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Broader Picture 

• The mix of people in a science team matters! 
– Group composition research 

• Multi-disciplinary attention 
– Psychology 
– Sociology 
– Organizational Behavior 
– Computer Science 

• Faultlines is a way to understand the effects of 
group composition 



Generational 
Differences 



Gender Differences 



Occupational & Functional 
Differences 

 



Co-Authors Pace of Work Slower Than 
Yours? 

 



You Get A Faultline! 
Pharmaceutical – Biotech Science Team 

Presenter
Presentation Notes
Imagine if all attributes perfectly align in the group so that there are homogeneous subgroups, you get a faultline!
Here there are two middle age female project managers from a pharmaceutical company in NJ with two young male computer programmers from a biotech in Silicon Valley, develop a drug to fight premature birth! 



 
 
Group A –WEAK FAU 
Untenured  Tenured 
Female Female 
 
Untenured Tenured 
Male  Male 

Faultlines  
A Science Team Example From Academia 

 
 
 
 

Faultlines occur when group members align along one or more demographic 
characteristics causing a group to split into fairly homogeneous subgroups 
(adapted from Lau & Murnighan, 1998).  

Group B –STRONG 
FAU 

Untenured  Tenured 
Male  Female 
 
Untenured Tenured 
Male  Female 

Presenter
Presentation Notes
Another Two attributes for simplicity – gender and tenure – both have been shown important in how people work together



What We Know:  
Group Conflict & Beyond 

• Faultlines are responsible for all sorts of 
dysfunctions: 
– Breakdowns in communication (Lau & 

Murnighan, 2005) 
– Lack of trust (Polzer et al., 2006) 
– Poor decisions (Sawyer et al., 2006) 
– Performance decrements (Bezrukova et al., 

2007; 2009; 2012) 

• Faultlines escalate conflict (Li & Hambrick, 
2005; Jehn & Bezrukova, 2010) and more... 

 



What We Know: Qualifier 1 

• but ... 
– Levels of conflict: Between or within the group? (Lau & 

Murnighan, 2005; Thatcher et al., 2003) 

– Type of conflict: Relationship or task conflict? (Choi & 
Sy, 2009) 
 

 
What about creative  
conflict in science  
teams? 

– “Skunk works” 

Presenter
Presentation Notes
For example, orgs in years have used the concept known as skunk works which is based on faultlines
A group that is separate from the rest of org.
Usually to do science and R&D.
Most famously used by Lockheed Martin in their science teams – build secret planes. SR-71
Creativity is inherently controversial since challenges the status quo. Faultlines help this controversy to be realized.



Qualifier 2: Noticing Faultlines 

• Dormant Faultlines – objective 
demographics align 
 

• Active Faultlines – perceived 
subgroups based on demographic 
alignment 
 
 

Presenter
Presentation Notes
Chrobot-Mason et al. (2009) found that most faultline triggers could be described as one of the following five types: differential treatment, different values, assimilation, insult or humiliating action, or simple contact. 



Qualifier 3: Types of Faultlines 
Work The Same Or Not? 

• Demographic faultlines (Lau & Murnighan, 1998) 
– e.g., age, gender, race, tenure 

• Social category vs Informational faultlines (e.g., 
Bezrukova et al., 2009) 
– e.g., age, race, gender  
– e.g., work experience, educational background  

• Surface vs Deep-level faultlines (e.g., Phillips et al., 2004)  
– + e.g., abilities, conscientiousness, pace of work 

• Separation-, Disparity-, & Variety-based faultlines 
(Carton & Cummings, 2012; Harrison & Klein, 2007) 
– Attributes could represent more than one type of 

faultlines: 

Presenter
Presentation Notes
Faultlines form when differences on one dimension produce notable schisms that are then coupled with schisms on other dimensions (Hambrick et al., 2001). 
Such schisms could occur along readily observable demographic characteristics (e.g., nationality, gender, age) or along less visible, informational-based attributes (e.g., company tenure, education). 
Researchers have suggested that these two types of diversity may differently impact group processes and performance due to their degree of job-relatedness. For example, informational characteristics are less visible and more job-related, they less prone to give a rise to interpersonal prejudice and stereotyping than social category characteristics.   
We extend Lau and Murninghan’s (1998) original conceptualization of faultlines and differentiate between the effects of different bases for subgroup formation (alignments along informational or social category characteristics) on processes and outcomes. 

most commonly used attributes in faultline composition are sex (8 studies), race (6 studies), functional background (8 studies), educational background (11 studies), tenure (8 studies), age (14 studies), geographic work location (3 studies), and personality (3 studies). 

This basic count shows that age is the attribute that is most commonly used in studying faultlines, followed by educational background, and sex. The attributes that are not demographic in nature (e.g., personality, geographic work location) have been the least studied in the composition of faultlines. 

e.g., cultural values, 
e.g., status, decision power
e.g., functional expertise
Variety: older and younger employees could have different information
Disparity: older employees could have more resources = status




Qualifier 4: Multilevel Effects 

 

Faultlines 

 

Group – level outcomes 
“ + “ conflict 
“ + “ process loses 
“ – “ group performance 

Individual – level outcomes 
“ + “ psychological outcomes (e.g., health) 
“ + “ learning 
“ - “ individual performance 

Subgroup – level outcomes 

??? 



Strategies to Promote  
Positive Dynamics 

• We are all in this together! (Bezrukova et al 2009; Rico et 
al 2012) 
– Superordinate team identification & superordinate goals 
– Multilevel perspective – alignment of result-oriented cultures 

across levels (Bezrukova et al 2012) 

• Create a cross cut! (Homan et al., 2008; Rico et al., 2012)  

– reward system or task role assignment that cut across  
• Find a common enemy (Spell & Bezrukova, 2013) 

– External conflict that unities the team 

Presenter
Presentation Notes
e.g., superordinate team identification & superordinate goals



What We Do Not Know 

• What are the multilevel effects of faultlines?  
– Institution, team, subgroup, & individual 

performance?  
• Can faultlines ever be helpful?  

– What about health effects of faultlines?  
• What are the implications of faultlines for multi-

team systems (MTS)? 
– and beyond MTS? How do macro-faultlines affect 

research institutions? 

Presenter
Presentation Notes
We looked at mental health – how lasting these effects and does it translate in a better physical effects?
Mechanisms operate at the larger levels?

MTS – how one faultline can start a chain reaction in other teams within MTS. Is there some contagious effects?



Thank you! 
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