nationality cultural differ-
ences; Ely & Thomas, 2001). Cultural differences are a
well-known source of negative stereotypes and intergroup
biases (Williams & O’Reilly, 1998). Moreover, as cultural
diversity in international companies is invariably related to
assignments in foreign countries, cultural diversity also comes
with various problems of international team members adjust-
ing effectively to the host culture, the people inside the host
country, and the job (Black et al., 1991), and vice versa for
host culture members to adapt to working with foreign nation-
als. At the same time, cultural diversity may be associated
with valuable differences in knowledge, experience, and per-
spectives that may benefit team performance. This may hold
especially in the context of international business, where
working in different countries is likely to be associated with
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different experiences and with the acquisition of country-
specific knowledge that can prove useful in addressing
issues that cross national borders, as is inherent to interna-
tional business. Accordingly, the challenge for multinational
organizations is to manage team cultural diversity to prevent
its potentially negative effects and promote its potentially pos-
itive effects (Earley & Gibson, 2002).

In this respect, team leadership arguably should assume
center stage. Team leaders directly interact with the team
and have considerable discretion in how they shape these
interactions. As a result, they can be more adaptive and
proactive in how they guide the team than more structural
diversity management solutions such as human resources
management practices targeted at diversity and inclusion
that inevitably are more static and less adaptive (van
Knippenberg et al., 2013; cf., Nishii et al., 2018; van
Knippenberg et al., 2020). In their theoretical analysis of
team leadership and team diversity that builds on the anal-
ysis laid down in the categorization–elaboration model,
van Knippenberg et al. (2013) and van Knippenberg &
van Ginkel (in press) proposed that team leadership should
capitalize on this position of direct and adaptive interaction
with the team to focus on actions tailored to their team’s
diversity. They argued that at the core of effective leadership
of diverse teams lies an understanding of team diversity
(team cognition referred to as diversity mindset) that reflects
an appreciation of the benefits of a focus on exchanging and
integrating diverse perspectives and of the challenges in col-
laborating with dissimilar others (cf., van Ginkel & van
Knippenberg, 2012). Van Knippenberg et al. (2013) outlined
how leaders can develop this understanding through experi-
ence with team diversity and can guide team members to
develop a similar understanding to reap the performance
benefits of diversity rather than to fall prey to diversity’s
potential disruptive effects. Importantly, their analysis also
outlines that this does not concern a generic understanding
of diversity but an understanding of diversity specific to
a given diversity attribute. The leader’s understanding of
gender diversity may, for instance, be more developed
than the leader’s understanding of cultural diversity, and
the leader’s understanding of gender diversity would
include gender-specific elements that do not apply to cul-
tural diversity and vice versa.

van Knippenberg et al.’s (2013) analysis offered two
important implications that we further develop in the
current study. First, there is an important value added in
identifying factors that reflect leader experience with diver-
sity, because these factors can be expected to exert a positive
moderating influence on the diversity–performance relation-
ship. Second, considering such factors require an analysis
specific to the diversity attribute of interest.

In the context of our focus on international business, we
see factors specifically reflecting experience with cultural
diversity primarily in leader cultural background (i.e.,

nationality; local host culture nationality vs. foreign nation-
ality) and leader tenure with the team (i.e., which for more
culturally diverse teams reflects more extended experience
working with a culturally diverse team). In a nutshell, we
argue that both leader foreign (as compared with local)
nationality and leader team tenure reflect experience with
cultural diversity and thus positively moderate the team cul-
tural diversity–performance relationship. Moreover, we
argue that there are diminishing returns on experience
with cultural diversity such that the influence of leader cul-
tural background is stronger with lower tenure.

Leader Cultural Background and Team Cultural
Diversity

Even in international business with a company presence in
multiple countries around the world, the typical situation
is that the host culture/nationality in any given country
is much more strongly represented in team composition
(e.g., Tröster & van Knippenberg, 2012). An important
way to think of a leader cultural background is thus in terms
of whether the leader is “local” or “foreign”; whether the
leader is from the host country (as defined by nationality)
and typically sharing the cultural background of the majority
of members in most teams within that country or from another
country than the host country (as defined by nationality), and
thus holding a minority group background from the perspec-
tive of most team members within the host country. This is a
factor of increasing relevance as the number of “foreign”
leaders in international business is growing (Staples, 2007).

We propose that all other things being equal, foreign
leaders as compared with local leaders have more experi-
ence with cultural diversity as a result of their personal
expatriate situation. Because most people in a host country
are from the host country, both within the organization and
in society more broadly, this inherently means that foreign
leaders experience more cross-cultural interaction than
local leaders. Having the experience does not equate to
learning from experience; cross-cultural experience does
not equate to an understanding of cultural diversity. That
said, however, it is a reasonable assumption that one
learns more about cultural diversity when one has more expe-
rience with cultural diversity than one has less experience
with cultural diversity. Thus, it is a reasonable jumping-off
point to state that foreign leaders are better positioned to
develop an understanding of cultural diversity than local
leaders. As a case in point, the expatriate literature has docu-
mented that learning from cross-cultural experiences is integral
to expatriate effectiveness (Bashkar-Shrinivas et al., 2005;
Hechanova et al., 2003; Mendenhall & Odou, 1985). This is
also consistent with the notion that international assignments
are important in developing cross-cultural competencies
(Takeuchi & Chen, 2013; Tihanyi et al., 2000).
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Such learning from cross-cultural experience should not
be limited to learning about the host culture and the chal-
lenges people from one’s own culture face within the host
culture. Cross-cultural experience should make foreign
leaders more attuned to the challenges of cross-cultural col-
laboration more broadly (Bird et al., 2010; Jokinen, 2005).
For instance, realizing that host and own culture may
invite different interpretations of the same event or have dif-
ferent interaction norms may make one also realize that
other cultures may come to yet other interpretations or
work from yet other norms. Foreigner leaders as compared
with local leaders should thus have the advantage of being
more attuned to a culturally diverse context as a result of
their own experiences as a foreigner in the host country.
Foreign leaders of culturally diverse teams may better
understand the needs and experiences of team members
with foreign cultural backgrounds—also when not the
same as their own—than local leaders. Foreign leaders
will also have ample experience interacting with host
culture members as foreign nationals. This also better posi-
tions foreign leaders to support other foreign nationals on
their team in functioning in interaction with host culture
members than local leaders.

These skills speak to both sides of the double-edged sword
of cultural diversity. Foreign leaders’ greater awareness of
cultural differences and reactions to culturally dissimilar
others in the host country may be important in defusing inter-
cultural tensions between team members that may disrupt
team performance in diverse teams and as such may diminish
the potentially negative effects of cultural diversity. At the
same time, by virtue of a greater awareness of the different
perspectives associated with cultural differences and being
better able to support culturally dissimilar team members in
adjusting to the host culture and their work, they may also
be instrumental in focusing the team on the learning opportu-
nities and informational benefits that cultural diversity may
introduce (cf., van Knippenberg et al., 2013), and thus stim-
ulate the performance benefits from team cultural diversity.
Therefore, we predict:

Hypothesis 1: Team cultural diversity is more positively
related to team performance with a foreign team leader
than with a local team leader.

Leader Team Tenure and Team Cultural Diversity

The key element in our analysis is experience with cultural
diversity. As per our Hypothesis 1 rationale, foreign leaders
have an advantage over local leaders in this respect in that,
all other things being equal, they have more cross-cultural
experience. The culturally diverse nature of multinational
organizations implies, however, that leaders also acquire
experience with cultural diversity working with a culturally
diverse team—and this should also hold for local leaders.

Leading the team itself can be a source of cross-cultural
experience and the longer the leader’s tenure the more the
leader accumulates such cross-cultural experience. Thus,
we can also expect leader tenure with the team to be a pos-
itive moderating influence on the relationship between team
cultural diversity and team performance.

Learning from experience means that as experience accu-
mulates, one’s learning accumulates. More experience
leading culturally diverse teams—longer tenure with the
team—should thus be associated with a better understand-
ing of cultural diversity. The notion that over time people
learn to better deal with cultural diversity is consistent
with other diversity research. Harrison et al. (1998) argued
that while initial responses to cultural differences may be
based on cultural stereotypes and biases that can stand in
the way of effective communication and collaboration,
over time individuals may learn to look beyond the differ-
ences that are the basis for their stereotyped perceptions
and learn to more effectively work together (cf., Chatman &
Flynn, 2001; Earley & Mosakowski, 2000). Hambrick et al.
(1998) likewise noted that with higher leader team tenure
teams may form more trust and understanding for differences
in values and beliefs within the team and have better cooper-
ation and performance as a result. Thus, through experiences
of leading diverse teams, leaders may develop awareness of
and skills to manage cultural differences in their teams.
Leader tenure with the team may thus be associated with a
greater ability to prevent disruptive effects of cultural diversity
and to stimulate synergetic performance benefits.

Hypothesis 2: Team cultural diversity is more positively
related to team performance the higher leader tenure is.

Leader Tenure Moderates Leader Cultural
Background Effects

Foreign leaders are exposed to substantially more cross-
cultural experiences than local leaders. As per the rationale
for Hypothesis 1, they have more cross-cultural interactions
than local leaders in the host country outside of the organi-
zation, within the organization at large, and likely also
within the team, simply because host country nationals are
likely to be the majority in all these contexts. As a result
of this, we can expect that longer tenure with their team
adds less to foreign leaders’ cross-cultural experience than
to local leaders’ cross-cultural experience.

Put differently, we can expect diminishing returns in
learning from cross-cultural experiences, and foreign
leaders will reach this point of diminishing returns earlier
in their tenure than local leaders. One can learn different
things from different cross-cultural experiences. In addition,
the repeated cross-cultural experience of the same, or
similar, nature may also enhance learning as the repetition
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may help people to recognize patterns and reinforce
learnings from earlier experience. Thus, as experience
accumulates, so does learning. With growing cross-
cultural experience, however, one will also increasingly
find oneself in familiar cross-cultural experiences from
which less additional learning is to be gained if any. As
per Hypothesis 1 rationale, we can expect foreign leaders
to reach this point earlier than local leaders. By extension,
we can expect the positive influence of tenure with the
team, as captured in Hypothesis 2 rationale, to be stronger
for local than for foreign leaders.

Both foreign cultural background and tenure with the
team are understood to moderate the relationship between
team cultural diversity and team performance, because of
the understanding of cultural diversity team leaders can be
expected to have gained through their expatriate experience
or through their tenure working with a culturally diverse
team. Accordingly, the conclusion that leader tenure with
the team adds less to such understanding of cultural diver-
sity for foreign than for local leaders implies a three-way
interaction of leader cultural background, leader team
tenure, and team cultural diversity:

Hypothesis 3: The moderating effect of leader cultural
background in the relationship of cultural diversity and
performance is stronger with lower leader team tenure.

Method

Our empirical work is based on a survey drawn from a
globally active European aviation group comprising
more than 500 subsidiaries and affiliates worldwide. The
company in the aviation sector operates in five business
areas: passenger transportation; logistics; maintenance,
repair, and overhaul; catering; and IT services. Global
partnerships and bilateral joint ventures strengthen their
business model internationally and enable the company
to participate in global growth beyond their home
markets. The firm employs people from about 150 coun-
tries and is represented in almost every country worldwide
through their service businesses. A combination of hub-
based and point-to-point products creates omnidirectional
service offers from all home markets.

The airline industry is subjected to a lot of fluctuations
in the current dynamic times and changing markets. Business
processes, coordination at interfaces, and the decision making
per se are getting faster andmore complex. Therefore, creating
effective teams with strong cultural expertise in working with
partners in growth markets at short will be important in rela-
tion to international competition. As a result, knowing how to
manage diverse teams in an effective way is a key success
factor for the organization.

Sample and Procedure

To request participation in our survey, we gave company-
wide presentations to executives to describe the study and
its benefits. The initiative was also posted on the intranet
and was explained by managers in their global group calls.
In this process, potential respondents were only exposed to
the broad brief of the study and not to more specific informa-
tion regarding research questions and hypotheses.

Surveys were sent to 277 members of 68 teams and their
team managers based at 37 different departments in 19
countries. Teams were working in a variety of professional
groups, such as in-ground operations, sales, product and
marketing, and human resources. In total, we received
responses from 66 teams (97%). From these teams, we
received responses from all 66 managers and 270 team
members (i.e., the response rate of the 66 participating
teams was 100%). Team members had 19 different nationali-
ties and 132 were men and 138 women. On average, the age
of team members was 39.69 years (SD= 10.17) ranging from
21 to 64 years. Mean job tenure was 12.00 years (SD= 9.60)
with a minimum of 1 year and a maximum of 39 years. Team
leaders were 43 men and 23 women and represented 19 dif-
ferent nationalities. Team leader age averaged 43.09 years
(SD= 8.43) ranging from 25 to 62 years, with a mean tenure
of 17.86 years (SD= 8.31) ranging from 2 to 42 years. All
team members and leaders were employed full time.

Paper-based and online surveys in English and German
were distributed to managers and team members who
were invited to fill out the questionnaire. The survey was
anonymous. Team leaders were asked to fill out a separate
questionnaire on which to evaluate team performance.
Twenty-one percent, 12%, and 9% of respondents were
based in the United States, Russia, and Germany, respec-
tively. Six percent were based in India and Indonesia.
Three percent were located in Hungary, Greece, South
Africa, Spain, Israel, Equatorial Guinea, United Kingdom,
Nigeria, Vietnam, Eritrea, Lebanon, and Belgium.

Measures

Team Performance. To measure team performance, we
used a questionnaire with nine items based on Hackman
(1987). The scale for team performance consists of seven
more specific items plus two items about the overall perfor-
mance. The questions captured the conception of team
effectiveness as being able to meet task challenges, complet-
ing work on time, being able to generally perform well, and
effort of the teams. Sample questions are “The team often
fails to fulfill their tasks on time” (reverse coded) and
“This team is good in coming up with ways to complete
their tasks.” The response scale ranged from 1 (“strongly dis-
agree”) to 5 (“strongly agree”). The reliability of this scale
was good; Cronbach’s α= 0.75.
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Leader Team Tenure. Survey participants were asked
how long they had been working with their current team
leader, stated in years and months. Leader team tenure
was calculated as the mean of team members’ tenure with
the leader. We adopted this approach in recognition of the
fact that turnover of team members is a reality. This
means that the leader’s tenure in the current position will
often be longer than the time spent working with the
current team members. Because we did not have access to
such turnover information (i.e., including the cultural back-
ground of those that had left the team during the leader’s
tenure in the position), we concluded that the current
measure best captured the leader’s experience working
with the team and its current cultural diversity.

Team Cultural Diversity. Participants were asked to indi-
cate their cultural background. The diversity literature sug-
gests Blau’s index of heterogeneity (Blau, 1977) for
calculating diversity of categorical variables (Harrison &
Klein, 2007): 1−∑(Pi)

2, where Pi is the proportion of a
team’s members in the ith category.

Sixty-six percent of the teams were homogeneous, 9%
were half from one culture and half from another, 3% had
two team members from one culture, one from another,
and one member from yet another, whereas 22% were
completely heterogeneous. What this means is that the dis-
tribution of team compositions leans toward homogeneous
teams, which is a reality of the research population and
not unique to this company—in most if not all multinational
companies, the host country nationality is likely to be by far
the largest group (cf., Tröster & van Knippenberg, 2012).

Leader Cultural Background. To capture the leader’s
cultural background, we used a dummy variable that indi-
cates whether the leader has the host country nationality
(1= a local leader) or a different nationality (0= a foreign
leader). This measure does not take into account how cultur-
ally different the leader’s home country is from the host
country and in that sense results in a conservative test of
our hypotheses should cultural distance matter. The reason

for us to rely on this simple measure is that it is objective
(i.e., has a legal basis in citizenship) as compared to inevita-
bly subjective ways to capture cultural distance. Moreover, it
is not clear what the most appropriate way to capture cultural
distance would be. There are, for instance, different models of
cultural values and it is not clear that one would be more
appropriate than the other, whether using all or a subset of
cultural values would be more appropriate, or whether multi-
ple values should be used weighted or unweighted (cf.,
Tröster & van Knippenberg, 2012). We deemed potentially
biasing this measure by the operationalization of cultural dis-
tance a risk to the validity of conclusions that simply rely on
the local–foreign dichotomy does not carry.

Controls. Because leadership needs may be stronger for
larger teams, we controlled for team size. We also controlled
for the host country using three dummies representing the
three countries with the largest representation with the
survey—the USA, Russia, and Germany.

Results

Means, standard deviations, and correlations for study var-
iables are shown in Table 1.

Test of Hypotheses

Hypotheses were tested in regression analysis (see Table 2)
using standardized variables for the interactions (Aiken &
West, 1991). In the first step, the regression model included
the control variables. Findings here do not speak to hypoth-
eses tests but do show that teams in Germany tended to do
worse. In the second step, we entered leader cultural back-
ground and scores for leader team tenure and team cultural
diversity. The effect of team cultural diversity was signifi-
cant (β= 0.21, p < .001). In the third step, we added the
interactions between leader cultural background and team
cultural diversity, leader cultural background, and leader

Table 1. Descriptive Statistics and Intercorrelations for Study Variables.a

Variables Mean SD 1 2 3 4 5 6 7 8

1. Team performance 4.05 0.52 —

2. Team size 4.09 1.96 .01 —

3. Dummy Germanb 0.09 0.29 −.32* −.01 —

4. Dummy American 0.23 0.42 .08 .03 −.17 —

5. Dummy Russian 0.12 0.33 .15 .03 −.12 −.20 —

6. Leader cultural background 0.56 0.50 −.18 .09 .28* −.17 .05 —

7. Team cultural diversity 0.19 0.28 .35* .14 −.21 −.44* −.25* −.03 —

8. Leader team tenure 5.27 4.07 .07 .22 −.14 .13 .19 .15 .00 —

aN= 66 teams.
bDummies are coded such that they contrast results for German, American, and Russian respondents with the “rest” category.
*p< .05.
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team tenure, as well as the interaction between team cultural
diversity and leader team tenure.

The interaction between leader cultural background and
team cultural diversity was significant (β=−0.34, p< .01) as
was the interaction between leader team tenure and team cul-
tural diversity (β= 0.19, p< .02). To understand the nature of
these interactions, we performed a simple slope analysis
(Aiken & West, 1991). Supporting Hypothesis 1, cultural
diversity was positively related to team performance when
the leader was foreign, b=0.37, t= 4.11, p< .0001, whereas
cultural diversity and team performance were unrelated when
the leader was local, b= 0.03, t= 0.30, ns (see Figure 1).
Supporting Hypothesis 2, cultural diversity was positively
and more strongly related to team performance when the
leader had high tenure (1 SD above the mean), b= 0.52,
t= 3.59, p< .001, than when the leader had low tenure (1 SD
below the mean), b= 0.26, t=2.28, p< .03 (see Figure 2).

In the final step, the three-way interaction term of leader cul-
tural background and team cultural diversity and leader tenure
was inserted. This interaction was significant, β= 0.37,
p< .016 (see Figure 3). To establish the nature of this inter-
action, we conducted a simple slope analysis. Cultural

diversity was positively related to performance when the
leader was local and had higher tenure, b= 0.43, t= 3.27,
p< .01, but was negatively related to performance when
the leader was local and had lower tenure, b=−0.42, t=
2.44, p< .02. For foreign leaders, in contrast, cultural diversity
was positively related to performance when the leader had
lower tenure, b= 0.31, t= 2.72, p< .01, as well as when the
leader had higher tenure, b= 0.41, t= 2.84, p< .01. This
pattern of results supports Hypothesis 3.

Discussion

Theoretical analysis of leadership and diversity suggests that
a key factor in leaders’ effectiveness in leading culturally
diverse teams is the understanding of cultural diversity that
leaders develop through experience with cultural diversity
(van Knippenberg et al., 2013). Building on this analysis,
we proposed that the relationship between team nationality
diversity and team performance in international business is
more positive with a foreign team leader as compared with
a local team leader as well as with higher leader team
tenure because both these factors reflect leader experience
with cultural diversity. We further argued that there are
diminishing returns in learning from experience with cultural
diversity and that as a result the greater effectiveness of
foreign over local leaders would be observed primarily for
leaders with shorter team tenure. Our empirical analysis con-
firmed these two-way and three-way interaction hypotheses.
Thus, our study constitutes a conceptual and empirical

Figure 2. The interaction of team cultural diversity and leader
team tenure.

Figure 1. The interaction of team cultural diversity and leader
cultural background.

Figure 3. Interaction of team cultural diversity, leader cultural
background, and leader team tenure.
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development of van Knippenberg et al.’s (2013) and van
Knippenberg & van Ginkel (in press) diversity mindset
theory of leadership and diversity. From this development
follows a number of implications for theory and practice
worth considering.

Theoretical Implications

In their theoretical analysis, van Knippenberg et al. (2013)
emphasized that understanding of team diversity develops
from experience with diversity and that such experience
needs to be specific to the diversity attribute of interest (i.e.,
in the case of the current study, cultural diversity). They did
not analyze how leaders would gain such experience,
however. In that respect, our study develops and extends
van Knippenberg et al.’s conceptual work by putting factors
reflecting leader experience with cultural diversity center
stage. We highlight three theoretical implications that follow
from this focus on leader experience with cultural—more spe-
cifically, nationality—diversity.

The first issue to highlight is that our study is valuable in
identifying two important ways in which leaders gain experi-
ence with cultural diversity, but that this by no means implies
that there would not be other sources of experience worth con-
sidering. An obvious further development is to consider other
ways in which leaders may gain experience with cultural
diversity. One such factor is experiences abroad. A leader
may be local, but when the leader has previous experience
in an expatriate role (cf., the foreign leaders in our study),
they may have gained cross-cultural experience in an earlier
position. In a similar vein, leader tenure with the team may
provide experience with cultural diversity, but leaders may
also gain such experience through earlier assignments (i.e.,
in a sense a tenure effect, but not with the current team).
More broadly exploring the potential sources of leader expe-
rience would be important to further develop the current anal-
ysis, because it would bolster the case that the communality
between all the different ways to capture leader experience
with diversity is indeed experience with diversity—and not
some other factor that may covary with some of these
factors. It would also be important because such knowledge
would be highly actionable—an issue we revisit in consider-
ing the implications for practice below.

A second issue to highlight here is that experience
should not be equated to learning from experience. Following
van Knippenberg et al. (2013), the core argument underlying
our analysis is that through experience with cultural diversity
leaders develop an understanding of how to lead culturally
diverse teams. Such an understanding of diversity does not
automatically follow from experience, however. We may
expect leaders to differ in the extent to which it does. For
instance, there will be trait differences in the extent to which
the leader is open to the experiences—as per the personality
factor openness to experience—and the extent to which the

leader is focused on learning from experience—as per the
trait learning goal orientation (cf., van Knippenberg et al.,
2004). What such traits have in common is an open-minded
focus on learning and development, and we can expect that
leaders scoring higher on these traits benefit more from expe-
riences with cultural diversity. In a related fashion, learning
from experience can also be guided by leadership develop-
ment programs (cf., van Knippenberg et al., 2013). That is,
by actively encouraging leaders to reflect on their experiences
and learn from their experience, leadership development
efforts may boost the extent to which leaders learn from expe-
rience with cultural diversity. Developing these propositions
in future research would be important both because this
would contribute to the further development of theory and
because it would result in actionable knowledge for leader
selection and development.

The third consideration we would highlight is that while
the factors we considered are unique to cultural diversity, as
per van Knippenberg et al. (2013), the underlying logic
should not be. For other diversity attributes too it should
hold that leaders can be more effective in leading teams
that are diverse on the attribute of interest when they have
developed their understanding of that diversity through
experience with that diversity. An important further devel-
opment of this analysis would thus be to apply the same
logic to other forms of diversity (e.g., gender, age, and
job-related attributes). In doing so, it would be important
to recognize that not all forms of diversity will be equally
salient (van Knippenberg et al., 2004) and that not all
forms of diversity would as obviously invite a focus on
learning to work with that form of diversity. Nationality
diversity in international business may present a particularly
salient form of diversity for which leaders will be readily
aware that it poses challenges that they need to learn to
meet. Thus, the present study context may reflect a situation
in which leaders may have been more focused on learning
from their experience with diversity than they perhaps
would be in other contexts. For instance, would leaders be
as focused on learning from experience with gender diver-
sity or with diversity in sexual orientation? Based on the
current data we can only speculate, but the implication of
these considerations is that moderating influences such as
leader traits or leadership development programs (as per
the previous point) may be more important in stimulating
learning for diversity attributes that less obviously invite a
learning focus than we believe can be expected for national-
ity diversity in international business.

The importance of leader experience with cultural diver-
sity is also underscored by our finding that cultural diversity
was negatively related to team performance for local leaders
with low tenure. This is consistent with the notion of cultural
diversity as a double-edged sword (Milliken & Martins,
1996; van Knippenberg et al., 2004). It also underscores
the need for organizations to find ways to provide individuals
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scheduled to take on leadership roles of more culturally
diverse teams with cross-cultural experience—without such
experience, cultural diversity may actually present an obsta-
cle to team effectiveness.

Implications for Practice

We believe that an advantage of the current focus on leader
experience is that it results in actionable knowledge: organiza-
tions can select on experience as well as focus on creating the
opportunity for such experience in leadership development
programs. The current evidence that indicators of leaders’
experience with cultural diversity (i.e., foreign national
status and tenure with the team) position them to better lead
the team suggests that organizations may also consider select-
ing on such experience. Multinational organizations may, for
instance, focus on leaders’ expatriate experience and experi-
ence working with culturally diverse teams in selecting
leaders for culturally diverse teams. In addition, organizations
may focus on creating opportunities for leaders to have such
experiences to develop their ability to lead culturally diverse
teams. This may, for instance, include deciding about assign-
ments abroad also with an eye on the development of individ-
uals’ potential to lead culturally diverse teams. It may also
include patience; recognizing that it takes time (cf., tenure
with the team) to learn from experience with cultural diversity,
organizations may also accept that leaders need the time to
grow into the role of leading a culturally diverse team.

In considering the practical implications of the current
findings, we may also cautiously move beyond the current
data to recognize that developing leaders’ understanding of
cultural diversity is also the domain of formal leadership
development practices (van Knippenberg et al., 2013). As
we outlined in considering the theoretical implications of
our findings, it is reasonable to assume that people learn
from experience, but it is also reasonable to suggest that lead-
ership development practices may stimulate and support such
learning from experience. Thus, more tentatively because this
is not what our data speak to directly, the current analysis
would also suggest that organizations may benefit more
from creating the opportunity for (future) leaders to have
experience with cultural diversity when their leadership
development practices also stimulate and support learning
from such experiences. This can, for instance, be done by
educating leaders about the importance of an understanding
of cultural diversity and by encouraging them to reflect on
and learn from the experience of working with culturally
diverse teams. Future research will have to speak to the
merits of these suggestions, however.

Limitations and Future Directions

No study is without limitations, and the current study is no
exception. A clear limitation is that while we built our analysis

on the categorization–elaboration model (van Knippenberg
et al., 2004) and the theory of leadership and diversity mind-
sets (van Knippenberg et al., 2013) that is rooted in the cat-
egorization–elaboration model, our study does not include
the key mediating processes implied by this theoretical per-
spective. The categorization–elaboration model identifies
team information elaboration (i.e., exchange and integra-
tion of diverse information and perspectives) as the core
mediating process driving the performance effects of
team diversity, and the theory of diversity mindsets iden-
tifies leaders’ cultural diversity mindset (i.e., understand-
ing of team cultural diversity) as the cognition mediating
the influence of leader experiences with cultural diversity
in the diversity–performance relationship. Future research
in these mediating processes would be particularly valuable
in developing this analysis further.

Another limitation is that we relied on leader ratings of
team performance. Because leader attributes (i.e., nation-
ality and team tenure) are also predictor variables in our
model, this is not ideal in that we cannot rule out the pos-
sibility that these variables also influence leader perfor-
mance ratings. Clearly, in this respect, it helps that our
predictor variables here are factual and not perceptual
(i.e., we do not study percept–percept relationships), but
another source of the team performance data than the
leader would be value added.

In a related vein, we do not know what unmeasured var-
iables leader attributes may covary with and which of those
might also impact team performance. Likewise, we do not
know which unmeasured variables may covary with team
cultural diversity (e.g., other forms of diversity). Ideally,
we would have a fuller set of controls to more firmly estab-
lish that the relationships observed can be attributed to the
predictor variables.

We may also note that a large percentage of the teams in
our study were culturally homogenous. This was not sam-
pling bias but a reality of the research population. As per
the argument that underlies our prediction that foreign
leaders will have more cross-cultural experiences than
local leaders, it is a reality of even most multinational orga-
nizations in international business that the host country
dominates the make-up of the organization. Accordingly,
team cultural diversity will be distributed such that there
will be teams composed exclusively of host country nation-
als and culturally diverse teams will tend to have a larger
number of host country nationals than foreign nationals.
Thus, there is a restriction of range for team cultural diver-
sity in the research population that inevitably translates to
the range in the sample. The result of this is that our
results cannot speak to how team performance is affected
by cultural diversity at higher levels of cultural diversity
or at lower levels of representation of host country nationals
(e.g., all the homogenous teams are host country nationals
only; there are no homogenous teams of foreign nationals).
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While this is not a shortcoming of the research per se in that
it reflects the reality of the research population (cf., van
Knippenberg, Dawson, West, & Homan, 2011), it does
impose limitations on what our data can speak to.

Conclusion

The leadership of culturally diverse teams poses a challenge
because cultural diversity can both be a disruptive influence
and an asset to team performance. The current study adds to
our understanding of this challenge by putting leader expe-
riences with cultural diversity center stage. In doing so, it
both extends theory about leadership, team diversity, and
team performance, and yields actionable knowledge for
practice. It also suggests clear avenues for future research
to further develop and support these implications for
theory and practice.

Declaration of Conflicting Interests

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

Funding

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

ORCID iD

Katja Raithel https://orcid.org/0000-0001-8897-304X

References

Aiken, L. S., & West, S. G. (1991). Multiple regression: Testing
and interpreting interactions. SAGE.

Bhaskar-Shrinivas, P., Harrison, D. A., Shaffer, M. A., & Luk,
D. M. (2005). Input-based and time-based models of interna-
tional adjustment: Meta-analytic evidence and theoretical
extensions. Academy of Management Journal, 48(2), 257-
281. https://doi.org/10.5465/amj.2005.16928400

Bird, et al. (2010). The political representation of immigrants and
minorities. New York: Routledge.

Black, J. S., Mendenhall, M., & Oddou, G. (1991). Toward a com-
prehensive model of international adjustment: An integration
of multiple theoretical perspectives. Academy of Management
Review, 16(2), 291-317. https://doi.org/10.5465/amr.1991.
4278938

Blau, P. M. (1977). Inequality and Heterogeneity. New York: The
Free Press.

Chatman, J. A., & Flynn, F. J. (2001). The influence of demographic
heterogeneity on the emergence and consequences of coopera-
tive norms in work teams. Academy of Management Journal,
44(5), 956-974. https://doi.org/10.5465/3069440

Earley, P. C., & Gibson, C. B. (2002). Multinational work teams.
Mahwah, NJ: Erlbaum.

Earley, P. C., & Mosakowski, E. (2000). Creating hybrid team cul-
tures: An empirical test of transnational team functioning.

Academy of Management Journal, 43(1), 26-49. https://
doi.org/10.5465/1556384

Ely, R. J., & Thomas, D. A. (2001). Cultural diversity at work: The
effects of diversity perspectives on work group processes and
outcomes. Administrative Science Quarterly, 46(2), 229-273.
https://doi.org/10.2307/2667087

Guillaume, Y. R. F., Dawson, J. F., Otaye-Ebede, L., Woods, S.
A., & West, M. A. (2017). Harnessing demographic differ-
ences in organizations: What moderates the effects of work-
place diversity?. Journal of Organizational Behavior, 38,
267-303.

Hackman, J. R. (1987). The design of work teams. In J. W. Lorsch
(Ed.), Handbook of organizational behavior (pp. 315-342).
Englewood Cliffs, NJ: Prentice-Hall.

Hackman, J. R. (2002). Leading teams: Setting the stage for great
performances. Boston, MA: Harvard Business School Press.

Hambrick, D. C., et al. (1998). When groups consist of multiple
nationalities: Towards a new understanding of the implica-
tions. Organization Studies, 19(1), 181-205. https://doi.org/
10.1177/017084069801900202

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

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

Hechanova, R., Beehr, T. A., & Christiansen, N. D. (2003).
Antecedents and consequences of employees’ adjustment to
overseas assignment: A meta-analytic review. Applied
Psychology, 52(2), 213-236. https://doi.org/10.1111/1464-
0597.00132

Ilgen, D. R., Hollenbeck, J. R., Johnson, M., & Jundt, D. (2005).
Teams in organizations: From I-P-O models to IMOI
models. Annual Review of Psychology, 56, 517-544. https://
doi.org/10.1146/annurev.psych.56.091103.070250

Jokinen, T. (2005). Global leadership competencies: A review and
discussion. Journal of European Industrial Training, 29(3),
199-216. https://doi.org/10.1108/03090590510591085

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

Kooij-de Bode, H. J. M., van Knippenberg, D., & van Ginkel, W. P.
(2010). Good effects of bad feelings: Negative affectivity and
group decision making. British Journal of Management, 21(2),
375-392. https://doi.org/10.1111/j.1467-8551.2009.00675.x

Kozlowski, S.W. J., & Bell, B. S. (2003). Work groups and teams in
organizations. In W. C. Borman, D. R. Ilgen, & R. J. Klimoski
(Eds.), Handbook of psychology, industrial and organizational
psychology (Vol. 12, pp. 333-375). New York: Wiley.

Mathieu, J. E., Hollenbeck, J. R., van Knippenberg, D., & Ilgen, D. R.
(2017). A century of work groups in the journal of applied psy-
chology. Journal of Applied Psychology, 102(3), 452-467.
https://doi.org/10.1037/apl0000128

Mendenhall, M., & Oddou, G. (1985). The dimensions of expatri-
ate acculturation: A review. Academy of Management Review,
10(1), 39-47. https://doi.org/10.5465/amr.1985.4277340

Raithel et al. 271

https://orcid.org/0000-0001-8897-304X
https://orcid.org/0000-0001-8897-304X
https://orcid.org/0000-0001-8897-304X
https://orcid.org/0000-0001-8897-304X
https://orcid.org/0000-0001-8897-304X
https://doi.org/10.5465/amr.1991.4278938
https://doi.org/10.5465/amr.1991.4278938
https://doi.org/10.5465/amr.1991.4278938
https://doi.org/10.5465/amr.1991.4278938


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

Nederveen Pieterse, A., van Knippenberg, D., & van Dierendonck,
D. (2013). Cultural diversity and team performance: The role
of team member goal orientation. Academy of Management
Journal, 56(3), 782-804. https://doi.org/10.5465/amj.2010.0992

Nishii, L. H., Khattab, J., Shemla, M., & Paluch, R. (2018). A
multi-level process model for understanding diversity
practice effectiveness. Academy of Management Annals,
12(2), 37-82. https://doi.org/10.5465/annals.2016.0044

Nishii, L. H., & Mayer, D. M. (2009). Do inclusive leaders help to
reduce turnover in diverse groups? The moderating role of
leader–member exchange in the diversity to turnover relation-
ship. Journal of Applied Psychology, 94(6), 1412-1426.
https://doi.org/10.1037/a0017190

Somech, A. (2006). The effects of leadership style and team
process on performance and innovation in functionally hetero-
geneous teams. Journal of Management, 32(1), 132-157.
https://doi.org/10.1177/0149206305277799

Staples, C. L. (2007). Globalization in the world’s largest TNCs
1993–2005. Corporate Governance, 15(2), 311-321. https://
doi.org/10.1111/j.1467-8683.2007.00573.x

Takeuchi, R., & Chen, J. (2013). The impact of international expe-
riences for expatriates’ cross-cultural adjustment: A theoretical
review and a critique. Organizational Psychology Review, 3(3),
248-290. https://doi.org/10.1177/2041386613492167

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

Tröster, C., & van Knippenberg, D. (2012). Leader openness, nation-
ality dissimilarity, and voice in multinational management teams.
Journal of International Business Studies, 43, 591-613. https://
doi.org/10.1057/jibs.2012.15

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

van Ginkel, W. P., & van Knippenberg, D. (2012). Group leader-
ship and shared task representations in decision-making
groups. Leadership Quarterly, 23(1), 94-106. https://doi.org/
10.1016/j.leaqua.2011.11.008

van Knippenberg, D. (2017a). Team leadership. In E. Salas,
R. Rico, & J. Passmore (Eds.), The Wiley Blackwell hand-
book of the psychology of team working and collaborative
processes (pp. 345-368). Chichester, UK: Wiley.

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

van Knippenberg, D., Dawson, J. F., West, M. A., & Homan, A. C.
(2011). Diversity faultlines, shared objectives, and top

management team performance. Human Relations, 64(3),
307-336. https://doi.org/10.1177/0018726710378384

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

van Knippenberg, D., & Mell, J. N. (2016). Past, present, and
potential future of team diversity research: From composi-
tional diversity to emergent diversity. Organizational
Behavior and Human Decision Processes, 136(1), 135-145.
https://doi.org/10.1016/j.obhdp.2016.05.007

van Knippenberg, D., Nishii, L. H., & Dwertmann, D. J. G. (2020).
Synergy from diversity: Managing team diversity to enhance
performance. Behavioral Science & Policy, 6(1), 75-92.
https://doi.org/10.1353/bsp.2020.0007

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

van Knippenberg, D., & Sitkin, S. B. (2013). A critical assessment
of charismatic-transformational leadership research: Back to
the drawing board? Academy of Management Annals, 7(1),
1-60. https://doi.org/10.5465/19416520.2013.759433

van Knippenberg, D., & van Ginkel, W. P. (in press). A diversity
mindset perspective on inclusive leadership. Group &
Organization Management.

van Knippenberg, D., van Ginkel, W. P., & Homan, A. C. (2013).
Diversity mindsets and the performance of diverse teams.
Organizational Behavior and Human Decision Processes,
121(2), 183-193. https://doi.org/10.1016/j.obhdp.2013.03.003

Williams, K. Y., & O’Reilly, C. A. (1998). Demography and diver-
sity in organizations. Research in Organizational Behavior,
20, 77-140.

Author Biographies

Katja Raithel is an HR executive with extensive international
experience across a variety of industries. She obtained her PhD
from the Rotterdam School of Management, Erasmus University
Rotterdam, the Netherlands. Katja holds a Master of
Management from the Antwerp Management School, Belgium
and a Master in Sports Science from the German Sport
University Cologne.

Daan van Knippenberg is a Joseph F. Rocereto chair in leader-
ship at the LeBow College of Business, Drexel University.
Daan’s areas of expertise include leadership, diversity, teams, cre-
ativity and innovation, and social identity.

Daan Stam is an endowed professor of Innovation Management at
the Department of Technology and Operations Management at
Rotterdam School of Management, Erasmus University
Rotterdam, the Netherlands. His research interests include leader-
ship and communication, in particular in innovation and opera-
tional settings. Daan Stam is a member of the Erasmus Centre
for Leadership Studies.

272 Journal of Leadership & Organizational Studies 28(3)


	 Theoretical Background and Hypotheses
	 Leader Cultural Background and Team Cultural Diversity
	 Leader Team Tenure and Team Cultural Diversity
	 Leader Tenure Moderates Leader Cultural Background Effects

	 Method
	 Sample and Procedure
	 Measures
	 Results
	 Test of Hypotheses

	 Discussion
	 Theoretical Implications
	 Implications for Practice
	 Limitations and Future Directions

	 Conclusion
	 References


<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile ()
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 5
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Average
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages false
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Average
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages false
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Average
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /PDFX1a:2003
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError false
  /PDFXTrimBoxToMediaBoxOffset [
    33.84000
    33.84000
    33.84000
    33.84000
  ]
  /PDFXSetBleedBoxToMediaBox false
  /PDFXBleedBoxToTrimBoxOffset [
    9.00000
    9.00000
    9.00000
    9.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV <>
    /HUN <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames false
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks true
      /AddColorBars false
      /AddCropMarks true
      /AddPageInfo true
      /AddRegMarks false
      /BleedOffset [
        9
        9
        9
        9
      ]
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks true
      /IncludeHyperlinks true
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MarksOffset 6
      /MarksWeight 0.250000
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PageMarksFile /RomanDefault
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
    <<
      /AllowImageBreaks true
      /AllowTableBreaks true
      /ExpandPage false
      /HonorBaseURL true
      /HonorRolloverEffect false
      /IgnoreHTMLPageBreaks false
      /IncludeHeaderFooter false
      /MarginOffset [
        0
        0
        0
        0
      ]
      /MetadataAuthor ()
      /MetadataKeywords ()
      /MetadataSubject ()
      /MetadataTitle ()
      /MetricPageSize [
        0
        0
      ]
      /MetricUnit /inch
      /MobileCompatible 0
      /Namespace [
        (Adobe)
        (GoLive)
        (8.0)
      ]
      /OpenZoomToHTMLFontSize false
      /PageOrientation /Portrait
      /RemoveBackground false
      /ShrinkContent true
      /TreatColorsAs /MainMonitorColors
      /UseEmbeddedProfiles false
      /UseHTMLTitleAsMetadata true
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


