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Organizations often utilize empowerment as a way to bolster perfor-
mance. It is largely assumed, however, that its impact in this capac-
ity is equivalent across organizational members. We tested this notion
within a sample of 420 employees belonging to 75 teams in a Chinese
organization and found that team empowerment related positively to
supervisor-rated in-role and self-rated extra-role performance through
its effect on individual psychological empowerment. More important,
employee–coworker demographic dissimilarity moderated both stages
of this indirect relationship. Specifically, when employee–coworker
sex dissimilarity was higher, the following relationships were attenu-
ated: (a) team empowerment–individual empowerment, (b) individual
empowerment–in-role performance, and (c) individual empowerment–
extra–role performance. Collectively, the results illustrate that the impact
of empowerment is contingent upon demographic dissimilarity.

In his New York Times bestseller, Steven Covey described an empow-
ered organization as “one in which individuals have the knowledge, skill,
desire, and opportunity to personally succeed in a way that leads to col-
lective organizational success” (Covey, 1992, p. 212). In accordance with
this description, studies suggest that empowered employees report higher
levels of work-related attitudes (e.g., job satisfaction, commitment) and
behaviors (e.g., retention, performance) as compared to employees who
have not been given autonomy, control, and responsibility in their jobs
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