WE BELARMRARAFTHELLTE, AR
Wi BB AT 4 R L R B G SR L R BT 38 AT L
M i 2T 1998-2017 F 91 A~ BF 50, 100 A A A 44 537
ANZ AR BEAT R F R, R T A A BT E of W B BB &
tE it A2 e R Hoh, TR RRBAEFRLER T
— R BTG ET I R A, A A AR Fe AR
VAR 525 W R 5k JE 09 5% v OF R R 3, A2 H PR SR AT B &
FRE AR FIRHEAEA ( p=0.080, N=7720), M E
6 F v LR R A, BTN B SR E L5 o R AT A AR E AKX
( p=0.093, N=4507), L& &34 ( p=-0.093,
N=3179) Fozikzt &% ( p=-0.037, N=40008) fita%.
W —F 0GR TR AT R, W E R A AR 2 35 R T T
ERELSARE R ERZ MG ER, SHEWERE
Fark, BEHEREAREEFERG @I RE K ;
LA SR EiR E AR, AR SR by R 5R AT St AR
Aok R FAE ARG H R, R, K EBELSIRZEH
Bt AR £, ARG HRT AR LS
R B BT, FHARRITRBT AKX I

KR FPW R W ERE ; AL AR AR
G B E S

* KX FERAARAFELMAE (71602080), K FH 3
ANLAAAF PR AL FHFRA (16YIC630132), Tk
R ARAA AL ST KA EEAE (17LZUJBWZDO013)
KB

515

FBAERRARA ZRANTEREXZ—, BT
EE—IARMAEHFIRMKEE, HRGEBREINTSZHE
FETHREMES XLEEZFREEIA-—CZHERRE
SERHI. AT, BEERTEIAYHEFRS, HINEESENZM

BEEMBRETFTFEE "EA—DFRHEANHNKRR
HINE, MARFHAZERERED, XHLEHBREMRE
MEMEFRT K., BEEFREXFMARBERI S AE
FARAEREFERHENNKBABANGTE, " FRMNERE
SLEFRA, BANMEEALANLTIBEREE, EBITHEARE
BHEREERIELM, ©

BM Lau & "R HEFADOS 45T B F AT E
&K, XTENMMBEMNREMILIERA RS RIFET
1+, REMERREEEALAITASEANETRERE.
ARARESKKREESSEEIIZMNE, BENE
BEEHEIEARDVkE., —FAHE, BAIXIEANMNNESR
mMALF AR S, MATEANBTERENRFARED, ®
FRFHRMMNEL LEBANKENS. S—F @, H
H155 F FIBA T R 2 WL S B R & R I R ik — 2. fl
n, REHMBERBERRB S TFIESHEA®EER, @0
T 4 57 4 S 45 B B 53 & B — Lk ] A T 2 X BT BA ST A2 F0
EREERHRBEE, P EE - EHRLUNESH
AR EREMBMELR, " XEFRETHREEHEIE
BHMARETRTER : REMEERZSHEBER
ER? TEMBANR R ELARREMERNENNEERE?
mERFEMEE AR M? MABELUFERS—SHHAR
ZER?

ETFULFEE, AAREL TS (Meta-analysis)
FHiERETHZENRTEREITENEEME R
i E, HFHREFESPEBENEATETE, UHENLESR
— M RER. THRITEEZRTHAMBEIFE. &
M EM S EXN A BN, FREHEXE
BAMRITATRE., BREEFLIERINVAMIIRESET
BT=EN, UERHMEXNERSGMERT MM,
AR UTE LB BB AEANERA R LI — M
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HRAITH

K. NETEREBWRMEIRE, HNBEBRA IR
HBENE, TR AMEOERE " BB
R ERE AT SRSy, BIRNETREBE A IR AR E T
B, BAURRAREWE ;" NETENESEERE,
FIRAMT R AT BESEEE, LAUEXREHE, &
AURZEHWMEAE PP AEAMBTE X E TSR
TRMER, BAlt, FHREFELRBEEHAEEZNRE
TE, FEEENBEANMESEREEXRMATLIER.

— . EBitEMEmRRKRIE

1. EIBABTE Y R E

HBAETE (Faultlines) XiRETHT, = IAEIK R
HHE A E RS FIRA K 2 A% T RRFE RS R L,
BN BT E# 52 2 FIBA £#E 1% (Diversity) #sAIE M,
EHMMARBEIEEANMNSAE—BEAME (N
SEtEE), MBEEARNESERARKRSEREEHE
EERAMEBER. " MBEANMNBRES B LIRF
—H(MBERZEHIXERAMBNEREL), MIE
ERaeEEWRS], #MEKERFEKR, HANNZEEE
(Faultline Strength) 2B\ E AR H X OERE, R
BT FREAERBI AR, Y EHEM R RE AR
EENERK, tTEREMS, HINERETERFEH
RHAREELE X, HRERATUBEIEENAKXKRE
W E A ERE, A EdERRENkE
11 41 ] A BT P 3 B, [

2. FIBABT R Y 43 2

#£—, R#E Lau Z Y FIEHMIAODSITEHREE,
BETILS A BEMNEE (Potential Faultlines) #A3
JEHIMTE (Activated Faultlines) Figs, Y BEMER
BANWE, BEREI—EMEZE (I FAU. LCCA.
ASW %) ZOHBKREBHERBEFRHAHET N
fiE, 1B 7 7S 05X 2 25 L 45 4E 2 5 FIBA A R BT 22 g, 12
HBEMBNERRHEREMN, E— A, #
BT EREXNESMRERN, MREHINERIRINSTHH
n, MEMEEASLZEMYE, BASHIEIZIAM R
ER, MENHENZELANRTFEHEASEER, mMAE
ZWANKRLBBRMBMBANSHANR, Y 5%
WrEMELL, MEHBETENERISERE. Y

B, NBTEHRERMOTTIILERS, HBRAETREA
W45 AFKE (Surface-level) B EF1iRE (Deep-level)
W=, FRRMEBREEE—MRKRERIE, BEAMKR
HEFESANFEFRAUBHENRRLER, P XEFHE
AR — LS TURIMEMEIFE, BLAUE—LLHE

MPERAOESE, U 52N E, XEHEEEREE
FRAIRMADOSGITHFME (NER. FER. FH. EH)
MEKPIHE  MREHEBEZEFRENOERFE
(WMAE. AHB. MHEW) mMERNEER, *

#£=, FRAMEA U AESZEMEMNXREWHE.
ESEMEBERUMESESE (MBREER. TIHE
=) AEMMERBNERNE. LEXRAREBEIEE
EEMIBEMoLEMIEE, " XiFEEMEITM
fAIEREFHEAZELZNEE, MXRBETREEE UL
FKRBVSAE (ANPERY. FhAR) 2 B T 72 ARG L BA BT > 2
IEMAREFBEEELCSHSLEIR. HKIAEEIRHE
RS R, 2% LENBERER. SMERERNT
HEAXEIE, THE—LEHARP HERESETZEHR
HEEXAEE (MEFHEINMPEETREHAPEHE),
XEREBRHMEEHTESEMENERE, AMRER
SR EEXARBMESHRAEEFTEKE.

3. BB R B9 AT E

MEXEFAMEZMERMAARRD, SHEML
RHTERAXEINMESEENETEZEMXR, X
LHAMMETEEZEPEFANRE. SHMTGSH
E=AFHE.

B, UEXTFHEMNARER, FABRKIE AKE
EERMEFRAEILRE, % 2% S HERBRE
RIEFABRMBEAIZHI LT E, BEXFRRXIMEEE BT
B AHENEESSBEARANITLELRH, H5ILEK
ERERREE, P A, TSR KRB, B RE
LZENFRERESES. ELLMEELT, #NER
AaEESAS EHMAMEFE (AN ER. A%,
JB. BEFURAOSITHIE) WRRERH, “Y#HmS
BEINANE B FRERBI AT REMEE N, X ER AR 5| — ik
BR-mREERIELMNEABRELR B, Y XENE
ARARBIKAMNMBEERSIFEE, SEREETHE
BAREN. EXRKREFE M/ EABRBEFAHEK
B, MEFFAAHRRES, PEmiEhmE R EERERE.
BT, AHARRHRIE :

H1a : HBA 4% 5 H BA W /= 58 BE IE4H 55

HRx, FANRSBHR AL B ESEBEENF K
R EZER, 5% % (Social Hierarchy) itk
A, WHEBSEAMIER—RIIBGFL, B AEB
FERBRESORAHRE. P —FHE, SEL AL
SHEMN SRR EFRB SR AKE, KMEIFER
BEAREALZTIE RN R KRFAHBARE 2R IEF
HKE, Xt AMBRMERERTEREGS ) S5—Fm,
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HFRAERBEAN, WOEEEFELBAFH,
NNERYE R EFFESSHXESNEEHAAT, FiRE
BEEMFERNEACHNA, P XELSRER
BA\—& o RIFIZE. ATHRIESTHZE LR EK,
AR RFAIRES BRI ENE, ARELM, EWNSFE
EZ A4 G, WA A4S F] F B AR SR A9 = gk, P
TS RBFFINAEFRERAOFER. s, BRI AEF
SEHhEFESWNEAMNKR ZEMNE SR E =L AEH L,
BE— S INEIEBA > R FTAE 1. E R H a1 TR :

H1b : HBA & 1L FE 5 Fl A BT 2 58 FE IE#H %

&E, FEBAGS K& 1 AT A8 < 20 3 H A BT R A58
RBEGSERMCEBELZENSHAPFHNA, XEM
SEFAEBSISR TRBVMRMOIELE. V' SERERS
(MEERWMS) FE, RARBERNIEHRSEELE

EERIROEABFEMEANE R, LLMMESHER .
HEE. RiE. ERBURERMESN. EENSNE
B, B X AR B A S E T, B R X B S I
ERNMNRIARRREES, XESHISBHORREBENE
M, HEMMEEENBEREE, tsh, AT RAEITE
PR ERMERE, FIREGS WA AEERRNAE 5
EERBRANBK, RERIEBAMNK R K ILEEBHEERS,
MR S E AR AIE B BA BT B2 TR BX RO AT BE 1% K K P IR B F Ut
AR HINTRIE :

Hic : iR BEME 5F AT R 58 B fafH %

4. HIBAETE X HIBA S I 5 45 R AT

BrEMRSENAR ZHNEEEES S EEIR.
HEIAREBIEMABMERSIEE, > XEBIEH AT
BRENMMATAEBREBEESARMNFEFECSSMMA
X5 FFR, MMERIMEEE ; DA ABEESHEMM
NRER, NMERNEER. BTFRRMABERNER
RISMNBE RIS HIBA O iR, EE THRAEBARMENEE, S8
MRINAFN RS ITE R SRR = E R,
RIFBEA AN —TIE—L R (Input-Process-Output,
IPO) E%, FMARTHEEENIETEGEITH
Hig. FRIEES5IANNIE=E, AREREFEZES5H
MIESFHEAXMNER, MHERER, P

MEHEMARXINIETETEERERNRTA
(Conflicting Behavior) . 1&&&i%E %5 (Affective Bonding)
FIAZIANT (Cognitive Processing) = i3 #2 B9 &5,
HBA BT R RE 1515 & HI B SR IT AL IR, MRITAHILIEE
EREAMNBRZEMNARSE, TEAQREEFHR. X
AHRE, "IRBHSSXER, BIUREMKRRAMN
HHE, HIPARREBEMRIEXSERBSEEMUN, B

HAITH
FR—NEK, HRACHFEREER, BETHMME
k. BFIABTRREME, F Bk ZE [ 57 IR 8 FHT,
AR E T FRMEATRMESEX., BFFHAZEE
FEX, JRSSBIFIHFREVEHRIRE (ES5HR),
FBEABREEMELR (KXEHR), dMERFREZ
B i SR AT AR,

HRX, FINBIES~EHRMBRELSTE. HRX
ELTRBEEEANKRABKLEZEERMESXAZTE
e EZAHEASES. AR, BEE. B8R
EEMOCEREEER, " BB RET FEEZE
FEPRBOAR, Y XSHEBFHEAZENESKRE,
THFEMIAERFHARRAZBEBMNIXR (B
B)e BFFREAEARRNNEZIHBRME, JHMEHEK
BHEHROE, XS MR AT B K B9 IA B &
S5 T E (FABIARE), " th & S B HBA AKX R Z 3T &
BBV E RO GRS . FREIRK SRILATAE
s E s F BRI SR B, ) S48 FBEIRAL B R H
WMEERER, MHEMINIEARBERAFESEE. FRIE
Z [8) B9 % 7 F0 48 < B R F BE AR A b =z 18] B9 1S (E 0K
EIR, SPEE R RIE AT R S th S HE MO BRI,
RN CERER.

B, BIRAETES RS ERA R 5 Z 8 B9 IA F 0 Tid
B, ANEMIZREEHEERMMANBESLE, £
ZAFEEEEA. REIBZAZK. #I5rEBEHE,
B F 50 = XF F AR E At S BEARBOIN ], B FREKZiE
SEMAMBEEMERSKAKER, TATFEETREAF
BABRBAENER (FRES) . TRAFHERRZ
EEKMX RS SHANKRESFRRARIRE
BERMARMERATE (XEIEZHES) . s HBK
T = 5 5K B N FE S B AR F BE AR R B2 XTI BAME SS9 K E,
FEARfB LA EZ IR, " FRAZEANESE
SOEMMNEESN, BREMNEREMSETERINE
35 F0 5k G Il B FT RETE

ML L HkE, BHBNEIEEE S E NI REE K
HIRFZE, EICiRHW TR

H2a : HEIP\WT R 3B ESHEBA R RITAIRRE (EFH
R, KEMRE) EMREX

H2b : FIBABTERESHERESE TR (SR
A, B, BRAO. BEE. BF LHEXE) AEX

H2c: FIBABTERRESHEB AT ERE (FEE
B. XERRIZAZ. 3. RB) AExX

BT EBIFAN B RS A FAN D IESH k@
g, FAFERAREtLS GBS SERER—
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HRAITH
RIHEMREIE, UEHERARKEINGAEREEZCHRE
EFHEHMEOUFHFEHRY. Hp, ESHEHIEEZHES~H
ISR S, MEIHENEZERIBE S~ HBIIE
FEUE M, Y EW ESCATIR, BT B BA TS Bt % (2 1t
RIFNERELEFEHRFZE, XSEFABRREIMES
MXETEARTHE, SBERENEISHET. ER, HE
FIFEMSRFEAERTEAMNNESEES. XEHICK
R4, FIMRBSEIMMIgR, Y XEEREYE
IHEFEREIR. Bk, FAKERESS, BN
ESSHEUMEF G AT FIEE, SURHM TR :

H2d : FINBTERESHENMN SN ER (S 5A.
BIET &) fAEX

5. TR XEERATIER

AHARINA, MERBEEBRUEFEAREILH
K. B, BEHESHERENERANETESE
HRREESR. REMRFINAEFHLUBMEMENK R
AR EBEMER AR, MEGTEREERERKSR
FIEESHEEHERMA B IN BN, 24T, EMLHASR,
FAR R RRE FWLREER R AN, TR
FHEBARTRE B IEE ARSI E, HAREREEDN
BEMRE IR A REANK R RAME AR, BKRAZE
—PNTAFE R, BENEREELEER S
ZHR, BENE-BRHE, SEKREZABEKED
SNEEIRE R B RIEIBA B HIMEIA, HIBATE B &3 FIBA
R B FTREENE, Y B, EIBAAR R 3 F BE KB X E Bh
NFEEAHXRE, HEMAEERHLETEDEHE.
I, ZARHFRINAEERREEMFEERREXEAND
BMERPNEZMEARMN, FRHOTRIZ

H3a: iR KB (EEME vs. BUBRETE) REBIET
FIRAMTREESHAMIRMERMNXR., SEBEEHEE
tb, BiEETEREXEARLREMERMAEERAEX

HRX, REHESREMEMNERIGTESFE
BEZER. Lau % " 7512 HEF AW R 2 10 59 B 05 5 B 45
H, FBARREMBEREIRED, FESETVIHRIIR
BIXAERNTHEARESN, SEMNBHIREESE
NEFARMAQSTHERMEME, M. F8R.
HELERSE. WO RW, MERARZEMERAN, BEBRK
BHILIRBELHER, VIRMNZRNKRTESESH
k. BEMNTHILSE. MER. AREFREOEE
ETHE, BETREFEMERNBRELZZEEREE
ZEMER Y X—RERKSHERRPELEBEIERE,
BMNKIZAES, RESHEXNEARREEZRNZWS
BEXES#HE P HTRENENEAEMRIAOLS

THHFE, feMXTEANMNR R CEBEEHEMMMNIEERR,
KUt FRE R AT RE R A TR B, BERMNREEE
THE, RILEMRAE, UAOS ISR TREEIE
SAKBEMR, P HEZTROTEERURBROEBFIES
ErimAERMENRERNFRA, B, RMNBHAER
B, IREBEASEROEZMESBIREHREAM,
FHIRHA TR :

H3b: TR KB (REWE vs. REME) BEBIET
F\NTZERESHNIEMERNALR, SREHEHE
tb, REMEREXNAMRSEMNERMAEERAEX

[zilYSux
MR (1THERE)
SR, RFH
R, HARE (+)
FEL (HROITE )
f&E. DEELE 4t
ES S NINEIND -
BABEE (-)
>IN (IAEREEE )
EEES. XEIC
1255, %3 /B
(=)

4

HAEHFAE
> BEIBAAR (+)

LEAFHE
> BIBAVER (+)

| BA BT /= 38 BE
v

FSHE
RBRAS (- ) ERLR
> EVESEN ()
> BB BIBTAR (- )
Bl FFRIESR
&E EFENESIEESEHEMNERISHA

REIFETR. REMERERSHN, ANMNSREETD
FREEMTEERK, EXATEMEFHERBERTEN.
Carton % " TR HEOHIFAF BE A RIS A h, (E SRR
B LMES AR AR FEHASBLFRHEERE
TEMERR, ANTANTFLEFEESENEMRRER.
RIFESMIEBRMSEMTIEILR, ESEHMELER
MEMAOERERZFAERNTE : 5L, HAEHEUME
SERNRRGHETEEARE, ABENIKRGEBE
It EEM S22, =&
ERNERMERD S RF, HETRESERNT
Bz E#ET e, BFREFEFRERBFIN, &1
ESFRAEBEITIEEMTIEHEACHR A, HMRE
HRBEGZEMIMEENREES YV E5ZHR, H
A ESHE (MR REME. BETRXRAMNEISHES
BWR) MERNFEFZETESFE—LLRDK
MwmA, FETHBEEREEMBERRR, XZRHEIX
LrrzZENEELZMES, HMERERBOBEN
HREMER., ETFiH, RHNMTRIR

Ri% 3c:WiIEZE ((ESEME vs. IEESBEMER)
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REBIRATHEHMERESANSREMERNXR. 5F
SEMRMALL, JEESEMEREXEANSIEMERED
HEEREX,

— R AE

1. XEEHK

1 BA 87 = 3 K B 2 3% B 8] PR ZE 7E 1998 £ -2017
F, ATRVERKE, BEMXHELRGFEHAL
X. ZHIEX. SWRBENREZILENL., EXNHKEE
7£ Web of Science #1 Google Scholar 4~ &E& #iEEH
&%, A Team/Group Faultline. Subgroup. Faultline
Strength. Subgroup Strength AX#iRAFITHRE. BT
W EBmAEIBEZ 5N, FHATWEE Cambridge. EBSCO.
Elsevier. Emerald. ProQuest. Sage. Springer. Taylor
& Francis 8T, SHEBEXHIBEEHITHNREE
. P X EKSEERE A CSSCIHEATI L R H ML 3L,
EFEZEEPFEMM. FAMESTBEEPER, AR/
BERMTE. HIBA / BERMTZ . HIBA / BERETE . BT
B/ AT/ ME%KBEE. FEA. FHRAXEIRH
TR, ATHDVER, BRINTERTHEXERIRXMN
SEIE IR X B S 5 Rk L R FBA S 4% B HE 5 3Rk, SCEK
EXHAEMAESEMRILIAR, BRHTIEXICE,
HRKRELIKE 251 BPEITEX,

BEfE, FAVIZRBEBINTHREXT XIS THITRE: (1)
SLUEfA R ; (2) RAEXMAEEEFHMNMZEREE,; (3)
XIRETHKXMEE (Effect Size), BIIESLIE 2
XHhiRETHXRE (1), FEREFRIRET AR
FitgE (MF. t. d. HEMSD ) ; (4) YNEHS
MEEARNEE, ISR E W HERES; (5)
EEHANERA—R, REXENFRELFIEZNH I1E
RIS (BATHEX 77 &), E@ETRADE. E£E.
=, EE. ZE. mEX. EIYEF. LERET. BKXFH
T, FHAEZ. HMEEER 100 NMARERE 32766 1NH
BA, R #EIT 138092 BHE KR, X 91 BitXHREH
T 537 DHRE,

2. TERAG

TERBIEFEFEMRAEMILIIEIT. REBGE
=EANEE Bk, AEMRENMEHETRERE, I
FEERRE, FAUAREERREI—SUELLG A
83.9%., FEfE, WMEMREIN A — ARG BHITIZITFA
fBIE, E_HWHMBH—BIELLFIHIRFAZE 97.9%., &/F,
WFRRA—HHRE, MEARELEZIS. WieHF
R B & B — B SR AT,

HARITH
AARWKRETHANERESHEAIEREREEN
MMNE. HENIETEETZCQFEEARME. BBAER
MRS, He, BARMERIEANKRINYE ;
HRAENEIFEN AL FE. IXAEE. CEO 5EEKH
HEeg—%, XLEHIEBRMEARRAREDEAERD
BE;YHRRESSNEGETERNMS. XR8HAE.
ESAME. REBRENESE, XENSKEFHMTFRI
FERBNEE. YV HESETEFEGERANTRIT
AR ((EHFHRE. XFRPR., HfpR)., BREET
2 (HEEA AR, HEE. BEH. BEF LERS)
FUEAFRIMIERE (EREES. RERBIZEASK. =3I R B)
=EFRETE, PV XETELETRNREGTE. HE
MERTEAGHER (EEHM. GIFEHR) . HA,
FEEYBEFERBATSTHMBARSER, MOHER
N EIEEMEFHaBa. EFH. QiEHE, o)
HATHET=HEARBELE, TEGFR=ZLATHEE
KE H[RABEME/BEHE. XEME / RENE.
ESBHE / EESBERE. Hb, BENEZEITE
B&i% (W1 FAU. LCCA. ASW %) HEWHERE, m™
BEMENZBTEBRKRENINHERE | KB
Bi#Ed e R AOSIT4SETA L, TiREEE 2 AR,
BE. MEUNERE BB EAEMERN P IEER
MERUFER. EH. Tl REESSEEXT853UBEAN
BEHMWMAEREE, " EM IR, £%. MEREXE
BBEARMMERNEE, SHEUNTEXRNESH
BEBEAEMMERNEE, 3 0IEESEKE,
MFXEHAREPHIRITE (t. F.o d. HEFISD),
HAMNBIMT AN IGHELAELRY (W
t

Vii+ N=-2

/ F
r=
F+N=-2

4

V4+d?
_rn-r
- SD

w

2 2
sD, | SDZ+ D,
2

Hep, r AHXERE, FAFEDTHITE, t At
WIEHITE, NAHKXE (AIRIEAMTHANEELTEZ
1), d 5 Cohen'sd &it=, Yy AXWAHAME, YA
EHIAY{E, SDy AHERIRAEZ, SD ALWHMERM
IEE, SD AEFIAMEMIREE.

ERBEEP, H—IMHAREAIAA—ITEHAS

r=

r =

d
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MNER, RMNSITESHMNENAESYNE, P Bk
BIX LM ERFHE, FEEA DG IR SIS AR
Z, XFEMMNEMEZE, RINMNBUETENNEERY,
AFRETHMONEBIREMSIE, 5UENTIHME
ZpL, WX FRLRBEEEMNENBRMETE, HINWU
HitEMETEHAMBUSE (0.844) HITEK.,

3. T iR

AR KAMTHITREAD CMA2.0, ELXRKFE
BRE _E, #11@i3 % E.Begg #1 Mazumdar #&3 (/F
X iE#R Begg #:30) U R EREREH (Fail-Safe k) &3
EHAERERAMAAMBESELARRENTER
E. " HEE RNMUBTHEEIREMNREIE, SEE
HMEERMMMEER ERSRSEEXN RO HES.
HR, #HANET Begg I KT MR SHE A AT FRI1E,
HRER, MBEHEHNERN Begg IEHIKRERE
ZEKE (MF1M3), RPAAARAEEINENER
RERBHATE, R, BINERETHEEENN
BEHALZERH. EXH/H, KXRXERHUREBELVSE
EZPNREEARNIMAARHRENNENEETATE
E, ARERUNVEREBERS IV XRANEIRER
BHYSTEAHRRHME (BK1F3), H—PUHBPXH
RAAEERXHNERBELRDIFFTEE,

EERBELE, AAREBERETREGCENEIR
EZREMEXEHr, BERETEIEENEIRER
EWBREBEXREH p REBERFEXE., S— 1 HRANE
ELHEXRH p, WEITARK A ()

r.

Hef, o AR I MTHARMWELHEXEY (&I
BIREBERMMEXRE), rnAE i MHARHEKRAEX
A (MEREIMBIREBENHEELRY), a,,May,
NAAE I THAREBTENETENEERH,

EXSMERNEEL, HRTEEMMER, B
MR FEFESHEEMYE, " B AATHELES
R ABYS SRR, THmRRERE 5T
EFZAREANRERERESITE Q, MARRKRIER
WHiItE Q. MRANFERERIEFKITE Qy BE, i
HANYEEFERKRES, TRFESAEMNATE
B, BHTATHRESAE, FERSHEDRRERRE
FitE Qs RFIMTEEREZR AT MK IAATIR,

= ERoW
1. BRE 2B HL ) 43 47

pi=

FIBA AR, ERMARBEDNSEHERENXR
mET 1R, AR 1TAEES, BT ERAEE R
A EE (p=0.008, p=0.784), BEEBIERIEE
RE R ZRAFBAMTIERE (0=0.080, p<0.05). &
ERRBEGSSHANBMERRENXLRANA (p=-0.137,
p=0.368), B FZxE&it LHEZE. EIt, Ri% 1a 0
Ri& 1c REBEEIE, K& 1b BEITERWIE.

F1 FANWREREMENTONER

95%E R Beggte k%
TE k N r o X[g] Q, 2 BWEE &R
® = [ #

A 62 18467 0.008 0.008 -0.051 0.067 753.994*** 91910  0.350 —

13 9 7720 0.080 0.080* 0.001 0.158 81.516*** 90.186 0.754 89

FRIREL
T

& o A p<0.10 3 * AT p<0.05 3 #* A p<0.01 5 *** £ p<0.001 ; k AR EMAANH ;N
ARABAG ; r KA EFHARRE; p ARG ESSHEAAA R 95% R RAAL
TR BARAR R A 95% BRI 5 Q HANFRLA RGN F; Q, AUMF ML T
Gt P AT AL PR L LR R —HMARE ; Begg b R F A p ZHMMRE A
AHMKRGER A ESERE (S k<28, LT Begg %) ;

SHMNERIEINNZ, ARRPIESHREERERN
FHEILFEAO, XAESEASHBERRRAEE
MAXMAREEE X, XEEEXIBAOTEBKRENMKALK
THARBERBESZME, P BEXR Pt 28 T HNK
MRIFTAMERBRAME 0D, Fk, RMNBERTETF
HEMAKXWTERE (BEME) URENHEREE
(HEWMER) SEARMEXRERNER, ER0NE 2 Fix.
MNEFAILEER, HEBEEMNEAXNHSMWER
HMESHERENAL R (Qs=6.750, p<0.01) . HBA # &
S5EFEEMAXNNBEHNERESRHERX (p=-0.004,
p=0.885), 5 &, EINMESEFE2XN=HHE
WIERERBEIEMRX (p=0.217,p<0.01) . XK TH
BAMLE XT AR E AN BT R R ENHE =,

2 FIRMESREREMBENXRDH

7 563 -0.123 -0.137 -0411 0.161 67.182*** 91069 0.368 —

o

1= 95% &5 X 8]
iik'“f Y

=]

Q P

#HiEHE 4 508 0.202 0.217** 0.062 0.363 6.637 54.801
750%*

BEME 58 17959 -0.004 -0.004 -0.065 0.056 726.825*** ' 92.158

2. B R B MWL 4547

B oA 57 2 3 % EED A it AR 0 4% SR A E SR L3 3.
MBI TR T 85k E, [ A U2 38 B X B A oo 5 45 28 5
BERZMHE®EM (0=0.093, p<0.05), %t F A&
EESEEREMNAREM (p=-0.093, p<0.01), HH
BGAEIIN Titi2 8 B R EH M (p=-0.066, p=0.108).
Elk, 8% 2a # 2b BEIRIE, 1Bi& 2c R EBBBIE.,
BRTE, HIBABTR 38 B X B BAME S R A B R B E
EREM (p=0.105, p<0.10), %% R MERMHMIET
R (p=0.017, p=0.767), X E Ak FIHsE 5 %A
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MREBEMERSZM (0=0.156, p<0.05) ; FFAETE
28 £ 3 FIBAME1E (p=-0.132, p=0.088) MiHEE (p=-
0.164, p=0.082) E1ERELETEFHFREBEM AR,
EEMNEARESES (p=-0.183, p=0.107). EKIAR
(p=0.030, p=0.535). 5% # (p=-0.062, p=0.153).
DEZRE (p=-0.035, p=0.739) EHEHRELETEUR
EEES (p=-0.096, p=0.145). SHIBIZE% (p=-
0.068, p=0.406) . FIRA%: 3] (p=-0.042, p=0.580).
AR B (p=0.079, p=0.485) Zi\ &1/ T & & HMHT
MBI ERTBRE, BFIIAGREE X B PA S 4
REEEBEMNAEEN (p=-0.037, p<0.05), ARIZ
2d BEIFE, BEAME, BB EBIIESHEMTE
EEMAEEM (p=-0.060, p<0.001), {8E X6l HF 5%
MEBMATEE (0=0.026, p=0.563).
#3 BN ERERRENTANER

95%:§1§ Begg k=%
T2 k N r P X 8] Q, P KR 2R
] OB

MRITH 49 4507 0.081 0.093* 0.018 0.167 285.384***83.181 0.850 399

%M 16 1330 0.097 0.105' -0.012 0.219 63.727**%76.462 0.928 —

XZRMER 16 1331 0.016 0.017 -0.097 0.131 60.733***75.302 0.928 —

Hftsipz 17 1846 0.130 0.156* 0.003 0.302 152.743**%89.525 0.510 131

TERGELE 46 3179 -0.083 -0.093%%-0.160-0.025 155.543**%71.069 0.389 234

B) MERESHANIEMERXAZNATIEHR. N
BN RITAILIERE, FTREXBHPHEREES HRIT
HAERBEBEESR (Qe=12.751, p<0.001). HiFEHT
BEESHNHMRITAEREMNEMRERXEXR (p=0.433,
p<0.001), MEBEMEEESHANMNNRITAHIFLTE
EXB (0=0.062,p=0.112). MBS R IZE 4T 125k
B FRAXBENHEEESBERELEXRGEEREE
5 (Qg=12.478, p<0.001)., HiEHEREESHRIER
EEEREMNRERXXER (p=-0.288, p<0.001), ™
BEMERESBEKRELNFLEEXKE (p=-0.050,
p=0.173) . MEIBAEIINTiEF2kE, FNELEE TR
BESHEARIMMMNIXRAGFEEREEZR (Q=15.040,
p<0.001) . FiEHREESHANIAMINIEZZE /528
%*F (p=-0.276, p<0.001), 7% £ W /= 38 [E 5 FIRA
IV T HIERE X (p=-0.022, p=0.625). MH
AT ERKE, TRXENMERESHSMER
XRABEREES (Qz=16.495, p<0.001). HiFHE
MESHMNGMERERERX (p=-0.271, p<0.001),
MEEHMERESHANGAERALEZNHEELXER
(p=-0.015, p=10.392), Ak, Ri% 3a BEITLRKIE.

R4 WIEXE (BEWEvs. HEHER)
X 1 BA T = 52 FE TR SR B A T AE A

HEEE 7 446 -0.153 -0.183 -0.3880.040 32916** 81772 0764 — . WiE 95%’%15 o o .
i e N r P |
il Faine—1 I - =
;; 45 10 10700056 -0.062 -0.146 0.023 16,651 45950 0.283 — = ESEe E = v :
HBAAR 9 536 0.026 0.030 -0.064 0.122 9.070 11.797 0466 — . HMIEHTE 5 160 0.3790.433**%0.252 0.585 6.308 . 751***36-593
Stk = _ *x®
g&ﬁ; 14 662 0150 -0164" -0.339 0.021 69.405** 81,269 0.870 — HTERTE 44 4347 0.057 0.062 -0.0150.138 257.812 83.321
mEE N HEWTE 9 464 -0.256-0.288**-0.390-0.179 11.181 L
Bk -0120 -0.132' -0.278 0, . . - - HREL - :
Ef‘ ff 2 171 0120 -0132' -0.278 0.020 0473 0.000 PR iR 37 2715 0.046 -0.050 -0.122 0.022 12164454 70.406
>
h? A
INENT 42 3216 -0.056 -0.066 -0.147 0.015 208.307*¥%80.318 0.111 — HTEWTE 34 2771-0.018 -0.022 -0.1090.066 171.394* 80.746
fEEES 19 1401-0.083 -0.096 -0.221 0.033 102.295*%82.404 0.780 — ) HGEWTE 13 931 -0.235-0.271%%%-0,380-0.15433.365%** 64.034
—— ERER 16.495%**
REE HETERTE 10739077-0.013 -0.015 -0.049 0.019 886.389%* 88.041

13 1066 -0.056 -0.068 -0.225 0.092 76.021*** 84.215 0.127 —
1235

HFIBA#> 8 587 -0.035 -0.042 -0.187 0.106 21.152** 66.905 1.000 —

HIPAERE 2 162 0.067 0.079 -0.1420.293 1.960 48983 — —

B4R 12040008-0.032 -0.037* -0.071-0.004988.568***87.962 0.989 143

fE554550 86 31422-0.054-0.060%**-0.095-0.026 518.970***83.621 0.701 527

SIS 34 8586 0.030 0.026 -0.063 0.115 447.061%%%92.618 0.859 —

3. AT

MR 3 HEANRRERETTIAED, HNEE:EE
EEHPIEMERTEXANENRRERESRITE
Q, MEE, RHAENNXRFEFAEBEENATEE.
e, MBEREHITTATREST. ATRIETO TS
RERERNE, EXNTEXRATATINSAR, W
REHNEE-—HIAEEHE k<2, RITELEXZLE
KEHITET RN S

RABRTTHE —MEELRE (BEWE vs. BUEET

KSRRTHE_MERDE (REWE vs. iREW
B) WHERESHANSREMERXAZNATIER. M
EHRAUEE, EEXDE (REWME vs. REIE) Xt
MrEEESHMRITAHITE (Q=0.114, p=0.736). &
%% 4511 32 (Q=0.036, p=0.850). A%ZNfnIidt72
(Qy=0.269, p=0.604) FFFAEB LR (Qz=0.000,
p=0.984) X AZMABIERUFEZ, Eit, 8ig 3b %
B1BEIXH#H.

KRORBRTHE=ZMINELSE ((EHBME vs. IE1E
ZAEEE) MHBREESHANIEMNERXRZNBETE
H. NEIBAHRRTALEBAFERELELIREERE, FRZE
BT E B EXHRITH (Qe=0.229, p=0.633) WURKE
TBERGEL (Q=1.485,p=0.223) I MAFEEEZER.
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HRAITH

MEIBGAEI I T 125k &, 7R 2 B g 1 2 38 B 5 9A
MMIXREERZER (Q=22.157, p<0.001). I
EERKERESINNMIAREMAEXER (p=-
0.162, p<0.001), ME S EWERESIANNMNMIEREE
HIEE%R (p=0.181, p<0.01). MEIKSEMLER%
B, FRAXENEEES AN ERLRGEREER
(Qs=22.838, p<0.001) . FEFEMERES KR LR
EMBERELR (p=-0.098, p<0.001), FEHE
MEEESAMEREREEMEMALER (p=0.092,
p<0.01). MK 6 AFHEAMERTUED, WEK
B HREESE S BHARTRE (ESMI) / ERXER
(BENER) WETEREHES, HElt, Big 3c83
4L

#x5 WEXE (REWEvs. ZEWE)
SR\ R R EERNIATIER

95%E
o W= .
sm oz KN 7 e _EB_ o o v
=
£EWE 39 3642 0.054 0.059 -0.029 0.147 254618+ 85.076
MRITH 0.114
FEEE 5 705 0.074 0.079*% 0.005 0153 3.174 0.000
HEWE 33 2232 -0.047 -0.052 -0.134 0.031 117.776*** 72.830
RS 0.036
REWE 4 483 -0.036 -0.039 -0.141 0064 3.822 21.506
HEWE 32 2538 -0.023 -0.027 -0.119 0.066 167.503*** 81493
AEIT 0.269
REWE 2 188 0.046 0.049 -0.218 0308 3.457 71.075
R HEWE 104 38754 -0.013 -0.015 -0.050 0.020 881.324*** 0000 88313
o R 25 A
REBE 3 323 -0.011 -0.013 -0.184 0.158  4.668 57154
F<6 MEXRE (ESEWEvs. EESEME)
1 A BA BT B 58 B IR R TIER
95%F 1=
“#£R WE N
gm oxm <N oroe XA 0 Q¥
" =
1)
o aﬂi%’&“ 46 4163 0.078 0.089% 0.009 0.167274.456%*+ 83.604
% #i= 0229
A ESEEEE 3 344 0124 0152 -0.0960.382 10.460%* 80,879
JEEEE
. 41 2378-0.094 -0.106** -0.178 -0.034142.200%** 71.871
- = 1485
it
BT mmmpgz 5337 0011 0014 -0.164 0191 10.442% 61.692
1)
A FESE 5, 288 -0.142-0.162%%* -0.239 -0.083101.255* 71.359
MI zsmumm 12 928 0170 0.181% 0063 0.29334.930%% 68.508
F
& FEER o 20614-0.087-0.0908*** -0.134 -0062405.747+* 79544
;% =3 22.838%**
T (Z SR 36 15394 0.087 0.092%* 0.023 0.161532.567*%* 93428

M. RGeS ITie

L I A BB ER 53 L B2 45 BA T BT BE AR B, BIPAMT IR
BBz, bR, FIPAMEEEEE TS, #WS
HERRENRMERT R, KH RN AER
BRSO R T T ERE S, BTSN
ENWTHARBER RO ER>ZENFER. FHEF

BEEUEXLIEAREM LR THRENHEANES
M HEEIAIR, EAEENEHRERELI T — LA
BREMUEEFESEIEHXBBEERER, XARKNMERH
RIBE TR,

1. Bitl/AxR

BHE, AHREWIETHARTBEHEWRTE, WMREE
MBS EXTH BT ZH#HITERE, TSR AERE
BIRR, EeE, EETTH R E RS Ef B /R
HAEN, SHEENT-EAESHMELZEXEKINE
%, BEFRRITEMNZEBEBEMNXRNG, AHRELHM
FIBAEREBSHESHMERE, X—MRERAIL
AMTIARBFRE—ENEE. WERITIHARESEX
ENR AR CEMN, AZMTHAARDEREEE
ABRER. AARERGHA, WAOABELEBAEHR, H
BAREERMERFEE, XAakEE AN BEE
BARK B sk i 474, BM32% AT HREUX T4, HRA
BMATBAHEELER, NMAEGS5SEMAZTSFHELR,
Et, KRAZFTEFATIAMR SR LB AR EERA
BRI R,

HR, AR ZEREEBETEEIE 8y R FE
. UWEXTHBHEMRMELFERS T —H, &R
ZTESEMRLEL. AARBEIEEBGLUT—EX
EMEELHNER, LU T LEHFHEEEMRE
e EMNEE, NTESHANRNEREMERMXRRE,
FAAETEREEXPRITAHERE ((EEHR. XRPR.
HitihsR), BREZEIR (HEEE. INE. BHEE.
BB FE LEBRE) MEARGZHER (EH5HEH.
BIFEZER) WMENNSEER, BHEREEREEXTIA
MIEE (FEEES. RECZEZ%K. 3. RB) B
FHHNHFHAEE. REMESIAVMMIZEBMXRIETR
FAET, BENMNXRZAMNSERERKZEEEZKE, HBESE
ERHENBREATEE, RRETEWZRE A ST IAE
HEAREAMEBMIIE.

BX, AMFRIEXTHNEESEZBRUERHRE
MAERFA—HBHXE, XASEHERAREBHTEAS
BEWNAE. NBENMESHEMENAE, HEHE
SNEANRESEMERNAEZMZEE FEEME. X5
LauE " BERHMOAOSRITRERICHE—, iEXT
BEMEEETSH, REWHHNEZREAEBLIEERDN
EH. FERHNZE, BEAMBEERRBIT—RIIHAR
X, BZzERIZERZURBEAOSRITHFEANEMEK
FEB, XFHEHBENERFARAESRE, LBENSED
EMREHEEIR, BESEMRBFEREMEIELE—H
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EXRE, XEFMAEMSREKNIT B EHEDSOER,
MEERRFEERTEBBESHITE. AMESZSERE
53 EZBHMENRE, EFEHMENEKIEMERIRA

I TR FIEESBME, X5 Carton & M ETIEH
HERAFRAEBEE—EMNHEBEZL, RXEEMIE
BHHESHXEBIEHENES, IVSEABRFEH#AESA
EFME. SMARTEENFER, Hb, ETHIEN
FHASXAMAMNIESEHNEEREHXEKE, EINR
BEBEMRMTEN AEE N, EETEBITEREIEFN
ZRP AR (ER R EIZIZR GBI #H) [
MIEESBMEEESETSMNHNTFEHEMETARESE
HMFEAREX, EAHSSH—LAEmER. NKXKEM
REWERE, AMREN -EXEANIEME R
MALTREER., TENEEZE, HAMKRA—EHRLH
ETEREBBEREREFMERLER, BHREMIITEE
SERETHEFERBTEEK (LLMBEIAK RTEES
EFXRBEHEINFEFRE N ANISFIERT R FEEEK),
MMEREZEMEMREMEZEAEZEEXIREMNESR,
WMIERARINARENZREBERANERZV A LIETE KME
A MEENEERANX E—RIFHELIEEXMERY
HFHAREMRHERD, L= EFEARES
B, AARBREIERIEIES, BHRkEEE—F
IS IE,

RE AHRERBVEBANMEMRIRE—T
M7 ERTR. RE Thatcher & » L HFA M E S E
EEENAUEXR, BHIMARHNIANERERD
(k=35) ; A REY RTRFHBHERRZRE (k=62),
LZMBEIANMESHERE ZEBRIXTELZEXXRBTH
LXB, H—THETHUNASTZRELM, BARMIES
EFAXMEZNHBERBELHERX, BANRNESEN
BRAMMMEMESEERX. XIRAEAMRA#HS,
BARX R FIREFH E L5 BE M AZ B F Bk, XX AUEERAF
HEHAHEZD., EFAXMELZNNERENES
BERHTHE — XEETFENEESROTEEER
EREERARNEMELKTE? FERKFRMEHE—
THIRE.

2. EEER

B, AASEENYFHEMBFHABEMN T B
K, BEEEFZEINRZIEABBZEEBIFLERMITAT
TERERE, AAEMNGHNERTRATER N, S5itEA,
EEEETERZEMR. RRSISMEEZRNKENE
E, EEENLUEHABENEINSEF RN LREL
AEMAE BRI RFER, RAESXEBENN EIHFE

HARITH
WigiEZRE, FAMNWEREREAZS Bk, Eit,
B T 3 ] LA SR BN — A WO HE B R ) i 7E B BA BT R 45 1E 488
TEHIRTAETE, MRk EHSIFI AR B G EmEA.
LR, EEFOTUENISEANNDEEETFESH
FEREUR, X ARE T LU R S AR E 55 BU M R SR A9 AR
I, FEEESBEMEEANMIMSNERSEN
RRIERA.

Hk, AAEEENYENFANASBORNEE,
FEENS SR ZENE. RARENTUERERE,
RFF RSBSOS TIE, Y Bth ATt S S B S,
BHMARARSEMERERATEMW. R, AAEE
ENNEIRE, YENEHTTE R, MREBEL
HMENENARLES AR FRIE, HAmERATEE
S KIEHISS.

25, BT ERNESF KRR B8R R
EfA%X, AAEEENYENAANNBEEE. TT
BIMER NGRS, X TFILFEEEIR A BB KBR, HE
U BUME S35 8 h B M A0 IE Bt N E ((F 58 F B,
MTTHISE KER S BT ROBERTER.

3. MIRARERE

BE, APRBLEH LR (NMHESEE. B
E5RE. REWMESIANMMI) MEEHHKERD
(k=2), XAESE—ERE LEIXEFRERMK
=i, M, YHXEHMEFTEMNTARHEEETEIR,
BEERRRFAREA—SIER. BARAEARERTHEER
BOHENEZN, ESRFARUEFRGINEENE
B, REMRATUEZEEMTSEFE (NBEEEH. B
EEE) SEARHEMNXR.

Hx, YHEMNHEMRGEEMNAOSRITEIES
E, MHEMEFERUALLE. REFRETIUEIR
MAOGITHEEE Y fFaRmEie "V R/, Rig(s
BEMIERA—®BIE, MLREHENEmILE, B
FESAMESEESAHMENEZMIEHEERE, *
SRR TSR ALHEENBRANBEREESR, NE
MBHHESBEHEERMERUNEER, MNAEIF
Hh X 43 7R 6138055 W /= A0 52 M AL 22

B, HOBWEELSHEX(LISEEESHH
REFER., H#HE, RECVHEEFRE. ES.
B&. Wi, RAmMERKEEPERENXRIENE,
BOEHRXTHENR., i, EEIHEREIEEE
FREZEMXRMZETIR, HREFETUEERIGH
BEEELS5XRBEL. HEMEERHITES, CEHAR
L0, FREFEHAERAZEMIEERXRSH D BEBE
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EMRFEARBANETRERR. " B4, XERRMR
ANESESETFRINEIFEHARTHRER.

BfE, BRAEBEHMERAREZEEILAKXNME LR
HEHERRE, XLEHEEIIAIEENERSANZEAN
BT EEA (NER. FR. AKE), XEHE
wmEARXERBIREK . —FE, BEZoXMEZENE
NEEERESHANMERER, XS5ENHETEHL
NAFE. B—FHHE, TEERAEER KA E /AT REAE,
EENBER BN E R G B TR FFER R FRAE, M5
Sh—LEFIAERATREE F M AEREE FREMR, KK
B & A UGRS3 FI AT R ST B K B4 1E, ABTEE
R A E IR E LSBT EEL.
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Abstract With the globalization of economy and the rapid develop-
ment of information technology, the current uncertainty of the envi-
ronment has become the normal state of the organizational develop-
ment. Existing studies claimed organizational innovation is the key
to meet the uncertainty of the environment. Thus how to innovate
sustainably and effectively is vital to satisfy the diversified envi-
ronmental demands. Meanwhile, extant strategic human resource
management literature has paid more attention to the influence
mechanism on innovation. Some studies believe strategic human
resource management can provide resource motivation or resource
obstacle for organizational innovation resource transformation and
creative activity. But existing studies are inadequate to explore the
effect of strategic human resource management on organizational
innovation, especially on the empirical analysis under different
life-cycle perspective. Therefore, this study, based on the dynamic
capability theory and resource-based view, using matching survey
method from more than 400 S&T enterprise, showed that: (1) Ex-
ternal interaction partly mediates the influence of strategic human
resource management on organizational innovation performance,
and has no mediating effect at start-up and growth stage, and partly
mediating effect at mature stage; (2) Decision involvement has no
mediating effect between strategic human resource management
and organizational innovation, but partly mediating effect at growth
stage. (3) External interaction and decision involvement have a joint
effect on the organizational innovation, and organizational innovation
is higher when external interaction and decision involvement both
are at high level. (4) Environmental dynamism and environmental
competitiveness have a joint moderating effect on the relationship be-
tween and organizational innovation, but have no moderating effect at
start-up stage. On the base of above discussion, the study makes some
contributions. First, it reveals the matching effect of organizational
learning congruence on innovation, extending the research on the re-
lationship between organizational learning and innovation. Second, it
highlights the diverse mediating role of internal and external learning
capability between strategic human resource management and inno-
vation. Third, it sheds light on the synergistic effect of ambidextrous
environment in the transformation of resource.

Key Words S&T Enterprise; Life-cycle; Strategic Human Resource
Management; Organizational Learning Congruence; Organizational

Innovation Performance
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A Meta-analysis of Antecedents of Team Faultline and
Its Effects on Team Processes and Outcomes
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Abstract Faultline, which is an important variable in team compo-
sition studies, has received extensive attention from organizational
and team researchers. However, results of team faultlines research
have showed a high degree of heterogeneity. In the present study, a
meta-analysis was used to quantitatively integrate 537 faultline-relat-
ed effect sizes in 91 empirical studies and 100 sub-samples (N=32766)
from 1998 to 2017, exploring the antecedents of team faultlines and
effects of team faultlines on team processes and team outcomes, and
attempting to find out the reasons of inconsistent results of previous
team faultline research. Results showed that: (1) although effects of
team size and positive leadership on team faultline strength were not
significant, team power centralization had a significant effect on team
faultline strength; (2) team faultline strength could lead to high levels
of team conflicting behavioral processes (i.e., team task conflict and
relationship conflict) and low levels of team affective bonding pro-
cesses (i.e., team social integration, identification, satisfactory, cohe-
sion, trust and psychological safety) and performance outcomes (i.e.,
team task performance and innovative performance), but its effects
on other team cognitive processing processes (i.e., team information
integration, transactive memory system, team learning, and team re-
flexivity) were not significant; (3) types of team faultlines could mod-
erate the relationship between team faultlines strength and team pro-
cess and outcome variables. Activated faultlines strength was more
positively correlated with team conflicting behavioral processes and
more negatively correlated with team affective bonding processes,
team cognitive processing processes and team performance outcomes
compared to potential faultlines strength. Task-related faultlines
strength was more positively correlated with team cognitive process-
ing processes and team performance outcomes, whereas non-task-re-
lated faultlines strength was more negatively correlated with team
cognitive processing processes and team performance outcomes.
However, there were no significant differences in the consequences of
surface-level faultlines strength and deep-level faultlines strength. Fi-
nally, the theoretical and practical implications of the research results
are discussed, and relevant recommendations for future research are
provided.
Key Words Team Faultline; Faultline Strength; Team Process;
Team Outcome; Meta-analysis; Faultline Type
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