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Abstract 

Research has been conducted regarding how demographic diversities are related to internationalization, 

however, it tend to focus on outcomes such as firm performance, instead of degree of internationalization. 

This research adds a new dimension to this field of research by investigating whether TMT resilience work 

as a mediator in this relationship. 

The purpose with this thesis is to explain what relationships demographic characteristics such as gender, 

age, cultural and tenure diversity, but also faultlines have on TMT resilience and degree of 

internationalization. Because of the positivist and deductive approach a cross-sectional research design 

was used. The method was quantitative and came in the form of archival data and secondary data. 

The findings shows that culture is positively related to TMT resilience, and TMT resilience is partially 

related to the degree of internationalization. 

 The limitations are the number of respondents in the secondary data varied a lot from the different TMTs, 

and that there is a risk that they misinterpreted the questions, this can potentially affected the resilience 

variable in the tests. The implications are that in listed international firms, gender and age diversity appear 

to not be related to the degree of internationalization. 

The original value of the conducted study is that new insights regarding how the degree of 

internationalization of a firm is related to certain demographic diversities in TMTs. 

Keywords  
Resilience, demographic diversity, faultlines, top management team, organisational, degree of 

internationalization. 
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1. Introduction 

The introduction starts with a background of the subject followed by the problem 

statement, research question, purpose description and it ends with an outline of the 

thesis. 

1.1 Background 

The demographic characteristics of top management teams (TMTs) have according to 

Hambrick & Mason (1984) been recognized as influencing the firm outcomes. 

However, research on the subject has shown mixed result with empirical investigations 

and reports showing both positive (Gong, 2006) and negative (Elron, 1997) outcomes 

of demographic diversity in TMTs. Demographic characteristics tend to be referred to 

as differences in the heterogeneity-related variables such as gender, age, cultural 

background and tenure (Wiersema & Bantel, 1992; Bantel, 1993; Pelled, 1996; Elron, 

1997; Pelled, Eisenhardt, & Xin, 1999; Bunderson & Sutcliffe, 2002; Umans, 2008). 

These heterogeneity-related variables can be used to measure to what extent a group 

is homogeneous or heterogeneous, which is important since the outcomes of the group 

composition can vary. Homogeneous groups are said to be more effective regarding 

routine problem solving and that they make faster decisions. Heterogeneous groups 

are on the other side said to be more effective when it comes to solving complex 

problems (Filley, House, & Kerr, 1976).  

Diversity cannot only be measured with regards to the heterogeneity-related variables 

(Harrison & Klein, 2007); another way is by using faultlines (Lau & Murnighan, 

2005). Faultlines is a way of dividing groups into subgroups based on one or more 

different attributes, such as demography, personality and skills. Faultlines can be either 

strong or weak in their character, depending on if the members in a sub-group relates 

more to their subgroup than the entire group (strong) or the opposite (weak). The more 

faultlines a group has the more heterogeneous it is to be considered (Lau & Murnighan, 

2005). Both of these ways of measuring diversity will be used to find out if they affect 

the outcomes differently. 
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TMT demographic diversity is assumed to be positively related to decision making 

due to the total collection of knowledge, experiences and approaches made available 

(Wagner, 1995; Bunderson & Sutcliffe, 2002; Stewart, 2006; Stahl, Mäkelä, Zander, 

& Maznevski, 2010). However, demographic diversity is only said to have a positive 

effect in the long run and if the demographic diversity in the TMT is channelled in the 

right way (Wennberg & Umans, 2015). One way of doing this is by actively working 

towards compositional changes in teams (Tsui & O´Reilly III, 1989), to hinder the 

possibility of ‘similarity-attraction´ which tend to make groups more homogeneous, 

even though the positive effects of this action are shown more in the long run (Mölne, 

2014; Wennberg & Umans, 2015; Wirstedt, 2016). 

 In reality diversity is about psychological diversity, i.e. how our different ways of 

thinking and feeling, are related to the decision making processes (Wirstedt, 2016). In 

this way psychological diversity is mirrored in demographic diversity (Hambrick, 

Davison, Snell, & Snow, 1998), and that is why it is important to have diverse teams 

with regards to the four heterogeneity-related variables mentioned above. This since 

diversity have the ability to generate more and different perspectives (Bunderson & 

Sutcliffe, 2002; Stewart, 2006) that can improve the decision making process. 

It has been indicated that internationalization can be a firm-level outcome that is 

impacted by TMT demographic diversity, (Athanassiou & Nigh, 2000; de Jong & van 

Houten, 2014), in the way that the demographic composition in the team can lead to 

varying degrees of internationalization (Greve, Nielsen, & Ruigrok, 2009). Degree of 

internationalization as an outcome is associated with TMT international capacity, 

which can be acquire by having TMT members of varying cultural backgrounds, with 

different international experiences (Greve, Nielsen, & Ruigrok, 2009; Nielsen & 

Nielsen, 2011). This since the differences in experiences and backgrounds potentially 

can lead to more and different perspectives being taken in consideration in decision 

making.  

Internationalization is the process of firms establishing themselves abroad, and to some 

it has even become a strategy for survival in an attempt to withstand fierce competition 

(Gustafsson, 2003). However, internationalizing is not without uncertainty, since there 

are many things that are unknown regarding the new markets (ibid). At the same time 
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it can be a source for acquiring new knowledge and capacity that can help the firm 

develop its processes and improve their effectivity (Jorstig, 2010; Stone, 2016).  

According to Hatzigeorgiou & Lodefalk (2015) diverse TMTs are better fitted to make 

decisions and to bring experiences that can make the internationalization process 

easier. This since each top manager have their own collective understanding that can 

be utilized (Athanassiou & Nigh, 2000). Internationalization is a complex strategy and 

this complexity can be better handled by diverse teams with international capacity 

(Bartlett & Ghoshal, 1989; Nielsen & Nielsen, 2011), due to their differences. 

There are several ways in which a firm can internationalize its operations, either 

through equity or non-equity expansion, depending on the level of uncertainty that the 

firm is ready for (Wooster, Blanco, & Sawyer, 2016). The level or uncertainty that the 

TMT can handle can thus be related to the mechanism of TMT resilience which refers 

to a group´s ability to bounce back and adapt to external pressure, problems and 

uncertainty (Hind, Frost, & Rowley, 1996; Walsh, 1998). The resilient ability may in 

turn be related to international strategy competitiveness, signalling to what extent the 

individual firm is internationalized. The international competiveness can thus be 

measured in ways such as geographical spread (Ietto-Gillies, 1998), foreign 

subsidiaries´ sales as percentage of total sales or foreign sales, also number of foreign 

facilities and number of foreign subsidiaries (Sullivan, 1993), and these measures will 

be used in this research to measure the degree of internationalization of the chosen 

firms. 

1.2 Problem 

Demographic characteristics affect the way individual team members think, act, their 

level of individuality and their time orientation (Hofstede, Hofstede, & Minkov, 2010), 

therefor it is possible to argue that they affect functions on both firm and team level. 

Furthermore, TMT characteristics tend be related to the firm performance, since they 

have a relation to the strategic decision making in the firm (Hamrick & Mason, 1984; 

Cox, 1991; Elron, 1997; Hambrick, Davison, Snell, & Snow, 1998; Jehn, Northcraft, 

& Neale, 1999). However, firm performance is argued not to be the ultimate outcome 

of diversity since it is argued to mostly take in consideration the negative outcomes 

(Greve, Nielsen, & Ruigrok, 2009), such as increased conflict and lack of 
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communication (Jackson, Joshi, & Erhardt, 2003). Instead a suggested outcome that 

potentially can be more relevant is the degree of internationalization (Greve, Nielsen, 

& Ruigrok, 2009; Nielsen & Nielsen, 2011). 

Research within TMT diversity regarding demographic characteristics have become 

increasingly important, although research show mixed results regarding what relation 

the aspects have to the firm outcomes. This since diversity increases creativity and 

adaptability, and thereby the level of innovation in the team (McLeod & Lobel, 1992; 

Deal, 2007; Díaz-García, González-Moreno, & Sáez-Martínez, 2013). All of which 

can be very useful characteristics when making the choice to internationalize. As 

suggested by Greve, Nielsen, & Ruigrok (2009) diversity can be related to the firm 

outcome degree of internationalization. However, it is not for certain a straight 

relationship, instead there can be an intervening process in the form of a mechanism, 

through which the relationship occurs (Lawrence, 1997). This mechanism can be 

suggested to be TMT resilience, proposing that diverse TMTs become more resilient 

through interacting with each other (Hind, Frost, & Rowley, 1996; Walsh, 1998) since 

they learn to adapt to each other’s differences. 

 Furthermore, since individuals exercise different types of behaviours simultaneously, 

diverse team are more complex than homogeneous ones (Carson, Mosley, & Boyar, 

2004). One of the team level aspects is resilience, that is, the ability of a team to 

withstand, adapt to and recover from external pressure (Bonanno, 2004; Fergus & 

Zimmerman, 2005). According to Carter et al. (2003), teams are able to explore and 

evaluate more alternatives, and this behavioural complexity allow them to create more 

specific and faster ways to react immediately and solve the problem they stand in front 

of. The complex behavioural construction thus suggest that TMTs become more 

resilient by interacting with, and learning from, each other since this enables them to 

be more resilient to external  individual and information diversity (cf. Walsh, 1998). 

Since more diverse teams have the ability to source and obtain more information than 

homogeneous teams (Filley, House, & Kerr, 1976), it will enable them to hold 

discussion that will increase the team resilience. TMT resilience can thus be suggested 

to work as a mediator between diversity and the firm outcome. This means that TMTs 

that are not resilient might not internationalize, while those who are resilient probably 

will push towards internationalization. 



 

5 

 

The link between diversity and firm outcomes through the mechanism of resilience on 

firm level is not necessarily straightforward (Pitcher & Smith, 2001), and the outcomes 

of diversity often tend to be connected with firm performance instead of e.g. degree of 

internationalization (Stahl, Mäkelä, Zander, & Maznevski, 2010).  This might thus lead 

to the missing of other outcomes that might show other research results. At the same 

time the models tend to be moderated by certain conditions rather than being mediated 

(Lawrence, 1997). Resilience caused by demographically diverse teams can thus be 

argued to work as a mediator that influence the firm´s degree of internationalization. 

The degree of internationalization is decided from the international strategy, which 

consist of both financial and non-financial aspects. This since internationalization can 

be done through both non-equity and equity expansions, depending what the firm is 

ready for (Wooster, Blanco, & Sawyer, 2016) 

The purpose of the thesis is to investigate how diversity in TMTs create more resilient 

teams and how becoming more resilient as a team makes the team more daring when 

it comes to expanding abroad.  

1.3 Research question 

How demographic diversity in TMTs is related to the degree of internationalization, 

and how this relationship is mediated by TMT resilience? 

1.4 Purpose 

The purpose of this thesis is to try to explain how demographic diversity in TMTs, in 

the context of listed Swedish firms, is related to the firm´s international strategy 

through the mechanism of resilience.  

1.5 Outline 

This thesis contains five sections.  

Section one: Introduction 

The introduction starts off with the background discussing how firms are affected by 

demographic diversity, followed by the problematization. The section is tied together 

with the research question and the research purpose. 
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Section 2: Theoretical framework 

The theoretical framework starts by presenting the theories and concepts that are used 

for the research model. This is followed by a presentation of the hypotheses, which are 

based on the discussion. 

Section 3: Method 

The method consists of both theoretical method and empirical method. The theoretical 

method presents the research philosophy, the approach and the design of the thesis. 

This is followed by a presentation of the method used for this thesis and also the 

theories that have been chosen.  The empirical method describes how the study was 

conducted in order to collect and analyse the quantitative data. This is followed by a 

description of the variables that have been operationalized. 

Section 4: Analysis  

The analysis presents the results derived from the quantitative data and the section 

further consists of a presentation of the findings from the statistical data analysis. 

Section 5: Thesis conclusion 

The thesis conclusion presents a summary of my thesis, and a discussion of findings 

and non-findings. This is followed by empirical, methodological and theoretical 

contributions. The section further presents societal and ethical implications, and is tied 

together by limitations and future research. 
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2. Theoretical framework 

The theoretical framework starts with a presentation of the theories chosen for the 

study, namely the Behavioural theory of the firm, the Upper echelon theory, and the 

Eclectic theory. This is followed by a presentation of diversity in TMTs. The section 

continues by discussing team resilience and the hypotheses connected to it.  

2.1 Behavioural theory of the firm 

Decisions within firms are assumed to be taken by boundedly rational individuals 

(March & Simon, 1958; Cyert & March, 1963), and this assumption is what studies on 

demographic diversity are based on. According to Cyert & March (1963), individuals 

are boundedley rational in the sense that they only know a small fraction of all 

alternatives available, and the values of these. This is agreed upon by Gavetti et al. 

(2012), arguing that taking for granted that individuals make rational decisions, does 

not make sense, since individuals lack perfect knowledge and thereby are forced to 

search for information. When the individuals are forced to search for information they 

tend not to maximize by searching and evaluating information that would generate the 

maximum outcome, instead they have a tendency to follow previously used decision 

rules (Gavetti et al., 2012). 

The understanding of how decisions are made in organisations, and how to increase 

the potential of achieving some level of rationality, can according to Cyert & March 

(1963) be summarized in three assumptions that together form a person´s cognitive 

base. This cognitive base is formed by life experiences both from formal training and 

work history (March & Simon, 1958). The first assumption is called satisfcing, simply 

referring to the tendency among individuals to choose the first satisfactory alternative, 

and what is considered satisfactory depends on prior performance and the aspiration 

level of the individual (Gavetti et al., 2012). The second assumption is called search 

(Gavetti et al., 2012) and refers to the fact that decision makers tend to lack complete 

knowledge and that they are unable to anticipate the consequences of their decisions, 

which is defined as limits of rationality (Simon, 1947). The problem is thus that 

individuals tend to stop when the first satisfactory alternative appears, thereby leaving 

out alternatives with potentially better outcomes (Gavetti et al., 2012).  
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The third assumption, on the other hand, concerns rules, standing operation 

procedures and status quo.  This assumption refers to automatic rules and standard 

operating procedures that work as coping mechanisms in situations characterized by 

significant uncertainty, in which the information that would enable rational decisions 

to be made is unavailable (Gavetti et al., 2012).  However, they tend to only exploit 

wisdom from past experiences, which according to Cyert & March (1963) is 

problematic since they tend to be narrow in their search and often find solutions, to the 

current problem, that are close to an old problem. This means that they seldom adopt 

solutions that departs from status quo (Cyert & March, 1963). 

According to Cyert & March (1963) four “relational concepts” together with the three 

assumptions are the building blocks that make up the behavioural theory of the firm. 

The first relational concept, quasi-resolution of conflict, refers to the tendency among 

firms to make trade-offs between goal dimensions and the possibility to discover 

alternatives that are mutually acceptable (Cyert & March, 1963). The second relational 

concept is uncertainty avoidance, and refers to individuals´ tendency to avoid planning 

by making reasonable manageable predictions of uncertain future events. The third 

relational concept is problematic search, and refers to the use of simple causal models, 

individual goals and biased organizational experiences to overcome potential shortfalls 

(Gavetti et al., 2012). Finally, the last relational concept, organizational learning, 

refers to the adaptation of goals, attention rules and search rules, caused by cycles of 

search and change that have led to improvements in the organization (Cyert & March, 

1963). 

The behavioural theory of the firm work as a base for the upper echelon theory, which 

discusses how TMT demographic background, perceptions and values, can affect the 

important strategic decisions that they make. To give a better understanding of this the 

upper echelon theory needs to be explained. 

2.2 Upper echelon theory 

It has been argued that complex decisions tend not to be the outcome of a mechanical 

pursuit for economic optimization, but rather by behavioural factors (March & Simon, 

1958; Cyert & March, 1963). This because the complex decisions tend to be limited 

by bounded rationality, multiple options, multiple goals that might conflict each other, 
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and varying aspiration levels. According to the upper echelon theory the different 

characteristics of top managers, and various underlying factors, affect the top 

managers´ decisions and thereby the firm outcomes of these. This since top managers 

are the most powerful actors making the decisions. Complex decisions are major and 

significant for the firm, such as with strategic decisions, and the behaviour of the 

individuals play an important part in the making of those decisions (Hamrick & Mason, 

1984). The strategic decisions can have major and long-term effects on the firm 

performance since they involve significant resource commitments, uncertainty and to 

some degree even limited irreversibility (Wang, Holmes Jr., Oh, & Zhu, 2016). These 

kinds of strategic decisions are very common when it comes to entering into 

international markets, especially if they include some sort of foreign direct investment 

(ibid). 

 It is claimed by Hambrick & Mason (1984) that the way in which top managers make 

strategic decisions can be connected to his or her “givens” which refers to that 

individual´s knowledge and assumptions of the future, knowledge about alternatives 

and awareness of the consequences connected to those alternatives (March & Simon, 

1958). However, the “givens” are also connected to that individual´s values, that is, 

how the person order consequences and alternatives according principles of 

preference. Different demographic characteristics are connected to an individual´s 

cognitive base and values in the way that they form and evolve them depending on the 

individual´s demographic belonging (Hamrick & Mason, 1984; Wang, Holmes Jr., Oh, 

& Zhu, 2016). This since demographic characteristics such as gender, educational 

background, socioeconomic background, cultural background and age affect how the 

individual have been raised, but also how it has been affected by the family culture 

and the general culture in that specific time and context (Hamrick & Mason, 1984). 

It is further claimed by Hambrick & Mason (1984) that these “givens” serve as a 

guidance in the way that they filter and distort the perceptions of the manager regarding 

what is happening and how they are to react to it. They are continuously updated as 

new information and knowledge is acquired to enable the manager to make better 

decisions. However, the perceptions of the manager are limited since he or she has a 

limited field of vision that restricts their attention to only certain areas (Wang, Holmes 

Jr., Oh, & Zhu, 2016). The perceptions are then even further limited due to fact that 
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the manager only have the ability to actually perceive a limited number of phenomena 

in their field of vision. Finally, the information that remains is then filtered by the 

manager´s values and cognitive base. This thus affect the way that diverse groups make 

decisions together since it can cause problems in the beginning due to them having 

different perceptions and filters (Hamrick & Mason, 1984). But as time goes and they 

get to know each other both their values and cognitive base will evolve and thereby 

gradually become more similar, at least in some respects, which will make it easier for 

the group to make decisions (Filley, House, & Kerr, 1976). 

From the discussion above it becomes clear that the way top managers make their 

decisions have its origin in the cognitive base and values that they have acquired, and 

which are dependent on their belonging to certain demographic groups. Their cognitive 

base and values in turn affect how they interpret information, how they perceive and 

react to these perceptions. The upper echelon theory thus explain the impact that 

different TMT characteristics will have on the decision making in diverse teams 

(Hamrick & Mason, 1984), which is why the theory will work as a contributing 

foundation in this study. 

2.3 Eclectic theory 

The eclectic theory discusses that a national firm supplying its own markets have 

various avenues with growth potential (Buckley, 1990; Dunning, 1995). The firm can 

choose to either diversify horizontally into new product lines, or vertically into new 

activities, this can be achieved by either acquiring already existing firms or by 

exploiting foreign markets (Dunning, 1995). It is first when the firm chooses to exploit, 

and thereby service, foreign markets that it becomes an international firm (Dunning, 

1980), that is they form and pursue an internationalization strategy. The engagement 

of firms to internationalize can be said to rest on determinants such as to what extent 

it is in the interest of the firm to internalize (Dunning, 1980) or externalize production 

(Itaki, 1991), Also to be considered is to what extent it is profitable to exploit the 

potentials of the foreign countries (Dunning, 1980; Dunning, 1995).  

Firms can have different kinds of input that affect the outcome of production, of which 

organizational skills and technology are the important ones since they generate 

competitive advantage to a greater extent than inputs like resources, labour and 
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proximity to markets (Dunning, 1980; Dunning, 1995). Organizational skills and 

technology can be created by the firm, and if not, at least it has the ability to purchase 

them from other institutions and thereby gain the proprietary rights to use these inputs 

(Dunning, 1980). The gaining of advantages comes from internalizing technology and 

skills, rather than outsourcing it, and it explains why firms internationalize through 

FDI instead of engaging in international transactions of resources (Dunning, 1980; 

Dunning, 1995). 

What thus becomes clear from the eclectic theory is that it focuses on why firms 

internationalize, rather than how. Internationalization is a long-term strategy that is 

formed and implemented by the top managers of the firm, in a way to secure the 

survival of the firm (Dunning, 1980; Dunning, 1995), and to create avenues for growth 

potential. TMT members are  however boundedly rational when making decisions, 

since they lack perfect knowledge, and thereby only are able to make decisions that 

are perceived by them to be the most suitable for the firm (March & Simon, 1958; 

Cyert & March, 1963). A way to decrease the bounded rationality is by having diverse 

teams, since this increase the amount of experiences and perceptions in the group (cf. 

Hambrick & Mason, 1984), and thereby can be expected to improve the outcomes of 

the TMT.  

How the decisions made are affected by the cognitive base and the values of the TMT 

members, which have been formed by their acquired knowledge, skills and 

experiences. The cognitive base and values of the TMT also depend on what 

demographic characteristics and cultural dimensions they have, since they generate 

different experiences (Hamrick & Mason, 1984), such as organizational and 

international experiences. It has also been suggested by Van der Walt et al. (2002) that 

diversity in groups can help build human and social capital, from the different 

experiences and relationships that the individuals have acquired through their working 

career. Human capital in this case refers to general or specific skills acquired by the 

individual through training and experience (van der Walt & Ingley, 2003). Social 

capital on the other hand refers to the web of relationships between firms and 

individuals (Hitt & Ireland, 2002), that not only can yield opportunities but also 

includes norms, obligations and values (Haley & Haley, 1999). The composition of 
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these two kinds of capital form organizational skills that are specific to the firm, and 

which can impact whether a firm chooses to internationalize or not. 

Differences between individuals are not always friction free (Ancona & Caldwell, 

1992; Kochan, et al., 2003), but if the team stay together they can learn from their 

differences (Van der Walt, Ingley, Shergill, & Townsend, 2006). This can thus be 

assumed to increase the collective idiosyncratic knowledge and skills, which can 

generate competitive advantage, thereby helping the firm to internationalize. The 

ability of getting through these differences and learn from them is what makes the team 

resilient (Meneghel, Salanova, & Martínez, 2016), which can be assumed to make 

them feel that they as a team are able to take on different uncertain projects (Walsh, 

1998). The more diverse the TMT is the broader their repertoire of experiences is (van 

der Walt & Ingley, 2003; Van der Walt, Ingley, Shergill, & Townsend, 2006), which 

can be suggested to make them more inclined to open up for uncertain projects like 

international expansion, irrespective the uncertainties. This is why the outcome degree 

of internationalization can be more suitable as a team outcome rather than traditional 

performance based outcomes. 

2.4 Diversity in TMTs  

According to Filley et al. (1976) homogeneous TMTs affect firm outcomes differently 

than that of heterogeneous teams, this since homogeneous groups tend to solve routine 

problems more effectively. Heterogeneous groups on the other hand tend to solve 

complex problems more effective and easier due to different opinions, knowledge and 

alternatives are being provided from their diversities (ibid). This positive effect on 

decision making which is caused by the provision of different perspectives due the 

different backgrounds of the members in a demographically diverse team, has been 

shown to be correct (Wagner, 1995; Bunderson & Sutcliffe, 2002; Stewart, 2006). 

Although, more diverse teams have also been shown to be negatively connected to 

team outcomes due to it potentially causing less social integration and thereby more 

conflicts (Ruhe & J., 1977; Kochan, et al., 2003). It is further argued by Ancona and 

Caldwell (1992) that heterogeneous teams are more difficult and thereby more costly 

to coordinate, and that these costs are negatively related to performance. Furthermore, 
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there are mixed results on the correlation between degree of diversity in groups and 

the group outcomes.  

However, the level of diversity in firms are increasing and more individuals of 

different nationality, ethnicity, race and gender are employed (Cox, 1991). Although, 

the focus in this thesis will lie on the demographic characteristics gender, age, tenure 

and cultural background. The variables, age, gender and culture have been chosen for 

their visibility, which refers to the extent that it is easily observable by other group 

members. Tenure on the other hand have been chosen for its job-relatedness which 

refers to the extent that it directly shapes the perspectives and skills that are related to 

cognitive tasks, such as problem solving, creative idea generation, or as in this case, 

decision making. They have been chosen since they have e tendency lead to 

categorization of individuals (Pelled, 1996). To provide a better understanding for the 

relationships argued for in this thesis, that is those of demographic diversities and 

degree of internationalization which is mediated by TMT resilience, figure 3.1 below 

presents the research model of the study. 

 Figure 3.1 Research model 

                                   H1+ 

 

                                    H2+ 

                                                                                                       H5+ 

                                    H3+ 

 

                                    H4+ 

 

2.5 Diversity in TMT – TMT resilience 

Resilience as a concept refers according to Meneghel, Salanova, & Martinez (2016) to 

the adaptive process which occurs when facing unexpected, hostile or uncertain 

conditions. These conditions can both be minor disruptions that are accumulated over 

time, or fewer large scale disturbances (Sutcliffe & Vogus, 2003). It is thus important 
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to identify mechanisms, like resilience, which help the employees and the firm to deal 

with the risk and uncertainty in otherwise stressful situations, in a way that leads to 

positive outcomes (Meneghel, Salanova, & Martínez, 2016).  The ability to be resilient 

can according to Walsh (1998) be developed through an ongoing process of developing 

strengths and resourcefulness which can help the individual to rebound from 

challenging situations and setbacks. Employees who are resilient can develop and 

increase performance in later tasks by taking learning experiences with them from 

hostile or uncertain situation. Which also can increase the general adaptability of that 

individual in times of uncertainty (Hind, Frost, & Rowley, 1996). However, resilience 

as a concept is relative in its nature and it changes and emerges under specific 

circumstances (Staudinger, Marsiske, & Baltes, 1993). Nonetheless, even though its 

relative nature, resilience developed in a certain situation still make the individual 

better prepared for other upcoming different events, since every situation increases the 

resilience (Egeland, Carlson, & Sroufe, 1993).  

2.5.1 TMT gender diversity and TMT Resilience 

Gender diversity in higher ranks are becoming more apparent as women increasingly 

break the glass roof and get appointed to higher managerial positions within firms 

(Elsass & Graves, 1997). Research on gender diversity has shown that the group 

performance is positively affected by this diversity, since it has shown to reduce 

conflict and increase the communication and innovation within the group (Ruiz-

Jiménez, del Mar Fuentes-Fuentes, & Ruiz-Arroyo, 2014). The positive effect on 

group performance is more apparent when there is a balance between the genders, due 

to men and women having different perspectives on how to solve problems; which is 

said to lead to more consensus-seeking group decisions (Stringer, 1995; Ruiz-Jiménez, 

del Mar Fuentes-Fuentes, & Ruiz-Arroyo, 2014).  

Opstrup & Villadsen (2014) argue that gender diversity in general increase the ability 

to relate to many different aspects and perspectives that are shaped by different 

experiences associated to gender. Furthermore, gender diversity are also said to create 

more adaptive and innovative teams (Díaz-García, González-Moreno, & Sáez-

Martínez, 2013). This collective ability of being able to relate is of much importance 

in today´s increasingly more heterogenized organizational surroundings, (Park, 2013). 
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It is thus argued by Opstrup & Villadsen (2014) that the best team dynamics are 

achieved by taking advantage of the distinct strengths of each gender, which is 

achieved by having men and women continuously interact and learn from each other’s 

cognitive styles. Because, their cognitive styles differ in the way that women in general 

tend to be more emphasized towards reaching harmony and consensus, then that of 

men (Krishnan & Park, 2005). It is further argued that women have a higher tendency 

to add understanding and sensitivity aspects to the decision making process, which can 

be critical when e.g. entering new markets (Cox, 1994). The combination of gender 

differences and different cognitive decision making styles can be suggested to enable 

the team to see more and different perspectives in general, and generating more ways 

of taking on the decisions (Krishnan & Park, 2005). This would thus make the team 

more resilient since they are able to face more and diverse threats, and their collective 

diverse experiences would enable them to act faster to the threats (Hind, Frost, & 

Rowley, 1996). 

Out of what is discussed above I argue that gender diversity enables the TMT to relate 

to more perspectives and approaches which will make them more innovative when it 

comes to tackle uncertain situations. This in combination with the increased 

understanding that is added by women will generate a better understanding and ability 

to adapt to changing environment in which the firm is present. Thus: 

H1: TMT gender diversity will be positively related with TMT resilience. 

2.5.2 TMT age diversity and TMT Resilience 

More age homogeneous teams have according to Mahadeo, Soobaroyen, & Hanuman. 

(2012) been shown to be more risk averse and less interested in changes. At the same 

time, age diverse teams are said to easier reach a communal decision since their 

different perspectives on how to solve problems, provided by their diversities, help 

them to reach a consensus (Wiersema & Bantel, 1992). Furthermore, it is argued by 

Houle (1990) that age diverse teams generate the better team outcomes since younger 

managers have the hunger and drive for change and success, while the older managers 

have the needed experience and wisdom of how things work. 
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Research on age diversity show that older managers tend to be more risk averse since 

they, according to Carlsson & Karlsson (1970), might be in a more established 

economic situation, and thereby have more to lose. The opposite has thus been shown 

among younger managers (Hamrick & Mason, 1984; Wiersema & Bantel, 1992), 

suggesting that they are more open to strategic changes (Richard & Shelor, 2002) and 

thus are more inclined to be risk seeking in their decision making (Hamrick & Mason, 

1984).  

However, there are mixed result regarding age, and according to some studies older 

employees are shown more respect due to them having more work experience (Gibson, 

Zerbe, & Franken, 1993), but also from their previous performance (Liden, Stilwell, 

& Ferris, 1996). At the same time some researchers argue that older employees are 

slower when making decisions, are viewed as less creative (Levin, 1988), have lower 

ability to learn (Brooke & Taylor, 2005), and are less motivated (Shore & Wayne, 

1993). This can potentially lead to age discrimination by younger managers (Kunze, 

Boehm, & Bruch, 2011; 2013). Furthermore, it is argued that age similarity improves 

communication and liking both due to historically generated similarities but also 

similarity of life stages (Lawrence, 1988). Although, it is argued by Gross et al. (1997) 

that individuals by age, in combination with previous experiences become more 

emotionally resilient. Differences in generational belonging in the TMT can thus be 

interpreted to open up to more and different perspectives, but also different ways of 

dealing with information. This can in turn be suggested to make them more resilient 

in the way that their different experiences offer different strengths that can help them 

rebound from uncertain situations (Walsh, 1998). 

Out of what is discussed above I argue that age diversity will enable the TMT to have 

access to varied amounts of experiences, and what the outcomes of certain decisions 

can be. Older TMT member have the experience of external pressure and therefor 

know how to react to them by not making too hasty decisions. Younger managers on 

the other hand are not stuck in routine and are therefore more willing to make strategic 

changes and are more risk taking, which would enable them to see other perspectives, 

than that of older managers. The generational combination created by age diverse 

teams would generate more perspectives and ways of dealing with the information 

associated with these perspectives in a way that would make the group more fit for 
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handling with uncertainty. This because the age diversity would enable a more fruitful 

way of weighing the information and perspectives against each other, in a way that 

would lead to more sound decisions being made even in uncertain situations.  Thus: 

H2: TMT age diversity will be positively related with TMT resilience. 

2.5.3 TMT tenure diversity and TMT Resilience 

Another demographic diversity that according to research have varying impact on 

decision making and thereby group outcome, is tenure (Carson, Mosley, & Boyar, 

2004). Tenure refers to the time period of which an individual have been employed 

within their current firm (Sturman, 2003). Employees that have been employed within 

the same firm for a longer period of time tend to do their tasks on routine to a greater 

extent, ultimately leading to less creativity in decision making, since fewer alternatives 

tend to be considered. This is argued by Goll, Sambharya, & Tucci (2001) to lead to 

decisions of poorer quality. According to Janis (1983), the risk of groupthink is high 

when TMT members have been working together in the same firm, since their tenure 

make them loose their ability to critically evaluate alternatives. This groupthink will 

then in turn lead to a weaker TMT that also contributes to decisions of poorer quality 

(ibid).  

 It is argued by McDaniel, Schmidt & Hunter (1988) that firm tenure generally lead to 

better performance since the individuals then are more aware of what is needed to 

perform well (McDaniel, Schmidt, & Hunter, 1988). Tenure also include accumulated 

relevant idiosyncratic information and knowledge through socialization, both tacit and 

explicit, which enables the employee to perform its work (Nonaka, Byosiere, Borucki, 

& Konno, 1994). This information and knowledge further work as a guidance for what 

to do in uncertain situations (ibid). At the same time it is highlighted by Steffens, 

Shemla, Wegge, & Diestel (2014) that the collective knowledge, both tacit and 

explicit, in the team does not increase by mere exposure to tenue; it must be shared. 

Furthermore, diverse groups with regard to tenure should increase the exposure to 

different perspectives and experiences of what has worked in the past, and what has 

not (Gilson, Lin, Luciano, & Choi, 2013). Individuals with less or no tenure can thus 

bring in a combination of fresh and novel ideas, since they are not limited by how 

things are done within the firm (de Poel, Stoker, & Van der Zee, 2014). Tenure 
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diversity can in that way be interpreted as generating more resilient teams since 

different levels of tenure brings different experiences from uncertain conditions that 

has effaced the firm (Sutcliffe & Vogus, 2003), and how to react to them. At the same 

time tenure diverse teams also give access to more perspectives since managers with 

less tenure are more inclined to bring novel ideas that can help the groups face the 

uncertainty in new ways (de Poel, Stoker, & Van der Zee, 2014).  

Out of what is discussed above I argue that tenure diversity in the TMT will create a 

beneficial mix of tacit and explicit knowledge in combination with fresh and novel 

ideas. This because TMT members with long tenure tend to go more for routine by 

relying on what has worked in the past, thereby limiting the intake of new perspectives. 

TMT members with short or no tenure, on the other hand, are not limited in their way 

of thinking to the same extent and do not work out of routine, which enables them to 

add new perspectives. A combination of more and new perspectives with the 

experience of how to react to uncertain conditions facing the firm might lead to an 

increased resilient ability. Thus:  

H3: TMT tenure diversity will be positively related with TMT resilience. 

2.5.4 TMT culture diversity and TMT Resilience 

It is argued by some researchers that cultural diversity lead to more conflicts due to 

communication difficulties (Triandis, 1960) and misunderstandings (O´Reilly, 

Caldwell, & Barnett, 1989). At the same time, it is claimed by other researchers that 

cultural diversity lead to enhanced performance due to the communication being more 

effective because of the diversity of values that are apparent in the group (Hofstede G. 

, 1984; McCarrey, 1988).  

The outcomes of cultural diversity are not clear cut, instead they are very mixed in the 

way that some empirical evidence show positive outcomes (Jackson, Joshi, & Erhardt, 

2003), while theoretical studies show the exact opposite (McLeod & Lobel, 1992). 

Although, it is also highlighted by Jackson, Joshi, & Erhadt (2003) that cultural 

diversity in teams can cause lack of communication and increase group conflict, which 

in turn is negatively related to group effectiveness and performance. Another negative 

effect that cultural dissimilarities can have is that it can create categorization and 
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intergroup anxiety which can reduce workgroup effectiveness (Hofhuis, Van der Zee, 

& Otten, 2016). Furthermore, an increase of conflict in culturally diverse teams can 

according to Watson, Kumar, & Michaelsen (1993) be caused by the fact that the 

members have more varied opinions and less shared experiences. On the other hand, 

culture can according to Richard (2000) be beneficial to firms in the way that it 

generate more approaches, perspectives and unique skills (Van Knippen, De Dreu, & 

Homan, 2004) which lead to more flexible, and innovative (Hofhuis, Van der Zee, & 

Otten, 2016) ways of thinking. It is further stated by Hofhuis, Van der Zee, & Otten 

(2016) that cultural diversity has been shown to reduce groupthink and instead creates 

more effective idea generation, particularly in small groups. Another important 

variable, and its potential effects, that is important to measure when studying culture 

is the context, even though it is often neglected (Dwyer, Richard, & Chadwick, 2003; 

Umans, 2009). The context is important since it actually can have an impact on 

whether the cultural diversity is related to negative or positive outcomes (Umans, 

2009). 

Furthermore, the context can as mentioned above be important in the way that 

multinational firms can be suggested to have top managers with diverse cultural 

backgrounds due to the firm being present in many markets. These managers would 

then be exposed to foreignness (cf. Sutcliffe & Vogus, 2003) to a greater extent which 

will make them more used to facing cultural differences within the team. This can be 

suggested to decrease the negative outcomes of cultural diversity, or even turn them 

into positive ones (Jackson, Joshi, & Erhardt, 2003). Interacting with different cultures 

is a learning experience that e.g. teaches the team members how individuals with 

different cultural background receive and analyse information (cf. Hohuis, Van der 

Zee, & Otten, 2016). Even though the decisions making might take longer time due to 

differences in perspectives and ways of handling information (Watson, Kumar, & 

Michaelsen, 1993), compared to in a homogeneous team, the quality of the decisions 

would be higher, which would make the team more resilient (Hind, Frost, & Rowley, 

1996). 

From the discussion above I argue that cultural diversity in the TMT will bring more 

perspectives, approaches and ways of handling information, that come from belonging 

to different cultures, These differences will in turn generate teams that are more 



 

20 

 

innovative in finding ways to cope with external pressure which ultimately will make 

them more flexible and adaptable to their surroundings. This flexibility and 

adaptability will also enable the team to increase communication and reduce group 

conflict since it generates a better understanding of the cultural differences and what 

they might bring to the table. Thus: 

H4: TMT cultural diversity will be positively related with TMT resilience. 

 

The differences that are brought to a group due to their different demographic 

characteristics enables the group to lower the bounded rationality in the group due to 

increased number of perspectives (cf. Hambrick & Mason, 1984), but also that more 

diverse perspectives are brought to the decision making process. This because the 

collective experiences, skills, and relationships that form the individuals´ human and 

social capital (Van der Walt et al., 2002) enables them to tackle uncertainty to a greater 

extent, due to previous experiences of uncertainty. This is advantageous in situations 

where strategies are formed, especially strategies concerning internationalization since 

internationalization involves a certain degree of uncertainty concerning cultural, legal 

and commercial differences (Dunning, 1980; Dunning, 1995). The strategies regarding 

internationalization needs to be formed, since they do not just occur, and are specific 

to each firm depending on their setting, and their access to collective human and social 

capital. The internationalization strategies are of much importance to the firm in the 

way the choice of internationalizing is often a way to secure the future survival of the 

firm due to tough competition (ibid).  This survival thus to a certain degree rest in the 

collective human and social capital that is brought to the TMT from the different 

demographic characteristics of the members. The decision making process also rest on 

how well the individuals learn to communicate and adapt to each other with regards to 

their differences, which ultimately decide how resilient they become as a team (Walsh, 

1998). 

This means that what is observed through resilience is an outcome of a specific process 

in which the four demographic characteristics each play their part. We do not know 

for certain how the top managers communicate with each other. However increased 

gender, age, tenure and cultural diversity can be argued to lead to more resilient teams 
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due to the fact that their differences will enable them to take on problems and 

uncertainties better. This because their differences bring different approaches, 

experiences and knowledge, in a way that creates a more resilient team in uncertain 

and risky situations like when internationalizing. Thus:  

H5: TMT resilience will be positively related to the degree of internationalization.  
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3. Methodology 

The methodology provides a presentation of the theoretical methodology which is the 

followed by the empirical methodology.  

3.1 Theoretical methodology 

The theoretical methodology provides a presentation of the research philosophy, the 

research approach and the design. This is followed by presentation of the choice of 

method, the theories chosen, and ends with a critique of sources. 

3.1.1 Research philosophy 

This study aims at explaining the relationship between demographic characteristics 

and degree of internationalization and research within this area is interesting since 

research has been conducted within each individual field. However few have combined 

my research components demographic diversity and internationalization and how this 

relationship can be mediated by resilience. There is extensive research on firm 

outcomes of diverse TMTs, however, they tend to be on performance as the outcome 

rather than other potential outcomes, such as the degree of internationalization. 

The thesis has a positivistic research philosophy since it is based on previous research 

and already existing theories, and use empirical material to either confirm or falsify 

the previous research conducted (Bryman & Bell, 2015).  It is connected to objectivity, 

and demands that the object under study is observable (Allwood & Erikson, 2010), 

which is why the demographic characteristics gender, age, tenure and culture have 

been selected.  Finally, the theories are tested empirically in order to create the 

appropriate validity and generalizability (Saunders, Lewis, & Thornhill, 2009; Bryman 

& Bell, 2015). 

3.1.2 Research approach 

Deduction, induction and abduction are different approaches that can be used in 

research depending on if the starting point is within already existing theories or if the 

reality is investigates out of the empirical material (Alvehus, 2014; Lind, 2014; 

Bryman & Bell, 2015). In this thesis a deductive approach is used in order to create a 

deeper understanding of the suggested relationships between variables and how they 
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affect each other. The deductive approach has been used in order to be able to create 

hypothesis out of a theoretical framework since it will enable me to base my discussion 

on a rigorous theoretical foundation. The creation of hypotheses is considered 

necessary in a deductive approach to decrease the risk of subjectivity (Crossan, 2003). 

The hypothesis are like assumptions derived from logic and when the assumptions are 

deemed truthful so is the conclusion. This approach thus enables the researcher to 

assess whether the assumptions are truthful or not without relying on the reality 

(Rennemo & Åsvoll, 2014).  

3.1.3 Choice of methodology 

Since the study applies a positivistic research philosophy, a deductive research 

approach and aims at objectivity, the most suitable method is to use a quantitative one 

(Saunders, Lewis, & Thornhill, 2009; Bryman & Bell, 2015). This since it can be 

associated with finding relationships (Denscombe, 2009) between demographic 

diversity and internationalization. Furthermore, a quantitative method has a more 

holistic focus which increases the generalizability of the research results, but also that 

the research generates the same results every time due to the objectivity (Denscombe, 

2009; Saunders, Lewis, & Thornhill, 2009). A quantitative method is deemed more 

suitable compared to a qualitative one from the aspect that the latter means that new 

knowledge is created out of interpretation (Alvehus, 2014). This generate different 

interpretations from every researcher which makes it difficult to redo the research and 

obtain the same results, as with a quantitative method (Denscombe, 2009). 

3.1.4 Choice of theory 

The theoretical framework of the thesis is based on the behavioural theory of the firm, 

the upper echelon theory and the eclectic theory. These theories serve as a foundation 

for understanding the relationship between demographic diversity and 

internationalization.  In order to explore how demographic diversities in TMTs are 

related to internationalization I utilize the behavioural theory of the firm, the upper 

echelon theory and the eclectic theory. The behavioural theory of the firm explains 

how the relational and cognitive background of the top managers work as foundation 

for them when making decisions within a firm (Cyert & March, 1963; Gavetti, Greve, 
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Levinthal, & Ocasio, 2012). But also that the top managers are boundedly rational 

when making the decisions since they lack perfect knowledge (Cyert & March, 1963). 

The upper echelon theory on the other hand explains how different demographic 

characteristics make the top managers filter and distort information and how it affects 

the decisions being made, which in the end influence firm outcomes (Hamrick & 

Mason, 1984). The eclectic theory explains how firms can expand vertically by 

internalizing production. It also discusses that firm choose to internationalize either as 

a way of making use of competitive advantages or as a way to secure firm survival 

(Dunning, 1980; Dunning, 1995). 

3.1.5 Critique of the sources 

The majority of the peer-reviewed scientific articles are extracted from Google 

Scholar, Summon@HKR and the webpage of Journal of International Business 

Strategy. Popular science articles have also been chosen for the background chapter as 

a way of showing the relevance and that it is a current subject to conduct research 

within. The remaining theoretical sources originates from academic literature. 

To be critical towards the sources I have reviewed the academic journals that have 

been used. An indication of the quality of the sources can be achieved by taking a look 

at the total number of article citations from each journal and what grading these 

journals have according to the ABS-grade system. The ABS ranking is based on the 

peer review process and its standards, track records and the processes in every journal. 

In this thesis the ABS evaluation from 2015 have been used, and below is a 

presentation of the five different ranks, of which a journal can be graded depending on 

their quality: 

 4*- World elite journal 

 4- Top Journal 

 3- Highly regarded journal 

 2- Well regarded journal 

 1- Recognized journal 

In a total 87 articles have been cited in the thesis and 70 of them have been published 

in journals that have been evaluated by ABS. There are 17 articles which are not 

covered by ABS and the reason for this can be that the journals have not been 
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considered qualified as a “recognized journal”. The ranking of the 70 articles covered 

by ABS is presented in table 3.1 below: 

Table 3.1 The ABS ranking of the cited articles 

               

Out of the 70 articles 60% fall within the two highest rankings, suggesting that they 

are of very high quality and are published in journals of high standards. The remaining 

40 % fall within the rankings 1, 2 and 3, of which the majority fall within the rank of 

‘highly regarded journal’. The distribution of articles shown above signal that the 

articles mostly relied on in the thesis are of high quality. There is a risk of using articles 

not covered by ABS in the way that they can be associated with inadequate quality. 

However, it is difficult to draw any conclusions regarding their potential effect in the 

quality of the theoretical framework. 

3.2 Empirical methodology 

The empirical methodology describes how the study have been organized and carried 

out to collect and analyse the quantitative data. This is followed by a description of 

how the variables were operationalized. 

3.2.1 Data collection 

When using an investigation that has as a purpose to explain it is possible to use several 

different quantitative methods (Denscombe, 2009). I chose to use secondary data by 

using archival data and data collected from a survey conducted by another researcher. 

The data collected by the other researched contained data that would be difficult for 

me to collect within the time frame of this study, which is why it was a welcomed 

contribution to my data collection. Data from 185 firms were collected but was 

narrowed down to data from 141 firms in the end. 

The archival data consists of two different parts one collected by me and the other 

collected and put together in a document by another researcher. The archival data 

ABS 2015 Number of cited articles Percentage of total ABS Articles

4* 27 39%

4 15 21%

3 18 26%

2 4 6%

1 6 8%
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collected by me is from the annual reports from 2014 and 2015 published by the 141 

firms. The annual reports were used to make a content analysis which enables the 

researcher to analyse the content in different documents and quantify the content 

(Denscombe, 2009). The other part of the archival data consist of documents of data 

collected through a survey and from collection of information from Retriever. 

3.2.2 Sample selection 

Since it is impossible to investigate the entire population when doing research, whether 

it is firms or individuals, a sample selection is suitable (Denscombe, 2009; Körner & 

Wahlgren, 2012). It is considered important to be able to gather the information needed 

from the population chosen (Alvehus, 2014), which is why there has to be some 

selection.  

The selection criteria used in this research was that the firms needed to be listed in 

2014, since this enables the collection of financial data from their annual reports. Firms 

that are listed are according to Swedish governance law obliged to publish annual 

reports containing financial and governance information (Swedish Corporate 

Governance Board, 2017). All other choices leading to the final 141 firms were based 

on consequent aspects such as data availability and who answered the survey or not. 

The selection of firms can thus be considered subjective (Denscombe, 2009), but was 

done to ensure access to more data than would have been possible if non-listed firms 

were chosen.  

3.2.3 Operationalization 

The process in which the researcher transforms concepts into measures is referred to 

as operationalization, and variables are used to provide measures for the concepts 

chosen for the research (Bryman & Bell, 2015). The variables in this research origin 

from the survey conducted by the other researcher, the secondary data collected by the 

same, and the archival data collected by me. The indicators used in this research are 

listed and discussed below. See table 3.1 for a list of all variables and where they were 

collected. 
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Table 3.1 The variables and their origin 

 

3.2.3.1 Dependent variables 

The degree of internationalization refers to what extent a firm is internationalized, and 

it can be measured in different ways, however to measure the degree of 

internationalization is according to Sullivan (1993) not easy since the extent to which 

a firm is internationalized is complex and is of a multi-dimensional nature. However, 

it is possible to measure and in this study five measures have been selected. Degree of 

internationalization can be measured by geographical spread (Ietto-Gillies, 1998), 

since it indicates to what extent the firm is engaged in business in foreign countries, 

but also their willingness to engage in foreign business. The second measure is the 

logarithm of foreign subsidiaries´ sales as percentage of total sales or foreign sales 

(Sullivan, 1993), which indicates how the domestic market is proportioned in relation 

to the foreign markets of the firm. The third and fourth measures are number of foreign 

facilities and number of foreign subsidiaries (Sullivan, 1993), which indicates to what 

extent the firm is focusing on foreign markets in relation to the domestic market, but 

also to what extent they are willing to take on the uncertainty of establishing operations 

abroad.  

The fifth measure is the number of words connected to internationalization that are 

used in annual reports of the firm. It was measured by searching for and counting how 

Variable Retrieved from

Gender diveristy Archival data

Age diveristy Archival data

Tenure diversity Archival data

Culture diveristy Archival data

Number of faultlines Archival data

Resilience Efficacious beliefs 1-3 Secondary data (survey)

Resilience Adaptive capacity 1-3 Secondary data (survey)

Number of respondents Archival data

TMT size Annual reports

Number of foreign subsidiaries Archival data

Industy Archival data

Number of employees Archival data+ annual reports

Countries with presence Annual reports

Number of foreign facilities Annual reports

Turnover Archival data

Net sales Annual reports

Foreign sales Archival data

ROA Archival data

ROE Archival data

The eight words connected to internationalization Annual reports
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many times eight different chosen words connected to internationalization appeared in 

the annual reports from 2014 and 2015. The eight words are in Swedish and they are: 

import, tillväxtmarknad, internationell, expansion, export, joint venture, 

utlandsverksamhet and utländska dotterbolag. The choice of doing a content analysis 

by counting the words was because the number of words connected to 

internationalization used in the annual reports could potentially indicate to what extent 

the firm is internationalized. 

3.2.3.2 Mediating variables 

The extent to which a group can be affected by external pressure and uncertainty, and 

how the group is able to adapt to various challenges is referred to as team resilience. 

In listed firms TMTs are mostly affected by external pressure connected to their choice 

of strategies and the outcomes of these. Because of that, they need to have a resilient 

ability that enables them to work effectively as a team and to learn from each other’s 

differences. Two questions containing three statements each were asked, to be able to 

measure team resilience. These measures were adopted from Harrison et al., (2002); 

Schippers et al., (2007); Veltrop et al., (2015) and Carmeli et al., (2013). A 7-point 

Likert scale was used in the survey when asking the respondents to what extent they 

agreed or disagreed with the statements. The scores have then been inverted due them 

being asked with a negative framing of question. 

 

The first statement from Resilience efficatcious beliefs have been excluded from the 

tests due to it showing low significance when doing a factor score. The questions asked 

regarding team resilience were as presented below (Harrison et al., 2002; Schippers et 

al., 2007; Veltrop et al., 2015 and Carmeli et al., 2013): 

Resilience Efficacious beliefs 

When encountering a new and difficult task we often think we can do it 

successfully 

We often think that we will be able to overcome many new challenges that 

face us 

Even when the situation is challenging, we can do what is necessary and 

succeed 
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3.2.3.3 Independent variables 

3.2.3.3.1 Demographic characteristics 

Four different independent variables are used in this research and they comprise the 

demographic characteristics discussed in the theoretical framework, namely gender, 

age, tenure and culture. The data regarding the four demographic characteristics have 

been collected by the other researcher from archival data, and consider the factual level 

of diversity. 

 Gender diversity was measured by calculating a Blau´s (1977) index, 

(1 − ∑𝑝𝑖
2) in every TMT. In this equation p is the percentage of the TMT 

members with gender i. 

 Age diversity was measured by calculating the standard deviation in every 

TMT, in a way to see how the ages of the TMT members deviate from the 

mean. 

 Tenure diversity was measured by calculating the standard deviation in every 

TMT, in a way to see how the tenure of the TMT members deviate from the 

mean. 

 Cultural diversity was measured by calculating a Blau´s (1977) index, 

(1 − ∑𝑝𝑖
2) in every TMT. In this equation p is the percentage of the TMT 

members with culture i. 

3.2.3.3.2 Faultlines 

Number of faultlines was measured by calculating the number of subgroups that 

existed in each of the TMT in the 141 firms. The faultlines divided the groups into 

subgroups depending on their gender, cultural belonging, tenure and which generation 

they belong to (Lau & Murnighan, 2005). Cultural belonging was divided from the 

country of origin of the top managers, while tenure was divided into 5 year intervals 

ranging from 5 up to 35 years. Generation belonging on the other hand divided the top 

managers into generations depending on when they were born. The generations are: 

Resilience Adaptive capacity 

We do not appreciate changes in our operation  

We try to stick to well-proven ways instead of following new trends 

We do not adjust to changing conditions in the environment because we do not 

make the vital changes and implement them effectively 
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silent generation 1925-1945; baby boomers 1946-1964: generation X 1965-1979; 

generation Y 1980-2000. The more faultlines a group has the more heterogeneous it is 

(Lau & Murnighan, 2005). 

3.2.3.4 Control variables 

In this research a number of control variables have been used and they are, TMT size, 

number of employees, industry, turnover, number of words, ROE and firm size. These 

control variables have been selected since they have the potential to help describing if 

the size of the firm in combination with the experiences and knowledge of the 

employees is connected to the degree of internationalization. The control variable firm 

size is divided into three different parts and is the logarithm of: number of employees, 

net sales, and turnover. All three parts will be used in the examination of the models, 

however only the models that show significant results will be used, irrespective of 

which part of firm size it is. 

3.2.3.4.1 TMT size  

In this research TMT size (Simsek, Veiga, Lubatkin, & Dino, 2005; Lubatkin, Simsek, 

Ling, & Veiga, 2006) was measured by finding the number of TMT members, in each 

of the 141 firms, through archival data. This was done by searching for the TMT in the 

annual reports from 2014 and 2015 and counting the top managers. It was assumed 

that there were more than one individual in every TMT which thereby could open up 

for more diversities in the teams. 

3.2.3.4.2 Firm size 

The number of employees, which is the first part of firm size (Carmeli, 2008), was 

measured by searching for the number of employees in each of the annual reports of 

the 141 firm for year 2014. The number of employees of year 2015 was collected from 

archival data collected by the other researcher. This control variable signals whether it 

is a large or small firm, and can also have an impact on to which extent the TMT is 

more demographically diverse. 

Net sales, which is the second part of firm size (Carmeli, 2008), was measured by 

searching for the net sales for every one of the 141 firm for year 2014 and 2015. The 

data was searched for and collected from the archival data collected by the other 
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researcher. This control variable signals the size of the firm, which can have an impact 

on to what extent the TMT members are demographically diverse. It can also 

potentially signal how inclined the firm is to internationalize. 

Turnover, which is the third part of firm size (Carmeli, 2008), was measured by 

searching for the turnover for every one of the 141 firms for year 2014 and 2015. The 

data was searched for and collected from the archival data collected by the other 

researcher. This control variable signals the size of the firm in the way that a high 

turnover indicates higher level of  sales and there by larger production. It also signals  

the percentage of long-term debt to the total capital of the firm, which also indicates 

the size of the firm (Palepu, 1985). 

3.2.3.4.5 Industry 

The control variable industry was measured by collecting data regarding the industry 

belonging or all the 141 firm from the archival data collected by the other researcher. 

This control variable can signal whether certain types of industries are more inclined 

to internationalize than others depending on what kind of products they produce and 

sell. 

3.2.3.4.6 ROE 

The control variable ROE have been used since it measures the profitability of the firm 

by signalling how much profit the firm generates with the financial means provided by 

the shareholders. 

3.2.4 Drop down analysis 

From the total number of 185 listed firms only 141 were selected to be a part of the 

study, which is to be considered good since it still is about 76 % of the total number of 

firms. The selection was based on whether the firms published their annual report in 

Swedish or English, since the annual report where going to be used for a content 

analysis. A number of firms were also excluded since they had not published annual 

reports for both of the years 2014 and 2015, and thereby were of no use in the study. 

One firm was also excluded since it appeared to have gone bankrupt, and thereby did 

not provide any financial information for public use through their web page. 
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3.2.5 Analytical method 

In this research the statistical computer programme SPSS was used to analyse the 

collected data. A number of different tests have been conducted for the analysis of the 

data and first was a Cronbach´s Alpha test conducted to test the measures´ internal 

level of reliability. This was followed by a factor analysis and a spearman´s correlation 

test that show statistically potential relationships between the variables. Furthermore, 

a multiple linear regression was used to test the hypotheses, and the hypotheses are 

supported if the statistical significance was p <0.1. Finally a Kolmogorov-Smirnov 

test, also known as a normality test have been conducted, to check for potential 

normality and abnormality. If the normality test value is p <.05 it indicates normality 

among the variables. All the variables were tested for normality by using the 

Kolmogorov-Smirnov test and indicated no normality. However, this is rather common 

in larger samples and when the sample is larger than 30 it can be assumed to be 

normally distributed even though the normality test does not indicate normality 

(Pallant, 2013). 

3.2.6 Ethical considerations 

Most of the data have been collected from archival data that is public and thereby 

accessible to those with an interest of the data. This also means that the data collected 

from archival data by me as an external to the firms cannot be misused in a way that 

is unbeneficial for the business of the firms.  

The secondary data that have been collected from the survey conducted by the other 

researcher can be assumed to fulfil the common ethical requirements for research; 

information requirement, consenting requirement, use requirement and the 

confidentiality requirement (Vetenskapsrådet, 2002). These requirements regard the 

fact that the respondents need to be informed that it is voluntary to participate in the 

survey, but also that the respondents have given their consent to participate in the 

study. Furthermore, they need to have been informed that the information about the 

participants will not be used for other things than research, and that the information is 

confidential and thereby cannot be distributed with a third party. 
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3.2.7 Validity, Reliability and Generalizability 

Validity refers to whether the measures chosen really mirror the phenomenon under 

study (Lind, 2014; Bryman & Bell, 2015). This can be achieved by letting experts or 

other researcher with knowledge within the area check the measurements and 

determine their validity. In this study some of the data was collected by my supervisor, 

who is to be seen as an expert within this area of research, and thereby assure the 

validity of that data. The data collected by me have also been checked by the same 

supervisor and can thus be seen as valid. 

Reliability refers to the fact that if the measures and indicators used in the study are 

reliable, whenever the study is repeated the result will be identical (Saunders, Lewis, 

& Thornhill, 2009). The reliability of the measures can be determined from the 

stability of the measures which means that if retested the measures would be provide 

the same results. It can also be determined by internal reliability which signals if the 

indicators measure the same concepts. This is achieved by conducting a Cronbach´s 

Alpha test. 

The generalizability of the study can be considered good, since data has been collected 

from 141 firms from varying industries, combined with the secondary data collected 

through the survey that was sent to the top management teams in the firms. However, 

it is hard to generalize outside the context of Swedish listed firms, since they are 

limited in number compared to privately owned firms. 
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4. Analysis 

The analysis starts off by presents the findings from the archival and secondary data 

obtained from a statistical data analysis. The analysis is tied together with a summary 

of the results which includes supported and non-supported hypothesis. 

4.1 Descriptive statistics 

The descriptive statistics gives an overview of the empirical findings and starts off by 

presenting the distribution of the firms, which is followed by descriptive statistics of 

the independent, mediating, control and dependent variables.   

4.1.1 Firms 

The identified population for this study was 141 firms listed on the Swedish stock-

market, and belongs to various industries. The selection was not based on what 

industry they belonged to but rather from which firms the survey responses came from. 

Table 4.1 shows the industries that the firms work within, and how the firms are 

distributed between the different industries. 

Table 4.1 Industry distribution of the firms 

 

The one firm that belongs to the oil/gas industry have in the empirical tests been left 

out from the categorization regarding what industry it belongs to, but the data 

regarding the firm is still a part of the statistical tests. 

4.1.2 Independent variables  

The independent variables used in study are the four demographic characteristics of 

gender, age, tenure and culture. The fifth variable is number of faultlines, which 

depicts the number of subgroups within a group (Lau & Murnighan, 2005). 

Industry Number of companies Percentage 

Industrials/Basic 50 35,46

Financial 31 21,99

Consumer services/Goods 26 18,44

Health care 17 12,05

Technology(Communication 16 11,35

Oil/Gas 1 0,71

`N=141
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Table 4.2 Demographic characteristics and faultlines 

 

Table 4.2 shows that the TMTs in the firms differ slightly when it comes to their age 

and tenure diversities. Gender has a mean of 0.32 and culture 0.27 which signals that 

the TMTs on average are slightly heterogeneous. Furthermore the mean of faultlines 

is 4.62, signalling that there are on average 4 to 5 subgroups within each TMT. 

4.1.3 Mediating variables 

The mediating variables are resilience efficacious beliefs and resilience adaptive 

capacity. Table 4.3 shows the result from an overview of team resilience. 

Table 4.3 TMT resilience 

 

The above table demonstrates that the mean between resilience efficacious beliefs and 

adaptive capacity is equal, demonstrating that the TMTs are equally resilient in their 

ability to adapt and to think efficacious. 

4.1.4 Dependents variables 

The dependent variables originally consisted of five variables for measuring degree of 

internationalization. The fifth was the number of words connected to 

internationalization collected from the annual reports. The number of words have both 

been put together as one measure called Number of words 2015, and been divided into 

the eight different words. Table 4.4 shows the results from an overview of the 

dependent variables. 

 

N Minimum Maximum Mean Std. Deviation

Gender diversity, Blau 141 0 1 0,32 0,21

Age diversity, Standard deviation 141 1 12 6,3 2,12

Tenure Diversity, Standard deviation 141 0 10 3,78 2,14

Culture diversity, Blau 141 0 1 0,27 0,258

Number of Faultlines 141 0 9 4,62 1,767

Valid N (listwise) 141

N Minimum Maximum Mean Std. Deviation

F.Res.Ef 141 -6,42416 1,518 0 1

F.Res.A 141 -2,44718 2,56935 0 1

Valid N (listwise) 141
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Table 4.4 Overview of the dependent variables 

 

The above table demonstrates that the average firm in this study is present in 25 

countries and its foreign sales represents approximately 47 percent of their total sales. 

The average firm also have an average of 17 foreign subsidiaries and 37 foreign 

facilities. This internationalizations can be demonstrated in that the firms tend to use 

approximately 32 words connected to internationalization in their annual reports. 

4.1.5 Control variables 

The control variables consists of number of respondents, industry type, TMT size, 

ROE and the firm size. The firm size is as presented in section 3.2.3.4 divided into 

three parts, namely turnover, number of employees and net sales, all for year 2014. 

The reason that only ROE is included, while ROA is not, is because some of the firms 

are banks or financial institutions, and do not have assets to be sold. Table 5.5 presents 

an overview of the results from the control variables. 

 

 

 

 

 

 

N Minimum Maximum Mean Std. Deviation

Countries of presence 2015 137 1 192 25,07 38,004

Foreign sales 2015 Keuro 133 0 12941419 820730,11 1998879,78

Foriegn sales as perc. of tot sales 2015 141 0 99,97 46,87 36,187

Number of foreign subsidiaries 141 0 312 16,83 39,774

Number of foriegn facilities 2015 125 0 490 36,65 75,814

Number of words 2015 141 0 196 31,5603 29,36406

Number of words. Import 2015 141 0 11 0,7518 1,62197

Number of words. Tillväxtmarknad 2015 141 0 30 1,2553 3,45461

Number of words. Internationell 2015 141 0 55 10,4539 9,16864

Number of words. Expansion 2015 141 0 25 3,5035 4,72777

Number of words. Export 2015 141 0 26 2,0567 3,78865

Number of words. Joint venture 2015 141 0 156 8,2908 21,35066

Number of words. Utlandsverksamhet 2015 141 0 26 3,5603 4,34802

Number of words. Utländska dotterbolag 2015 141 0 24 1,6879 2,86639

Valid N (listwise) 125
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Table 4.5 Overview of the control variables 

 

Table 4.5 above demonstrates that the average firm in this study has got 5702 

employees and a net sale on 1850,332 MEuro, with a slightly lower turnover of 

166,996 MEuro on average. The Average TMT in these firms consist of eight top 

managers, out of which an average of approximately two participated in the study. 

4.2 Spearman´s correlation matrix 

The correlation matrix signals correlation between two variables and whether their 

relationship is positive or negative (Pallant, 2013). The numeric value indicates the 

strength of the relationship and the direction of the relationship is indicated by whether 

the value is positive or negative (ibid). The correlation coefficients are shown in table 

4.6 presented on the next page. The level of significance chosen for relationship 

indication in this study is 10 percent. However the matrix will not be used to indicate 

support for the any of hypotheses, this is done by the use of the multiple linear 

regression. 

There is a strong positive relationship between age diversity and resilience efficacious 

beliefs to be seen in the matrix. It also shows a strong positive relationship between 

resilience efficacious beliefs and the word tillväxtmarknad. It further shows a strong 

positive relationship between the word tillväxtmarknad and the word joint venture. 

Furthermore, a last strong positive relationship can be seen between resilience adaptive 

capacity and the word tillväxtmarknad. At the same time, a strong negative relationship 

can be seen between number of faultlines and gender diversity. Another strongly 

negative relationship can be seen between tenure diversity and the word 

N Minimum Maximum Mean Std. Deviation

Number of Respondents 141 0 7 1,9 1,064

TMT size 2014 131 3 17 7,99 2,915

Industrials/basic 141 0 1 0,35 0,48

Healthcare 141 0 1 0,12 0,327

Financial 141 0 1 0,22 0,416

Consumer Services/Goods 141 0 1 0,18 0,389

Technology/Communication 141 0 1 0,11 0,318

Number of employees 2014 141 5 92822 5702,57 11602,516

Turnover 2014 KEuro 141 94,2 3199552,24 166996,76 363056,5699

Firm size (net sales) 2014 KEuro 141 219,79 37661684,04 1850332,01 4551647,982

ROE 2014 141 -103 941 14,59 81,432

Valid N (listwise) 131
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utlandsverksamhet. Culture diversity on the other hand has a strong negative 

relationship with the word joint venture. A strong negative relationship can be found 

between both resilience adaptive capacity and number of words, and resilience 

adaptive capacity and the word tillväxtmarknad. Finally, several weaker relationships 

were also found, and can be seen in the matrix. 

Table 4.6 Spearman´s correlation matrix 
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4.3 Multiple linear regression  

Multiple linear regression is used to explore potential relationships between one 

dependent variable and multiple independent variables, all of which tend to be 

continuous. The multiple regression is based on correlation but is more advanced in its 

way to explore the relationships between the variables (Pallant, 2013). The multiple 

regression method is beneficial in the way that it allows control variables to be part of 

the test (ibid), thereby allowing me to see what their individual contribution to the 

models are. 

When using the method of multiple regression it is of great importance to check for 

multi-collinearity and singularity, the former signalling strong correlation between 

different independent variables, while the latter regards when an independent variable 

in reality is a combination of two or more independents variable. The risk of multi-

collinearity still exist since it can appear between independent variables and control 

variables (Pallant, 2013). All models pass the multi-collinearity test, since their 

Variance Inflation Factor (VIF) lie between 1.606 and 2.208.  

Before the testing of the hypotheses began all the control variables were checked, and 

the control variables used in the regression can be seen in table 4.5. 

4.3.1 Mediating effect 

In the following sections the models from the multiple linear regression in which 

resilience efficacious beliefs and adaptive capacity work as a mediating process will 

be presented. They are presented in two steps, firstly how the independent variables 

are related to resilience efficacious beliefs and adaptive capacity, and after that how 

they are related to the dependent variables that measure the degree of 

internationalization.  

4.3.1.1 Resilience; efficacious beliefs, and Resilience adaptive capacity 

The standardized Beta-value have been used in all the multiple regression tests instead 

of the unstandardized, since the former enables comparison due to the variables being 

in the same scale (Pallant, 2013). Table 4.7 and 4.8 presents the results from the linear 

regression with regards to the mediating variables resilience efficacious beliefs and 



 

40 

 

resilience adaptive capacity. The tables’ present the models that showed significance, 

and the excluded models were left out due them not being relevant in this study. 

Table 4.7 Resilience adaptive capacity 

 

The following hypotheses are tested: 

 H1: TMT gender diversity will be positively related with TMT resilience. 

 H2: TMT age diversity will be positively related with TMT resilience. 

 H3: TMT tenure diversity will be positively related with TMT resilience. 

 H4: TMT cultural diversity will be positively related with TMT resilience. 

The adjusted R squared show that between 1.6 percent and 8.8 percent of the variance 

can be explained by both the independent, the control variables and the variance 

indicators in the four models above. In all four models, all independents variables, 

control variables and variance indicators included, are significant at p < .10. In these 

models the independent variables tenure and culture, and the variance indicators 

turnover, number of employees and net sales make a unique statistical contribution 

when a check for each variable´s contribution was made. Turnover and net sales make 

a contribution at p <.10, while number of employees make a statistical contribution at 

p <.05.  In this study all contribution at p <.10 indicates support for the hypotheses in 

question. The independent variables gender and age diversity show no significant 

contributions in the models which means that there is no support for hypotheses 1 and 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error

Gender   (Blau index)  0,124 0,489 0,133 0,483 0,125 0,488 0,128 0,490

Age  (Standard deviation) -0,069 0,045 -0,067 0,044 -0,055 0,045 -0,059 0,045

Tenure  (Standard deviation) -0,155† 0,042 -0,140 0,042 -0,168† 0,042 -0,157† 0,043

Culture  (Blau index) 0,152 0,387 0,169† 0,385 0,139 0,383 0,150 0,391

TMT size 2014 0,125 0,037 0,173 0,380 0,108 0,036 0,089 0,037

Health care -0,069 0,320 -0,072 0,310 -0,051 0,311 -0,045 0,314

Financial -0,014 0,249 -0,119 0,268 -0,018 0,0249 -0,015 0,250

Consumer services/Goods 0,010 0,253 -0,001 0,250 0,012 0,252 0,015 0,254

Technology/Communication -0,056 0,325 -0,055 0,313 -0,057 0,325 -0,050 0,328

ROE 2014 0,038 0,001 0,034 0,001 0,034 0,001 0,027 0,001

Firm size- Turnover 2014 -0,255* 0,064

Firm size- number of employees 2014     -0,377** 0,059

Firm size- net sales 2014 -0,239* 0,057 -0,232* 0,058

Number of respondents 0,056 0,086

Constant 1,50† 0,837 0,761 0,513 1,398† 0,78 1,273 0,81

F-value 1,195 1,468 1,219 1,141

Adj. R
2 0,016 0,038 0,018 0,013

VIF value, highest 1,977 2,149 1,651 1,672

Model 2 Model 3 Model 5

Resilience Adaptive 

capacity

Resilience Adaptive 

capacity

Resilience Adaptive 

capacity

Resilience Adaptive 

capacity

Independent 

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10      n=141

Model 1

     n=141      n=141      n=141

Control 

Variance 

indiactor
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2. The independent variable tenure makes a significant negative contribution 

indicating that TMT tenure is negatively related to TMT resilience, thereby hypothesis 

3 is not supported. However, cultural diversity makes a significant positive 

contribution indicating that TMT culture diversity is positively related to TMT 

resilience, thus hypothesis 4 is supported, at least with regards to resilience adaptive 

capacity. 

Table 4.8 Resilience efficacious beliefs 

 

The following hypotheses are tested: 

 H1: TMT gender diversity will be positively related with TMT resilience. 

 H2: TMT age diversity will be positively related with TMT resilience. 

 H3: TMT tenure diversity will be positively related with TMT resilience. 

 H4: TMT cultural diversity will be positively related with TMT resilience. 

The adjusted R squared show that between 9.4 percent and 10.4 percent of the variance 

can be explained by both the independent, the control variables and the variance 

indicators in the three models above. In all three models, all independents variables, 

control variables and variance indicators included, are significant at p < .1. In these 

models the independent variable faultlines, and the control variables consumer 

services/goods and ROE 2014 make a unique statistical contribution when a check for 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er.

Independet Faultlines -0,181† 0,062 0,176† 0,062 -0,192† 0,062

TMT size 2014 -0,0179 0,042 -0,159 0,043 -0,193 0,041

Health care -0,110 0,310 -0,130 0,302 -0,108 0,300

Financial 0,089 0,233 0,103 0,259 0,095 0,233

Consumer services/Goods -0,175† 0,250 -0,177† 0,252 -0,173† 0,249

Technology/Communication -0,133 0,324 -0,152 0,317 -0,118 0,325

ROE 2014 -0,146† 0,001 -0,139 0,001 -0,150 0,001

Firm size- Turnover 2014 0,112 0,061

Firm size- number of employees 2014 0,071 0,057

Firm size- net sales 2014 -0,142 0,056

Number of respondents 0,210* 0,082 0,209* 0,083    0,220* 0,083

Constant -0,999 0,745 -0,505 0,442 -1,197 0,727

F-value 0,501 0,765 0,501

Adj. R
2 -0,036 -0,017 -0,036

VIF value, highest 2,037 2,140 1,971

Model 3 Model 4 Model 3

Resilience Efficacious 

beliefs

Resilience Efficacious 

beliefs

Resilience Efficacious 

beliefs

      n=141      n=141

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10      n=141
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each variable´s contribution was made. They make a contribution at p <.10. Also, the 

variance indicator number of respondents make a statistical contribution at p <.05. In 

this study all contribution at p <.10 indicates support for the hypotheses that is tested. 

Hypotheses H1-H4 state that there should be a positive relationship between the four 

demographic characteristics and resilience. In this study faultlines consist of these four 

demographic characteristics, and the significance of the independent variable faultlines 

thus supports hypotheses H1-H4, at least with regards to efficacious beliefs.  

However, resilience consist of the two parts, efficacious beliefs and adaptive capacity, 

and the hypotheses are only fully supported if the models show significance with 

regards to both parts of resilience. Because of this only hypothesis 4 can be considered 

being supported, due to it being supported both through efficacious beliefs and 

adaptive capacity. 

 

4.3.1.2 Resilience and number of foreign facilities  

Table 4.9 Number of foreign facilities 

 

The following hypothesis is tested: 

 H5: TMT resilience will be positively related to the degree of 

internationalization.  

 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Mediator Resilience Adaptive capacity -0,215* 6,808 -0,191* 6,853 -0,220* 6,896 -0,216* 6,759 -0,191* 6,807 -0,220* 6,849

TMT size 2014 0,139 2,819 0,091 2,957 0,188† 2,727 0,135 2,722 0,090 2,850 0,187† 2,613

Health care 0,159 24,099 0,132 23,049 0,116 23,599 0,161 23,824 0,133 22,776 0,117 23,286

Financial 0,095 17,804 0,233* 20,27 0,086 18,012 0,095 17,72 0,233* 20,172 0,086 17,928

Consumer services/Goods 0,0103 19,070 0,112 18,975 0,094 19,271 0,104 18,978 0,112 18,880 0,094 19,175

Technology/Communication 0,045 24,849 0,025 23,894 0,029 25,233 0,046 27,672 0,026 23,715 0,029 25,000

ROE 2014 -0,048 0,076 0,034 -0,042 -0,039 0,077 -0,050 0,076 -0,042 0,075 -0,040 0,076

Firm size- Turnover 2014       0,369** 4,718       0,371** 4,683

Firm size- Nr. of employees 2014      0,427** 4,519       0,428** 4,477

Firm size- net sales 2014      0,300** 4,409       0,301** 4,351

Number of respondents -0,014 6,308 -0,006 6,277 -0,003 6,422

Constant        -192,846** 56,651         -104,231** 32,519       -163,703** 55,160        -194,681** 55,195        -104,872** 30,848       -164,193** 53,033

F-value 4,565 5,070 3,832 5,262 5,845 4,390

Adj. R
2 0,0187 0,208 0,154 0,194 0,215 0,161

VIF value, highest 1,394 1,616 1,407 1,934 1,606 1,407

      n=125

Model 1 Model 2 Model 3

Number of foreign 

facilities

Number of foreign 

facilities

Number of foreign 

facilities

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10       n=125       n=125 n=125

Model 5 Model 6

Number of foreign 

facilities

Number of foreign 

facilities

      n=125 n=125

Model 4

Number of foreign 

facilities
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The adjusted R squared show that between 17.1 percent and 20.9 percent of the 

variance can be explained by both the mediating, the control variables and the variance 

indicators in the six models above. In all six models, all mediating variables, control 

variables and variance indicators included, are significant at p < .10. In these models 

the mediating variable adaptive capacity and the variance indicators turnover, number 

of employees and net sales make a unique statistical contribution when a check for 

each variable´s contribution was made. In two of the models the control variable 

financial makes a statistical contribution in combination with the variance indicator 

number of employees. In these six models the mediating variable resilience adaptive 

capacity makes a contribution at p <.05, while the variance indicators turnover, 

number of employees and net sales make a contribution at p <.01. In the models 2 and 

5 the control variable makes a contribution at p <.05. In this study all contribution at p 

<.10 indicates support for the hypotheses tested. Hypothesis 5 states that there is a 

positive relationship between TMT resilience and the degree of internationalization. 

However, this hypothesis is only supported if both resilience efficacious beliefs and 

adaptive capacity can be shown to make significant contribution, which is not the case 

when regarding number of foreign facilities. Thus hypothesis 5 cannot be considered 

supported. 

4.3.1.3 Resilience and Number of words- Export 

Table 4.10 Number of words- Export 

 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Mediator Resileince Adaptive capacity 0,190* 0,343 0,189* 0,348 0,191* 0,343    0,185* 0,342 0,185* 0,347 0,187* 0,342

TMT size 2014 0,053 0,143 0,066 0,151 0,063 0,136 0,034 0,139 0,044 0,147 0,044 0,132

Health care -0,056 1,212 -0,081 1,182 -0,067 1,175 -0,047 1,204 -0,071 1,173 -0,058 1,165

Financial -0,098 0,904 -0,065 1,014 -0,097 0,904 -0,096 0,903 -0,060 1,011 -0,095 0,902

Consumer services/Goods -0,050 0,976 -0,051 0,982 -0,052 0,974 -0,046 0,973 -0,046 0,979 -0,048 0,971

Technology/Communication -0,126 1,260 -0,149 1,235 -0,123 1,264 -0,118 1,253 -0,140 1,227 -0,114 1,254

ROE 2014 0,051 0,004 0,059 0,004 0,052 0,004 0,042 0,004 0,050 0,004 0,043 0,004

Firm size- Turnover 2014 0,174 0,241 0,181 0,240

Firm size- Nr. of employees 2014 0,134 0,229 0,146 0,227

Firm size- net sales 2014 0,170 0,223 0,181 0,220

Number of respondents -0,078 0,321 -0,076 0,324 -0,070 0,322

Constant -1,842 2,852 0,800 1,640 -1,793 2,738 -2,390 2,779 0,315 1,534 -2,380 2,629

F-value 2,143 1,963 2,145 2,385 2,198 2,419

Adj. R
2 0,061 0,052 0,061 0,065 0,056 0,066

VIF value, highest 1,361 1,443 1,340 1,359 1,443 1,336

Model 1 Model 2 Model 3 Model 4

     n=141

Model 6

Number of words: 

Export

Number of words: 

Export

Number of words: 

Export

Number of words: 

Export

Number of words: 

Export

Number of words: 

Export

Model 5

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10      n=141       n=141      n=141      n=141       n=141
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The following hypothesis is tested: 

 H5: TMT resilience will be positively related to the degree of 

internationalization.  

The adjusted R squared show that between 3.5 percent and 4.8 percent of the variance 

can be explained by both the mediating, the control variables and the variance 

indicators in the six models above. In all six models, all mediating variables, control 

variables and variance indicators included, are significant at p < .10. In these models 

only the mediating variable resilience adaptive capacity make a unique statistical 

contribution when a check for each variable´s contribution was made, and it makes a 

contribution at p <.05. In this study all contribution at p <.10 indicates support for the 

hypotheses tested. Hypothesis 5 states that there is a positive relationship between 

TMT resilience and the degree of internationalization. However, this hypothesis is 

only supported if both resilience efficacious beliefs and adaptive capacity can be 

shown to make significant contribution, which is not the case when regarding number 

of foreign facilities. Thus hypothesis 5 cannot be considered supported. 

4.3.1.4 Resilience and Number of words- Utländska dotterbolag 

Table 4.11 Number of words: Utländska dotterbolag 

 

 

 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Mediator Resilience Efficacious beliefs -0,233** 0,243      -0,231** 0,242      -0,238** 0,243 ´-0,182* 0,246 ´-0,179* 0,245 ´-0,183* 0,246

TMT size 2014 -0,039 0,098 -0,063 0,103 -0,037 0,094 0,028 0,099 0,016 0,103 0,038 0,094

Health care -0,125 0,842 -0,130 0,818 -0,131 0,816 -0,149 0,866 -0,157 0,842 ´-0,159† 0,84

Financial        -0,310*** 0,627   -0,254* 0,695     -0,307** 0,626       ´0,318*** 0,647    ´-0,278** 0,717      ´-0,318*** 0,647

Consumer services/Goods -0,149 0,686 -0,143 0,686 -0,15 0,684 -0,151 0,708 -0,148 0,71 -0,153 0,707

Technology/Communication    -0,195* 0,88   -0,199* 0,859 ´-0,186† 0,88 ´-0,214* 0,906 ´-0,220* 0,886 ´-0,213* 0,907

ROE 2014 -0,123 0,003 -0,121 0,003 -0,125 0,003 -0,088 0,003 -0,84 0,003 -0,086 0,003

Firm size- Turnover 2014 0,159 0,165 0,128 0,17

Firm size- Nr. of employees 2014 0,188 0,154 0,139 0,158

Firm size- net sales 2014 ´0,172* 0,153 0,122 0,156

Number of respondents       0,257** 0,226 0,264** 0,227 ´-0,267** 0,227

Constant -1,303 1,969 0,065 1,126 -1,536 1,89 0,13 1,973 1,317 1,086 0,216 1,868

F-value 4,532 4,552 4,662 3,633 3,608 3,648

Adj. R
2 0,168 0,169 0,173 0,116 0,115 0,117

VIF value, highest 1,376 1,443 1,369 1,376 1,443 1,368

Model 1 Model 2 Model 3 Model 4

       n=141

Model 6

Number of words: 

Utländska dotterbolag

Number of words: 

Utländska dotterbolag

Number of words: 

Utländska dotterbolag

Number of words: 

Utländska dotterbolag

Number of words: 

Utländska dotterbolag

Number of words: 

Utländska dotterbolag

Model 5

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10      n=141       n=141      n=141      n=141       n=141
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The following hypothesis is tested: 

 H5: TMT resilience will be positively related to the degree of 

internationalization.  

 

The adjusted R squared show that between 10.7 percent and 16.7 percent of the 

variance in the models can be explained by both the mediating variables, the control 

variables and the variance indicators in the six models above. In all six models, all 

mediating variables, control variables and variance indicators included, are significant 

at p < .10. In these models the mediating variable resilience efficacious beliefs, the 

control variables financial and technology/communication make a unique statistical 

contribution when a check for each variable´s contribution was made. Out of the four 

variance indicators only number of respondents make a statistical contribution in 

models 1 to 3. A statistical contribution is made by the variance indicator net sales in 

model 3, however only in combination with the variance indicator number of 

respondents.  The mediating variable resilience efficacious beliefs makes a 

contribution at p <.01. In models 1 and 4 the control variable financial makes a 

contribution at p <.001, while it in models 2 and 5 makes a contribution at p <.05. In 

models 3 and 6 its contribution is p <.01. The control variable 

technology/communications make a contribution at p <.05 in models 1,2,4 and 5, while 

it in models 3 and six makes a contribution at p <.1. The variance indicator net sales 

makes a contribution at p <.05 but only in model three in which it is combined with 

number of respondents. The variance indicator makes a contribution at p <.01 in the 

models in which it was included, that is models 1 to 3. In this study all contribution at 

p <.10 indicates support for the hypotheses in question. . Hypothesis 5 states that there 

is a positive relationship between TMT resilience and the degree of 

internationalization. Since the mediating variable resilience efficacious beliefs show a 

negative relationship in these models, it is not possible to say that the hypothesis is 

supported, at least with regards to efficacious beliefs. 
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Table 4.12 Number of words- Utländska dotterbolag 

 

 

The following hypothesis is tested: 

 H5: TMT resilience will be positively related to the degree of 

internationalization.  

 

The adjusted R squared show that between 9.6 percent and 13.7 percent of the variance 

can be explained by both the mediating variables, the control variables and the variance 

indicators in the four models above. In all four models, all mediating variables, control 

variables and variance indicators included, are significant at p < .10. In these models 

the mediating variable resilience adaptive capacity, the control variables financial and 

technology/communication make a unique statistical contribution when a check for 

each variable´s contribution was made. Also the variance indicators number of 

employees and number of respondents make a statistical contribution, but only in 

model 2, which is the only model in which number of respondents showed 

significance.  The mediating variable makes a contribution at p <.1 in all four models, 

while the variance indicator makes a contribution at p <.05 in model 2. The control 

variable makes a contribution at p <.01 in models 4 and 6, and at p <.05 in models 2 

and 5. The control variable only makes a contribution at p <.1 in models 4 and 6. 

Hypothesis 5 states that there is a positive relationship between TMT resilience and 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error

Mediator Resileince Adaptive capacity ´0,141† 0,243 ´0,142† 0,246 ´0,152† 0,248 ´0,143† 0,246

TMT size 2014 -0,075 0,106 0,011 0,100 -0,014 0,105 0,023 0,095

Health care -0,095 0,828 -0,118 0,867 -0,122 0,840 -0,129 0,840

Financial ´-0,255* 0,710      ´-0,324*** 0,650 ´-0270* 0,723      ´-0,324*** 0,650

Consumer services/Goods -0,103 0,687 -0,120 0,701 -0,115 0,701 -0,122 0,700

Technology/Communication -0,151 0,865 ´-0,172† 0,902 ´-0,175† 0,878 ´-0,171† 0,904

ROE 2014 -0,095 0,003 -0,072 0,003 -0,070 0,003 -0,070 0,003

Firm size- Turnover 2014 ´0,212† 0,160 0,144 0,173

Firm size- Nr. of employees 2014 0,178 0,163

Firm size- net sales 2014 0,137 0,159

Number of respondents ´0,211* 0,227

Constant 0,055 1,148 -0,161 2,002 1,050 1,098 -0,046 1,895

F-value 3,777 3,283 3,318 3,303

Adj. R
2 0,137 0,102 0,104 0,103

VIF value, highest 1,443 1,359 1,443 1,336

Model 2 Model 4 Model 5 Model 6

       n=141

Number of words: 

Utländska dotterbolag

Number of words: 

Utländska dotterbolag

Number of words: 

Utländska dotterbolag

Number of words: 

Utländska dotterbolag

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10       n=141      n=141        n=141
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the degree of internationalization. Since the mediating variable adaptive capacity is 

significant in these models the hypothesis must be seen as supported. However, the 

hypotheses is only fully supported if both efficacious and adaptive capacity shows 

significance, which is not the case here, the hypothesis is thus partially supported 

through resilience adaptive capacity. 

4.3.2 Direct effect  

In the following sections the models from the multiple linear regression that had a 

direct effect between the independent variables and the dependent variables are 

presented. That is, in these sections the mediating process of resilience efficacious 

beliefs and adaptive ability have been left out in order to see whether the results from 

the direct relationships differ from that of the relationships when the mediating 

variable is included. This is done in an aim to strive towards an explanation to why 

some relationships might appear under direct effect but not when having a mediating 

process. 

4.3.2.1 Direct effect– Number of countries with presence 

Table 4.13 Number of countries with presence 

 

The adjusted R squared show that between 19.5 percent and 23 percent of the variance 

in the models can be explained by both the independent variables, the control variables 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Gender (Blau index) -0,040 18,517 -0,043 18,765 -0,028 18,425 -0,039 18,432 -0,043 18,68 -0,028 18,333

Age (Standard deviation) -0,115 1,622 -0,131 1,632 -0,111 1,614 -0,117 1,608 -0,133 1,618 -0,112 1,601

Tenure (Standard deviation) ´0,181* 1,518 ´0,177* 1,543 ´0,195* 1,508 ´0,186* 1,484 ´0,181* 1,510 ´0,197* 1,473

Culture (Blau index) 0,111 14,045 0,116 14,285 0,121 13,868 0,115 13,753 0,120 14,006 0,123 13,586

TMT size 2014 0,057 1,355 0,078 1,419 0,053 1,331 0,050 1,311 0,071 1,370 0,050 1,277

Health care 0,112 11,406 0,081 11,361 0,113 11,257 0,113 11,34 0,083 11,288 0,114 11,172

Financial     -0,278** 8,887 ´-0,222* 9,846 -0,280** 8,830   ´-0,277** 8,849 ´-0,220* 9,794 ´-0,279** 8,788

Consumer services/Goods -0,082 9,151 -0,083 9,276 -0,084 9,097 -0,081 9,100 -0,081 9,223 -0,084 9,043

Technology/Communication -0,046 11,522 -0,081 11,367 -0,036 11,500 -0,043 11,434 -0,079 11,272 -0,034 11,383

ROE 2014 -0,036 0,038 -0,021 0,038 -0,041 0,037 -0,039 0,037 -0,024 0,037 -0,042 0,037

Firm size- Turnover 2014 ´0,267* 0,165 ´0,268* 2,269

Firm size- Nr. of employees 2014 ´0,206† 2,135 ´0,208† 2,122

Firm size- net sales 2014     ´0,283** 2,082     ´0,284** 2,063

Number of respondents -0,024 3,052 -0,022 3,095 -0,009 3,049

Constant -43,565 30,127 0,907 19,356 -46,538 29,068 -45,162 29,461 -0,477 18,491 -47,257 28,057

F-value 4,794 4,206 4,852 5,266 4,626 5,336

Adj. R
2 0,259 0,228 0,262 0,256 0,235 0,268

VIF value, highest 1,876 2,112 1,768 1,873 2,103 1,368

Model 1 Model 2 Model 3 Model 4

     n=127

Model 6

Direct Effect: 

Countries with 

presence

Direct Effect: 

Countries with 

presence

Direct Effect: 

Countries with 

presence

Direct Effect: 

Countries with 

presence

Direct Effect: 

Countries with 

presence

Direct Effect: 

Countries with 

presence

Model 5

Independent

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10      n=127      n=127      n=127      n=127       n=127
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and the variance indicators in the six models above. In all six models, all independent 

variables, control variables and variance indicators included, are significant at p < .10. 

In these models the independent variable tenure and the control variable financial 

make a unique statistical contribution when a check for each variable´s contribution 

was made. Also the variance indicators turnover, number of employees and net sales 

make a statistical contribution. The independent variable makes a contribution at p 

<.05 in all six models. The control variable financial makes a contribution at p <.01 in 

models 1, 3, 4 and 6, while making a contribution at p <.05 in models 2 and 5. The 

variance indicator turnover makes a contribution at p <.05, while number of employees 

make a contribution at p < .1. Finally, the variance indicator net sales makes a 

contribution at p <.01. The significance of the independent variable tenure, indicates 

that tenure diversity in TMTs is positively related to what number of countries the firm 

is present in. 

 

4.3.2.2 Direct effect- Number of foreign subsidiaries 

Table 4.14 Number of foreign subsidiaries- demographic characteristics 

 

The adjusted R squared show that between 21.4 percent and 26.8 percent of the 

variance in the models  can be explained by both the independent variables, the control 

variables and the variance indicators in the six models above. In all six models, all 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Gender (Blau index) 0,006 17,594 -0,008 17,951 0,004 17,557 0,006 17,510 -0,008 17,862 0,004 17,469

Age (Standard deviation) 0,056 1,628 0,030 1,645 0,030 1,603 0,055 1,615 0,030 1,633 0,031 1,592

Tenure (Standard deviation)    ´0,231** 1,542    ´0,222** 1,579   ´0,258** 1,537   ´0,234** 1,507    ´0,224** 1,545   ´0,256** 1,501

Culture (Blau index) ´-0,165† 14,162 ´0,166† 14,514 ´0,193* 14,01 ´0,169† 13,851 ´0,168† 14,218 ´0,190* 13,711

TMT size 2014 -0,070 1,380 -0,060 1,458 -0,046 1,335 -0,075 1,333 -0,063 1,402 -0,043 1,273

Health care -0,005 11,55 -0,047 11,548 -0,034 11,232 -0,004 11,472 -0,046 11,455 -0,035 11,131

Financial ´-0,198† 8,967 ´-0,088 9,973 ´0,191* 8,964 ´-0,198* 8,927 ´-0,087 9,917 ´-0,191* 8,919

Consumer services/Goods ´-0,184c 9,102 ´-0,180* 9,311 ´-0,186* 9,080 ´-0,183* 9,051 ´-0,179* 9,254 ´-0,186* 9,024

Technology/Communication -0,062 11,741 -0,106 11,682 -0,057 11,751 -0,060 11,651 -0,105 11,575 -0,059 11,620

ROE 2014 0,006 0,038 0,025 0,039 0,009 0,038 0,003 0,038 0,024 0,038 0,011 0,038

Firm size- Turnover 2014      ´0,435*** 2,293     ´0,435*** 2,283

Firm size- Nr. of employees 2014      ´0,382*** 2,181     ´0,382*** 2,167

Firm size- net sales 2014     ´0,405*** 2,064     ´0,404*** 2,042

Number of respondents -0,019 3,079 -0,009 3,149 0,110 3,092

Constant -113,48 30,579 -43,998 19,858 -107,373 28,994 -114,789 29,966 -44,579 18,944 -106,377 27,887

F-value 4,794 4,206 4,852 5,266 4,626 5,336

Adj. R
2 0,259 0,228 0,262 0,265 0,235 0,268

VIF value, highest 1,978 2,159 1,672 1,873 2,103 1,368

Model 1 Model 2 Model 3 Model 4

       n=131

Model 6

Direct Effect: Nr. of 

foreign subsidiaries

Direct Effect: Nr. of 

foreign subsidiaries

Direct Effect: Nr. of 

foreign subsidiaries

Direct Effect: Nr. of 

foreign subsidiaries

Direct Effect: Nr. of 

foreign subsidiaries

Direct Effect: Nr. of 

foreign subsidiaries

Model 5

Independent

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10       n=131      n=131      n=131      n=131      n=131
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independent variables, control variables and variance indicators included, are 

significant at p < .10. In these models the independent variables tenure and culture 

unique statistical contribution when a check for each variable´s contribution was made. 

Also the control variables financial and consumer services/goods make a statistical 

contribution. Furthermore the three variance indicators turnover, number of employees 

and net sales also contribute statistically. The independent variable tenure makes a 

contribution at p <.01, while culture makes a contribution at p <.1, in all six models. 

The control variable financial makes a contribution at p <.1 in model 1, while making 

a contribution at p <.5 in models 3, 4 and 6. The control variable consumer 

services/goods makes a contribution at p <.05 in all six models. The variance indicators 

turnover, number of employees and net sales make a contribution at p <.001 

respectively. The significance of the independent variables tenure and culture, 

indicates that tenure diversity as well as culture diversity in TMTs is positively related 

to the number of foreign subsidiaries in possession of the firm. 

Table 4.15 Number of foreign subsidiaries- faultlines 

                

The adjusted R squared show that between 21.4 percent and 26.8 percent of the 

variance in the models can be explained by both the independent variables, the control 

variables and the variance indicators in the two models above. In the two models, all 

independent variables, control variables and variance indicators included, are 

significant at p < .10. In these models the independent variable faultlines makes a 

unique statistical contribution when a check for each variable´s contribution was made. 

Also the control variables financial and consumer services/goods make a statistical 

Variables Std.B Std. Er. Std.B Std. Error

Independent Faultlines ´0,168† 2,308 ´0,174† 2,286

TMT size 2014 -0,060 1,539 -0,076 1,478

Health care -0,009 11,241 -0,003 11,133

Financial ´-0,179* 8,721 ´-0,177* 8,688

Consumer services/Goods ´-0,197* 9,343 ´-0,195* 9,300

Technology/Communication -0,036 12,193 -0,029 12,050

ROE 2014 0,013 0,039 0,007 0,039

Firm size- Turnover 2014

Firm size- Nr. of employees 2014

Firm size- net sales 2014       ´0,427*** 2,113      ´0,435*** 2,084

Number of respondents -0,044 3,100

Constant -95,613 27,246 -100,096 25,88

F-value 4,933 5,545

Adj. R
2 0,214 0,219

VIF value, highest 1,971 1,830

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10

Model 9 Model 12

Direct Effect: Nr. of 

foreign subsidiaries

Direct Effect: Nr. of 

foreign subsidiaries

     n=131       n=131

Control 

Variance 

indiactor
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contribution. Furthermore the variance indicator net sales also contribute statistically. 

The independent variable faultlines makes a contribution at p <.1. The control variable 

financial makes a contribution at p <.05. The control variable consumer services/goods 

makes a contribution at p <.05, as well. The variance indicator net sales make a 

contribution at p <.001. The significance of the independent variable faultlines 

indicates that diversities in TMTs, with regards to gender, age tenure and culture is 

positively related to the number of foreign subsidiaries in possession of the firm. 

 

4.3.2.3 Direct effect- Foreign sales 

Table 4.16 Foreign sales- demographic characteristics 

 

The adjusted R squared show that between 47.5 percent and 54.3 percent of the 

variance in the models can be explained by both the independent variables, the control 

variables and the variance indicators in the four models above. In the four models, all 

independent variables, control variables and variance indicators included, are 

significant at p < .1. In these models the independent variable culture makes a unique 

statistical contribution when a check for each variable´s contribution was made. Also 

the control variable financial makes a statistical contribution. Furthermore the variance 

indicators turnover, number of employees and net sales also contribute statistically. 

The independent variable culture makes a contribution at p <.05 in models 3, 4 and 6, 

Variables Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Gender (Blau index) -0,078 1,646 -0,064 1,759 -0,067 1,711 -0,080 1,637 -0,065 1,748

Age (Standard deviation) -0,036 0,152 -0,030 0,164 -0,024 0,159 -0,033 0,151 -0,029 0,163

Tenure (Standard deviation) -0,003 0,143 0,041 0,152 0,020 0,146 -0,009 0,140 0,038 0,148

Culture (Blau index) ´0,133† 1,328 ´0,167* 1,409 ´0,155* 1,341 ´0,126† 1,293 ´0,163* 1,368

TMT size 2014 -0,029 0,131 0,060 0,135 0,040 0,129 -0,020 0,127 0,065 0,130

Health care -0,021 1,068 -0,028 1,163 -0,018 1,129 -0,024 1,060 -0,030 1,154

Financial      ´-0,294*** 0,905      ´-0,464*** 0,891      ´-0,463*** 8,849      ´-0,295*** 0,901     ´-0,465*** 0,887

Consumer services/Goods -0,055 0,84 -0,078 0,895 -0,074 0,871 -0,056 0,836 -0,079 0,889

Technology/Communication -0,023 1,093 -0,041 1,182 -0,021 1,152 -0,028 1,078 -0,043 1,165

ROE 2014 0,026 0,003 0,023 0,004 0,021 0,004 0,030 0,003 0,025 0,004

Firm size- Turnover 2014      ´0,439*** 0,222

Firm size- Nr. of employees 2014       ´0,544*** 0,201       ´0,542*** 0,200

Firm size- net sales 2014      ´0,390*** 0,216       ´0,389*** 0,215

Number of respondents 0,030 0,293 0,017 0,313

Constant 3,183† 1,818 -1,679 2,956 -3,264 2,901 ´3,433* 1,724 -1,526 2,873

F-value 13,052 11,283 13,552 15,846 12,503

Adj. R
2

0,536 0,475 0,501 0,543 0,479

VIF value, highest 5,869 1,743 1,796 2,016 1,741

      n=126

Model 6

Direct Effect: Foreign 

sales

Direct Effect: Foreign 

sales

Direct Effect: Foreign 

sales

Direct Effect: Foreign 

sales

Direct Effect: Foreign 

sales

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10

Model 2 Model 3 Model 4 Model 5

     n=126       n=126      n=126      n=126

Independent

Control 

Variance 

indiactor
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and a contribution at p< .1 in models 2 and 5. The control variable financial makes a 

contribution at p <.001. The variance indicators turnover, number of employees and 

net sales make a contribution at p <.001. The significance of the independent variable 

culture indicates that culture diversity in TMTs, is positively related to the extent that 

the firm engages in foreign sales. 

Table 4.17 Foreign sales- Faultlines 

 

The adjusted R squared show that between 47.1 percent and 50.0 percent of the 

variance in the models can be explained by both the independent variables, the control 

variables and the variance indicators in the four models above. In the four models, all 

independent variables, control variables and variance indicators included, are 

significant at p < .1. In these models the independent variable faultlines makes a unique 

statistical contribution when a check for each variable´s contribution was made. Also 

the control variable financial makes a statistical contribution. Furthermore the variance 

indicators turnover and net sales also contribute statistically. The independent variable 

faultlines makes a contribution at p <.1. The control variable financial makes a 

contribution at p <.001. The variance indicators turnover and net sales make a 

contribution at p <.001. The significance of the independent variable faultlines 

indicates that diversities in TMTs, with regards to gender, age, tenure and culture is 

positively related to the extent that the firm engages in foreign sales. 

 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error

Independent Faultlines ´0,149† 0,222 ´0,151† 0,227 ´0,149† 0,218 ´0,152† 0,224

TMT size 2014 -0,024 0,148 0,004 0,150 -0,025 0,142 0,002 0,145

Health care -0,018 1,114 -0,028 1,144 -0,017 1,102 -0,027 1,132

Financial     ´-0,504*** 0,820     ´-0,505*** 0,841       ´-0,504*** 0,816     ´-0,505*** 0,837

Consumer services/Goods -0,076 0,874 -0,084 0,893 -0,076 0,869 -0,083 0,888

Technology/Communication 0,005 1,170 -0,019 1,188 0,005 1,152 -0,018 1,169

ROE 2014 -0,003 0,004 0,001 0,004 -0,004 0,004 0,000 0,004

Firm size- Turnover 2014        ´0,487*** 0,217        ´0,488*** 0,215

Firm size- Nr. of employees 2014

Firm size- net sales 2014       ´0,439*** 0,212      ´0,440*** 0,21

Number of respondents -0,005 0,297 -0,006 0,305

Constant ´-5,740* 2,697 -3,890 2,651 ´-5,795* 2,587 -3,953 2,533

F-value 16,341 14,919 18,833 17,194

Adj. R
2 0,495 0,471 0,500 0,476

VIF value, highest 1,965 1,943 1,858 1,833

Model 1 Model 3 Model 4 Model 4

Control 

Direct Effect: Foreign 

sales

Direct Effect: Foreign 

sales

Direct Effect: Foreign 

sales

Direct Effect: Foreign 

sales

      n=126

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10        n=126        n=126        n=126
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4.3.2.4 Direct effect and Number of words-Tillväxtmarknad 

Table 4.18 Number of words- Tillväxtmarknad 

 

The adjusted R squared show that between 17.9 percent and 23.3 percent of the 

variance in the models can be explained by both the independent variables, the control 

variables and the variance indicators in the six models above. In the six models, all 

independent variables, control variables and variance indicators included, are 

significant at p < .1. In these models the independent variable tenure makes a unique 

statistical contribution when a check for each variable´s contribution was made. Also 

the control variable health care makes a statistical contribution. Furthermore the 

variance indicators turnover, number of employees and net sales also contribute 

statistically. The independent variable tenure makes a contribution at p <.05. The 

control variable health care makes a contribution at p <.01 in models 1 and 4, and a 

contribution at p <.05 in models 2, 3, 5 and 6. The variance indicators turnover, number 

of employees and net sales make a contribution at p <.001. The significance of the 

independent variable tenure indicates that tenure diversity in TMTs is positively 

related to the extent that the firms use the word tillväxtmarknad in their annual reports. 

 

 

 

 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Gender (Blau index) -0,092 11,070 -0,108 1,140 -0,096 1,133 -0,090 1,102 -0,0107 1,135 -0,095 1,127

Age (Standard deviation) -0,006 0,102 -0,038 0,0105 -0,044 0,103 -0,010 0,102 -0,041 0,104 -0,046 0,103

Tenure (Standard deviation) ´0,181* 0,097 ´0,172* 0,100 ´0,212* 0,099 ´0,190* 0,095 ´0,178* 0,098 ´0,215* 0,097

Culture (Blau index) 0,048 0,891 0,051 0,922 0,085 0,904 0,057 0,872 0,057 0,903 0,088 0,885

TMT size 2014 -0,134 0,087 -0,117 0,093 -0,075 0,086 -0,146 0,084 -0,127 0,089 -0,080 0,082

Health care     ´0,261** 0,726 ´0,210* 0,733    ´0,209* 0,725      ´0,265** 0,722   ´0,213* 0,728 ´0,210* 0,718

Financial -0,025 0,564 0,100 0,633 ´-0,023 0,579 ´-0,024 0,562 ´0,102 0,630 ´-0,022 0,576

Consumer services/Goods -0,079 0,573 -0,075 0,591 -0,085 0,586 -0,077 0,570 -0,073 0,588 -0,084 0,582

Technology/Communication -0,018 0,739 -0,073 0,742 -0,037 0,758 -0,014 0,734 -0,070 0,736 -0,035 0,750

ROE 2014 0,008 0,002 0,032 0,002 0,020 0,002 0,003 0,020 0,028 0,002 0,018 0,002

Firm size- Turnover 2014      ´0,512*** 0,144       ´0,514*** 0,144

Firm size- Nr. of employees 2014      ´0,438*** 0,139      ´0,440*** 0,138

Firm size- net sales 2014      ´0,406*** 0,133      ´0,407*** 0,132

Number of respondents -0,044 0,194 -0,031 0,200 -0,015 0,200

Constant      ´-6,920*** 1,923 -1,826 1,261     ´-5,391** 1,871      ´-7,100*** 1,887 ´-1,958 1,204   ´-5,475** 1,800

F-value 4,496 3,583 3,781 4,949 3,960 4,191

Adj. R
2 0,228 0,179 0,190 0,233 0,185 0,197

VIF value, highest 1,933 2,133 1,640 1,933 2,127 1,625

Model 1 Model 2 Model 3 Model 4

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10        n=131

Model 6

Direct Effect: Nr.of 

words- Tillväxtmarknad

Direct Effect: Nr.of 

words- Tillväxtmarknad

Direct Effect: Nr.of 

words- Tillväxtmarknad

Direct Effect: Nr.of 

words- Tillväxtmarknad

Direct Effect: Nr.of 

words- Tillväxtmarknad

Direct Effect: Nr.of 

words- Tillväxtmarknad

Model 5

     n=131         n=131        n=131       n=131       n=131

Independent

Control 

Variance 

indiactor
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4.3.2.5 Direct effect and Number of words- Internationell 

Table 4.19 Number of words- Internationell 

 

The adjusted R squared show that between 25.4 percent and 27.0 percent of the 

variance in the models can be explained by both the independent variables, the control 

variables and the variance indicators in the six models above. In the six models, all 

independent variables, control variables and variance indicators included, are 

significant at p < .1. In these models the independent variable age makes a unique 

statistical contribution when a check for each variable´s contribution was made. Also 

the control variable TMT size makes a statistical contribution. The independent 

variable age makes a contribution at p <.05. The control variable TMT size makes a 

contribution at p <.001 in all the models. The significance of the independent variable 

age indicates that age diversity in TMTs is negatively related to the extent that the 

firms use the word internationell in their annual reports. 

 

 

 

 

 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Gender (Blau index) -0,118 3,973 -0,124 3,945 -0,118 3,953 -0,117 3,955 -0,123 3,926 -0,117 3,933

Age (Standard deviation) ´-0,161* 0,368 ´-0,163* 0,362 ´-0,168* 0,361 ´-0,164* 0,365 ´-0,165* 0,359 ´-0,169* 0,358

Tenure (Standard deviation) 0,070 0,348 0,062 0,347 0,082 0,346 0,076 0,340 0,065 0,340 0,084 0,338

Culture (Blau index) 0,005 3,198 0,006 3,190 0,013 3,154 0,011 3,129 -0,002 3,125 0,016 3,087

TMT size 2014      ´0,407*** 0,312      ´0,372*** 0,320       ´0,402*** 0,301      ´0,399*** 0,301      ´0,366*** 0,308       ´0.398*** 0,287

Health care 0,151 2,608 0,154 2,538 0,148 2,529 ´0,153† 2,591 ´0,156 2,518 ´0,149 2,506

Financial 0,137 2,025 0,207 2,192 0,142 2,018 ´0,138 2,017 0,209 2,180 ´0,143 2,008

Consumer services/Goods 0,025 2,056 0,033 2,045 0,026 2,044 0,027 2,045 0,034 2,034 0,027 2,032

Technology/Communication -0,031 2,652 -0,030 2,567 -0,018 2,646 -0,028 2,632 -0,028 2,545 -0,016 2,616

ROE 2014 0,098 0,009 0,100 0,009 0,095 0,009 0,095 0,009 0,097 0,008 0,094 0,008

Firm size- Turnover 2014 ´0,168 0,518 ´0,169 0,516

Firm size- Nr. of employees 2014 ´0,188 0,465 ´0,226 0,476

Firm size- net sales 2014 ´0,188 0,465 ´0,190 0,460

Number of respondents -0,028 0,695 -0,020 0,692 -0,014 0,695

Constant ´-5,506 6,906 -1,101 4,364 -6,706 6,528 ´-5,937 6,769 ´-1,417 4,164 ´-6,993 6,279

F-value 5,034 5,236 5,202 5,578 5,807 5,770

Adj. R
2 0,254 0,264 0,262 0,260 0,270 0,268

VIF value, highest 1,933 2,133 1,640 1,933 2,127 1,625

Model 1 Model 2 Model 3 Model 4

     n=131

Model 6

Direct Effect: Nr.of 

words- Internationell

Direct Effect: Nr.of 

words- Internationell

Direct Effect: Nr.of 

words- Internationell

Direct Effect: Nr.of 

words- Internationell

Direct Effect: Nr.of 

words- Internationell

Direct Effect: Nr.of 

words- Internationell

Model 5

Independent

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10      n=131       n=131      n=131      n=131       n=131
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4.3.2.6 Direct effect and Number of words- Utlandsverksamhet 

Table 4.20 Number of words- Utlandsverksamhet 

 

The adjusted R squared show that between 16.8 percent and 21.5 percent of the 

variance in the models can be explained by both the independent variables, the control 

variables and the variance indicators in the six models above. In the six models, all 

independent variables, control variables and variance indicators included, are 

significant at p < .1. In these models the independent variable faultlines makes a unique 

statistical contribution when a check for each variable´s contribution was made. Also 

the variance indicators turnover, number of employees and net sales also contribute 

statistically. The independent variable faultlines makes a contribution at p <.05 in 

models 1, 3, 4 and 6, while making a contribution at p <.1 in models 2 and 5. The 

variance indicators turnover, number of employees and net sales make a contribution 

at p <.001. The significance of the independent variable faultlines indicates that 

diversities in TMTs regarding gender, age, tenure and culture is positively related to 

the extent that the firms use the word utlandsverksamhet in their annual reports. 

4.3.3 Summary 

The multiple regression technique was used in order to explore the potential support 

or non-support for the five hypotheses in this study. The multiple regressions test was 

suitable since it allowed me to test the independent variables, control variables and 

variance indicators at the same time. Table 4.21 below sums up the findings from the 

Variables Std.B Std.Er Std.B Std. Er. Std.B Std. Er. Std.B Std. Error Std.B Std. Er. Std.B Std. Error

Independent Faultlines    ´0,196* 0,250    ´0,175† 0,256    ´0,228* 0,250    ´0,202* 0,248   ´0,179† 0,254   ´0,231* 0,247

TMT size 2014 ´-0,053 0,171 ´-0,039 0,179 ´-0,043 0,167 ´-0,068 0,165 -0,052 0,172 -0,051 0,160

Health care 0,023 1,263 -0,027 1,254 -0,007 1,218 ´0,029 1,253 ´-0,023 1,243 ´-0,005 1,205

Financial 0,024 0,949 0,135 1,074 0,030 0,945 ´0,025 0,946 ´0,139 1,067 ´0,031 0,941

Consumer services/Goods -0,045 1,019 -0,043 1,043 -0,048 1,012 -0,043 1,015 -0,041 1,038 -0,047 1,007

Technology/Communication 0,116 1,319 0,068 1,313 0,130 1,321 0,121 1,308 0,072 1,300 0,133 1,305

ROE 2014 -0,050 0,004 -0,031 0,004 -0,051 0,004 -0,056 0,246 -0,035 0,004 -0,054 0,004

Firm size- Turnover 2014       ´0,473*** 0,248       ´0,478*** 0,246

Firm size- Nr. of employees 2014       ´0,427*** 0,238       ´0,434*** 0,235

Firm size- net sales 2014        ´0,464*** 0,229        ´0,468*** 0,226

Number of respondents -0,046 0,336 -0,037 0,344 -0,020 0,336

Constant        ´-11,718*** 3,034 ´-4,018* 1,833      ´-11,810*** 2,953      ´-12,133*** 2,931 ´-4,311* 1,699      ´-12,032*** 2,802

F-value 5,066 4,270 5,305 5,758 4,875 6,090

Adj. R
2 0,200 0,168 0,209 0,204 0,173 0,215

VIF value, highest 2,002 2,112 1,938 1,900 1,983 1,813

Model 1 Model 2 Model 3 Model 4

         n=131

Model 6

Direct Effect: Nr.of words- 

Utlandsverksamhet

Direct Effect: Nr.of 

words- 

Utlandsverksamhet

Direct Effect: Nr.of 

words- 

Utlandsverksamhet

Direct Effect: Nr.of 

words- 

Utlandsverksamhet

Direct Effect: Nr.of 

words- 

Utlandsverksamhet

Direct Effect: Nr.of 

words- 

Utlandsverksamhet

Model 5

Control 

Variance 

indiactor

*** p < 0.001; ** p < 0.01; * p < 0.05; † p < 0.10       n=131         n=131       n=131        n=131        n=131
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tests by showing which hypotheses were found to be supported and which ones that 

were not. 

Table 4.21 Supported and non-supported hypotheses 

      

Only one out of five hypotheses were supported, but the findings are still interesting 

in the way that culture diversity showed significant results on its relationship TMT 

resilience. 

Figure 4.1 Positive and negative relationships 

 

H1 H2 H3 H4 H5

Supported ●

Non-supported ● ● ● ●

Hypotheses

Number of foreign facilities

Tenure diveristy *

*  Turnover Nr. of words-Export

       Net sales

Culture diveristy*

*  Nr. of employees

Faultlines *

  *Turnover

     Net sales

Faultlines *

  Number of employees

Tenure diveristy* Countries with presence

* Turnover

      Nr. of employees Nr. of words- Tillväxtmarknad

        Net sales

Nr. of foreign subsidiaries

Faultlines * Nr of words- Utlandsverksamhet

* Turnover

      Nr. of employees

        Net sales

Culture  diveristy* Foreign sales

*   Turnover

       Nr. of employees

         Net sales

Age diveristy Nr. of words- Internationell

Resilience Adaptive capacity

Resilience Efficacious beliefs

Nr.of words- Utländska dotterbolag

+

_

+

_
_

+

_

+

+

+

_

+

+

+

+

_

+
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5. Thesis conclusion 

The thesis conclusion starts by presenting a summary of the thesis and the findings, 

followed by the empirical, methodological and theoretical contributions. It further 

presents limitations and suggestions for future research.  

5.1 Summary of the thesis 

The purpose of this thesis is to investigate how demographic diversity in TMTs, in 

listed Swedish firms, is related to the firm´s international strategy through the 

mechanism of resilience. The investigation was based on three main theories: The 

behavioural theory of the firm (March & Simon, 1958), the upper echelon theory 

(Hamrick & Mason, 1984), and the eclectic theory (Dunning, 1980). The model used 

in this research was based on a quantitative method, consisting of both archival and 

secondary data. The archival data was retrieved from annual reports as well as 

documents put together by another researcher with information retrieved from 

Retriever. The secondary data had been collected through a survey sent to the top 

managers in Swedish listed firms, out of which top managers from 185 firms answered. 

In total five hypotheses were tested, out of which one was found to be supported. 

The analysis confirmed that TMT culture diversity is positively related to resilience 

adaptive capacity, while tenure on the other hand was shown to be negatively related 

to it. Faultlines on the other hand showed both positive and negative relationships with 

resilience efficacious beliefs. This means that hypothesis 4 is supported, since both 

culture and faultlines show a positive relationship with TMT resilience. The reason for 

these results can be that gender, age and tenure diversity does not impact TMT 

resilience to the same extent as culture does, because there the differences might be 

more prominent, especially in the Swedish context. This can be caused by the fact that 

the custom in Sweden is to treat everyone equally important no matter gender, age and 

tenure, and that we have had that custom for a few decades. Cultural diversity on the 

other hand is not a new thing in Sweden, however the cultural diversity has come to 

increase the last few decades and is therefore something that needs to be adapted to, 

ultimately leading to the society and thereby also TMTs developing a more resilient 

behaviour with regards to culture. 
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The degree of internationalization was partially supported by resilience adaptive 

capacity, which could be assumed be caused by the fact that the uncertainties and risks 

associated with internationalization requires and adaptive behaviour or simply that an 

adaptive capacity increases the ability of the TMT to pursue and maintain 

internationalization strategies.  

A reason for the relationships shown with resilience could be the distorted distribution 

of the respondents in the secondary data, in combination with the potential 

misinterpretation of the questions regarding resilience, it is difficult to draw any firm 

conclusions, and does affect the reliability of the study. There might have been more 

relationships between demographic diversities and TMT resilience if the questions 

where for certain understood right and if the distribution of respondents were more 

evenly distributed among the firms. However, some indications of relationships were 

found, and the empirical, methodological and theoretical contributions are based on 

these indications and non-findings. 

Furthermore, a couple of relationships where found when direct effect was tested for. 

Tenure diversity was shown to be positively related to countries with presence, number 

of foreign subsidiaries and the word tillväxtmarknad. Culture diversity on the other 

hand showed a negative relationship between number of foreign subsidiaries, and a 

positive relationship to foreign sales, while age diversity was negatively related to the 

word internationell. Faultlines, on the other hand showed positive relationships with 

number of foreign subsidiaries and the word utlandsverksamhet, while showing a 

negative relationship with foreign sales. The reason to why more relationships were 

shown when testing direct effect can be assumed to be that resilience might not play 

such an important part of internationalization as assumed when arguing logically. 

Perhaps, other mechanisms are more important than resilience when it comes to 

internationalization. 

5.2  Reflections of the findings and non-findings 

The aim of this study was not only to investigate how demographic diversities in the 

form of gender, age, tenure and culture are related to the degree of internationalization 

through the mediating process of TMT resilience, but also whether the number of 

faultiness within the group have a similar relationship. The inspiration for the thesis 
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initially came from the dissertation ‘The bottom line of cultural diversity at the top’ by 

associate professor Timurs Umans, which added the cultural diversity aspect to my 

research. However, further inspiration came from the behavioural theory of the firm 

(March & Simon, 1958), which added to the thesis the psychological aspect of why 

managers make decisions the way that they do. It was also inspired by the upper 

echelon theory (Hamrick & Mason, 1984), which has evolved since it was developed 

in 1984, and have been used by many researchers in investigations regarding TMTs. 

A final inspiration was the eclectic theory (Dunning, 1980), which discuss different 

aspects of why firm chose to internationalize.  

One finding was that TMT culture diversity is positively related to TMT resilience, 

which was also supported by the faultlines measure. I argued that cultural diversity 

would generate teams that are more innovative and flexible in finding ways to cope 

with external pressure.  According to Hofhuis, Van der Zee and Otten (2016) culture 

diverse teams become more flexible in their ways of thinking, which is caused by the 

increased number of approaches and unique skills (Van Knippen, De Dreu, & Homan, 

2004), that are gathered in the group. Whether TMTs in listed firms become more 

resilient solely from the cultural diversity in the team is not clear, however it can be 

assumed that the cultural differences does bring different perspectives, interpretations 

and skills that can enable the TMT to better cope with external contextual changes and 

uncertainties. This since their total amount of perspectives, interpretations and skills 

enable them to limit the bounded rationality and thereby search for the best suited 

decision for a specific situation. 

Another finding from my study indicates that TMT resilience is partially related to the 

degree of internationalization. Demographic diversities with regards to gender age, 

tenure and culture each play their part in the different processes that exist in TMTs. 

Even though we do not know for certain exactly how they affect the processes it can 

be assumed that the individuals learn to communicate and adapt to each other with 

regards to their differences, which can be assumed to lead to more resilient teams 

(Walsh, 1998). The resilience in the TMT can also be affected by the human and social 

capital of the TMT members (Van der Walt et al., 2002), since it gives the TMT as 

group access to more relationships, skills and collective experiences. A reason to why 

more resilient TMTs increases the degree of internationalization can be that the they 
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have experienced similar situations before and thereby tend to be more prepared for 

how to deal with a specific situation (Egeland, Carlson, & Sroufe, 1993). The previous 

experiences can thus help each individual to turn uncertain and stressful situations to 

a positive outcome (Meneghel, Salanova, & Martínez, 2016), such as when a firm 

chooses to internationalize. 

This study did not show any relationships between gender, age diversity and TMT 

resilience, but showed negative relationship between tenure diversity and TMT 

resilience. Regarding gender diversity, one reason to why I did not discover any 

findings could be explained by the fact that most of the TMTs in the firms were not 

very gender diverse, some were, but certainly not a majority. A reason for this could 

be the so called glass ceiling, which has started to crack, but still limits women to reach 

higher positions within firms. Gender diversity also did not show any relationships 

with the degree of internationalization, when the direct effect was tested, which signals 

that men and women might not be as different as sometimes suggested. One reason for 

this can be that TMT members can be assumed to most often come from similar socio-

economic backgrounds, and have similar educations, thus leading to somewhat similar 

cognitive bases (Harrison, Price, Gavin, & Florey, 2002). 

When it came to age diversity, the reason to why I did not found it to be related to 

TMT resilience could be because most of the TMT members were at a somewhat 

similar age. This could perhaps be explained by the fact that it usually takes many 

years for a manager to reach top manager positions, which ultimately leads to the TMT 

being less age diverse. Although findings were shown when direct effect was tested 

between age diversity and the use of the word internationell in annual reports, which 

could signal that more age diverse TMTs do not consider being international to be 

something worth putting much emphasis on, perhaps because managers working 

within listed firms consider being international to be fundamental for listed firms. 

Regarding tenure diversity, it only showed partial relationship with TMT resilience, 

since the findings showed tenure being related to adaptive capacity, but not efficacious 

beliefs. One reason for this can be that TMT members with tenure have idiosyncratic 

information and knowledge that according to Nonaka, Byosiere, Boucki, and Konno 

(1994) works as a guidance for how to handle uncertain situations. In most of the 
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TMTs the tenure varied a lot, which can be assumed to lead to more resilient teams. 

However, when testing for direct effect tenure diversity was shown to be positively 

related to the number of countries with presence, the number of foreign subsidiaries 

and the use of the word tillväxtmarknad in annual reports. This signals that tenure 

diverse groups generates a mix of idiosyncratic information and knowledge form the 

members with more tenure, and novel fresh ideas from the members with less tenure. 

This can thus be assumed to lead to more perspectives and experiences of how to 

internationalize. 

Furthermore, faultlines showed positive relationships to number of foreign 

subsidiaries, foreign sales and the word utlandsverksamhet, which indicates that the 

more subgroups a group consist of, that is the more heterogeneous the group is (Lau 

& Murnighan, 2005), the more internationalized is the firm. This can be assumed to 

be because more heterogeneous groups have more collective experience and 

knowledge of how to conduct business in other countries, and might not because of 

this consider doing business abroad as being risky and uncertain. 

Finally, due to the measures number of words showing more positive relationships to 

the degree of internationalization, it can be questioned if they are suitable to use as a 

measure for internationalization. This because they are more intuitive than the other 

measures of internationalization, which are more based on fact, and thereby can be 

considered more trustworthy. The number of words can thus be seen as a discretionary 

measure that perhaps does not portray the entire picture of the phenomenon 

investigated. 

5.3  Empirical contribution 

The empirical contributions of this thesis consists of its contribution to the field of 

demographic diversities and their relationships to different measures of 

internationalization. Previous research has, at least to my knowledge, only used some 

of the internationalization measures separately (Sullivan, 1993; Ietto-Gillies, 1998), 

but has never combined them, while also adding a content analysis by measuring the 

number of words connected to internationalization in the annual reports of the firms. 

This research thus makes a contribution by showing that internationalization can be 
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measured by the degree of internationalization instead of just being measured in 

monetary terms such as with firm performance. 

Furthermore, another contribution is the combination of the two ways of measuring 

demographic diversity by both using the four demographic characteristics and 

faultlines, since this can be assumed to generates a new perspective on how different 

ways of measuring demographic diversity can affect relationships between 

independent, mediating and dependent variables in different ways.  

5.4  Methodological contribution 

This study presents a methodological contribution regarding how demographic 

diversities are related to the degree of internationalization, if mediated by TMT 

resilience, by using a quantitative method consisting of both archival data and 

secondary data. The use of resilience as a mediator in the relationship between 

demographic diversities and the degree of internationalization has, at least to my 

knowledge, not been applied before. 

5.5  Theoretical contribution 

The theoretical contribution of this study is that culture diversity in TMTs increase the 

adaptive capacity of the TMT, thereby leading to a team that is more prepared for 

uncertainty and risks. This because culture diversity generates more approaches, 

perspectives and unique skills (Van Knippen, De Dreu, & Homan, 2004), which makes 

the group better fitted to deal with the uncertainties and risks. 

5.6 Societal and ethical implications 

When investigating the 141 firms, it became clear that the cultural diversity in the TMT 

varied a lot between the firms, some being more diverse than others. However, the 

finding that indicates that cultural diversity leads to an increased adaptive capacity in 

TMTs is an important factor that indicates the importance of cultural diversity, not 

only in listed firms, but also in society. This since cultural diversity leads to more 

approaches, interpretations and skills being used, which must be considered decreasing 

the bounded rationality in decision making processes. The importance of cultural 

diversity, and the outcomes of it, is important to highlight in today´s society where 
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nationalism is increasing and causing frictions between those how believe that cultural 

diversity is beneficial, and those who argue the opposite. 

5.7 Limitations and future research 

The thesis was limited to a somewhat small sample, due to the fact that only firms from 

which the top managers had answered the survey could be used. The sample was also 

limited by the fact that not all of the firms published their annual report in the same 

language, 141 published in Swedish while 44 published in English. This thus limits 

the generalisability outside of the context of Swedish listed firms. Another limitation 

regards the secondary data collected from another survey. The number of respondents 

in each TMT varies a lot, ranging from 1 to 7, which can distort the distribution of 

answers and thereby portray a slightly different version of reality in the TMTs. Another 

limitation regarding the secondary data is that the respondents might have 

misunderstood the questions regarding resilience since the questions contained double 

negation. This could thus have affected their answers to the questions about resilience. 

The thesis discusses how demographic diversity and faultlines are related to the degree 

of internationalization and how this relationship is mediated by TMT resilience. Based 

on this a suggestion for future research would be to investigate how other demographic 

characteristics like socio-economic back ground and socio-cultural background among 

top managers can be related degree of internationalization of the firm. A final 

suggestion would be to see if there is any difference regarding this relationship 

depending on of the country in which the firms are listed is an undeveloped country 

instead of a developed country like Sweden.  

5.8 Concluding comments 

This study tries to shed new light on how different demographic diversities and 

faultlines are related, or not, to the degree of internationalization, when mediated by 

TMT resilience. The measures of degree of internationalization have previously been 

tested separately, but was here put together in the same study to see what potential 

relationships there were. As a researcher I hope that inspiration will be drawn from 

this study by other researcher, and that they will try to find out how other demographic 

characteristics may impact on the degree of internationalization. 
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