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Different studies hold different views when it comes to the relationship between diversity and organizational performance. Some studies posit that when diversity is implemented in organizations, it leads to positive organizational outcomes, while for some studies diversity is considered detrimental to organizational performance. Based on these arguments, it can be purported that the efficacy of diversity on organizational performance largely relies on the organizational context. For instance, organizational performance can realize positive outcomes, particularly if organizational managers and employees build on team members’ creativity and innovation. Creativity refers to the production of innovative and valuable ideologies regarding services, products, procedures, and processes by an employee. According to Kearney & Gebert (2009), team diversity positively correlates with team creativity. Diversity becomes a significant tool for achieving organizational performance, particularly team diversity serves as centers of individual creativity that enable team members to pool a variety of perspectives and information from employees with diverse skills, knowledge, perspectives, and thinking styles (Shin, Kim,  Lee & Bian, 2012). 
 Consequently, diversity has the potential of improving organizational performance predominantly if organizational members and employees are trained and guided in dealing with group process issues, mainly those entailing communication and problem-solving in diverse teams. The best approach to training diverse teams to improve organizational performance is by using team-based learning approach (Fink, 2002). This approach utilizes explicit instructional strategies designed to support the development of high-performing teams as well as providing opportunities for the diverse teams to engage in learning tasks.
Probably the critical diversity issue that comes to mind in putting together a well-performing diverse team is the diversity of interests. Jackson (1996) posits that the divergence of interests and values or rather preference diversity is the most consistent disruptive element in creating and maintaining diverse teams. Despite preference being a disruptive element, it is much justifiable since interest groups have a tendency of completing and competing with each other to meet their needs. Also, it is worth noting that even if diverse teams possess variety in problem-solving tools and cultural perspectives, diversity of interest will always work against the significant potential they can have (Nijstad & Kaps, 2008). 
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