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Introduction: Power disparity, defined as the unequal control over valuable
resources within teams, has been shown to negatively impact overall team
performance, though the mediating mechanisms and boundary conditions of
this relationship remain inadequately explored. Grounded in power conflict
theory, this study develops a conceptual model that incorporates team conflict—
comprising both relationship conflict and task conflict—as a mediator, and power
congruence as a moderator, to systematically explain why and how power
disparity influences team performance.
Methods: Survey data were collected from 62 teams. The proposed hypotheses
concerning the mediating and moderating effects were tested through a series
of statistical analyses, including reliability and validity tests, confirmatory factor
analysis, and hierarchical regression.
Results: Power disparity was found to negatively affect team performance
through increased relationship conflict, while also positively influencing team
performance via task conflict. However, the negative indirect effect through
relationship conflict was significantly stronger than the positive effect through
task conflict. Furthermore, power congruence moderated these mediating
pathways: it attenuated the negative effect of relationship conflict and
strengthened the positive effect of task conflict. These findings reveal a dual
pathway through which power disparity affects team performance, with the
overall effect being negative due to the stronger detrimental role of relationship
conflict. The moderating role of power congruence helps mitigate harmful
conflict and promotes beneficial debate, offering theoretical contributions to
power conflict theory and practical implications for designing more effective
team power structures.

KEYWORDS

power disparity, power congruence, task conflict, relationship conflict, team
performance

1 Introduction

As an asymmetric control over valuable resources in social relationships, power is
ubiquitous and universal in social interactions (Magee and Galinsky, 2008; Korman et al.,
2022). Power has been proven to provide individuals with a series of benefits, such as the
enhancement of implementation capacity (Zheng et al., 2023), the improvement of life
satisfaction (Anderson et al., 2012), the realization of goal vision and the extension of
life expectancy (Greer et al., 2017). However, in an interdependent team environment,
the effects of power are more complex; while it may enhance team performance, it
can also potentially harm it (Brief and Smith-Crowe, 2016; Greer and Chu, 2020).
For example, team leaders, through strong decision-making power, can effectively and
quickly drive project progress. However, at the same time, this highly concentrated
power may also lead to conflicts among team members, affecting collaboration and
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team innovation. In research on team power, scholars have
attempted to conceptualize power from different perspectives. To
date, two main conceptualizations of team power have emerged:
power level and power disparity (Greer et al., 2017; Luo and Tong,
2024). Power level and power disparity are two distinct aspects
of team power structure. Power level (Greer and van Kleef, 2010)
describes the average extent of power resources (e.g., control over
resources and decision-making authority) within a team, typically
categorized as high or low. Conversely, power disparity (Tarakci
et al., 2016, p. 416) reflects the distribution or concentration of
these resources among members. It ranges from high (resources
concentrated in one member) to low (resources evenly distributed).
Due to the widespread existence of power imbalance, research has
focused more on power disparity rather than power level, and
has found that power disparity is closely related to various team
outcomes (Greer et al., 2017; Xie et al., 2020; Cheng and Sandfort,
2023).

Academic discourse on power disparity features two main
opposing views. Scholars of power functionalism highlight its
positive effects, arguing that it establishes a clear collaborative
order by defining decision-making authority and role expectations.
This order helps reduce conflicts over ambiguous responsibilities,
facilitates internal coordination and division of labor, and
motivates voluntary cooperation, thereby effectively enhancing
team performance (Greer et al., 2017; Halevy et al., 2011; Zhu
et al., 2019; Gobel and Miyamoto, 2023). Conversely, scholars of
power conflict theory focus on its negative effects. They point
out that power disparity may trigger perceptions of unfairness in
resource and status distribution, setting off a chain of negative
mechanisms: cognitively, members tend to attribute the disparity to
procedural injustice, reinforcing relative deprivation (Smith et al.,
2012); emotionally, unfairness fosters jealousy and resentment,
undermining emotional bonds (Greer and van Kleef, 2010; Sinha
et al., 2021); behaviorally, these reactions lead to non-cooperative
competition and power struggles (Bunderson et al., 2016; Greer
et al., 2018). The cumulative effect erodes trust, diverts attention
from tasks, and ultimately damages team performance (Lam et al.,
2023; Ling and Luo, 2024). Scholars have continuously explored
these two perspectives. However, based on meta-analytic results,
the main effect of power disparity is negative, and the power
functionalism perspective is largely unsupported (Greer et al.,
2018; De Wit et al., 2012; Greer et al., 2017; Ling and Luo,
2024). Furthermore, recent research has deepened the explanatory
dimensions of power conflict theory. For instance, Rabenu’s (2021)
“team pack” metaphor and LMX differentiation theory show
that the “insider-outsider” division solidifies perceptions of power
imbalance and exacerbates cooperation dilemmas. Separately,
Zverling (2019), from a perspective of power insecurity, reveals that
when individuals in power feel their authority is threatened, they
are more inclined to adopt domineering behaviors. This response
aggravates conflicts, thereby creating a vicious cycle. This suggests
that the negative effects of power disparity often outweigh its
potential positive effects. Therefore, further research on power
conflict theory, particularly on the conditions under which and the
reasons why power disparity may harm team performance, is of
great importance. Understanding this mechanism not only helps
reveal the negative effects of power disparity but also provides

a theoretical basis for organizations to design rational power
structures and implement effective interventions to prevent the
negative consequences of overly centralized power structures.

In recent years, scholars have increasingly recognized that the
effect of power disparity on team performance is not direct but
operates through complex mediating mechanisms and boundary
conditions (Greer et al., 2018; Luo and Tong, 2024). A key
mediator from the perspective of power conflict theory is team
conflict, which helps explain the negative consequences of such
disparity (Xie et al., 2020; Greer et al., 2017; Zhu et al., 2019).
Significant power disparity often leads to an asymmetric control
over valuable resources (Magee and Smith, 2013), creating a
divide between members with abundant resources and those
facing scarcity. In resource-scarce and competitive environments,
this asymmetry can easily trigger competition and confrontation
(Greer and van Kleef, 2010), resulting in team polarization and
power struggles (Keltner et al., 2008). This dynamic erodes
interpersonal trust and intensifies relational tensions (Bunderson
et al., 2016), thereby raising the overall level of team conflict. These
conflicts are further exacerbated by the divergent motivations
and interests between lower-power members, who strive for
more resources and authority, and higher-power members, who
seek to preserve their advantages (Greer et al., 2017). Although
substantial research confirms the generally detrimental effect of
team conflict on performance (Jehn et al., 2008), existing studies
have predominantly treated it as a unidimensional construct.
This approach overlooks the diversity of conflict types and their
potentially differentiated impacts on team outcomes (Zhu et al.,
2019; Foncubierta-Rodríguez et al., 2022; Simons and Peterson,
2000). For example, relationship conflict typically undermines trust
and cooperation among team members, reduces team cohesion and
collaboration efficiency (Alves et al., 2023), ultimately leading to
a negative effect on team performance. In contrast, task conflict
can foster the exchange of diverse perspectives among team
members, stimulating creativity and varied thinking approaches,
thereby enhancing decision-making quality and efficiency (Jia et al.,
2024), which in turn promotes team performance. If different
types of conflict are not distinguished, the positive effects of task
conflict may be overlooked, particularly in complex tasks that
require innovation and diverse thinking. This could lead to an
overemphasis on the negative aspects of conflict, resulting in
the misleading conclusion that “conflict is harmful”. Moreover,
this neglect may prevent a clear understanding of how power
disparity influences team performance through different types of
conflict, thereby rendering the explanation of the mechanism of
power disparity incomplete or biased, or leading to inaccurate
evaluations of overall team performance. To address this, scholars
have suggested distinguishing between types of conflict and
exploring the different mediating roles that conflict types play in
the relationship between power disparity and team performance
(Zhu et al., 2019). Therefore, drawing on classic literature, this
study classifies conflict into relationship conflict and task conflict
(Jehn, 1995), and investigates how power disparity affects team
performance through team conflict along these two different
paths, thereby revealing the underlying mechanism of how power
disparity influences team performance through team conflict under
power conflict theory.

Frontiers in Psychology 02 frontiersin.org

https://doi.org/10.3389/fpsyg.2025.1702275
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org


Luo et al. 10.3389/fpsyg.2025.1702275

According to contingency theory, the effects of power disparity
are moderated by a range of factors. Existing research mainly
focuses on factors such as task type, leadership characteristics,
and team structure (Anderson and Willer, 2014; Greer, 2014;
Bunderson et al., 2016; Ronay et al., 2012; Xie et al., 2020;
Zhu et al., 2019; Yu and Greer, 2023); however, the effect
of power itself has rarely been considered. Power itself, as
a potential moderator, has not been fully explored in terms
of its role in team power structures (Greer, 2014), and such
research is considered an important direction for future academic
exploration. Specifically, the mechanisms through which power
itself influences team performance mainly include two aspects:
first, different dimensions of the power structure, such as power
level and power diversity (Groysberg et al., 2011); second, the
psychological mechanisms through which power exerts its effects,
such as power cognition (Greer, 2014). Although there has been
relatively in-depth exploration of power structures, research on
the psychological mechanisms through which power exerts its
effects, particularly on power cognition, remains insufficient and
is considered an important direction for future studies. Power
cognition consists of two key constructs: power congruence and
power legitimacy (Greer, 2014). Specifically, power congruence
refers to the degree of cognitive agreement among team members
regarding their own and others’ relative positions within the team
(Polzer et al., 2002; Greer et al., 2011), and this congruence
significantly influences the effectiveness of the team power
structure (Greer et al., 2017). Research has shown that when team
members reach a consensus on the power structure, they are able to
clearly understand their position within the team, thereby reducing
anxiety, feelings of threat, and confrontational behavior during
interactions (Martorana et al., 2005). This cognitive congruence
can reduce conflicts within the team, thereby promoting overall
collaboration and performance. In contrast, if there is a cognitive
divergence regarding the power structure among team members,
some may overestimate their position in the team, which could
not only lead to rejection and punishment by others but also
intensify conflicts within the team (Anderson et al., 2008; Greer,
2014), ultimately harming team performance. Therefore, power
congruence may improve the negative effects of power disparity
by reducing internal team conflicts. Based on this, this study will
attempt to explore the interaction between power congruence and
power disparity from the psychological mechanism of power itself,
analyzing how it influences team performance through its effect on
internal conflicts (including relationship and task conflicts). This
research perspective not only helps deepen the understanding of
the complexity of the effects of power disparity but also provides
new insights for future studies in organizational behavior, team
management, and power structure optimization.

2 Theoretical analysis

2.1 The mediating role of team conflict

Power disparity is an important research concept associated
with power in the context of group interaction, and it has
also received a large amount of attention in the research in
recent years. Meta analyses show that the overall effect of power

disparity on team performance is negative, and team conflict
is the key process explanatory variable (Greer and Chu, 2020;
Greer et al., 2018). Conflict refers to a situation of inconsistency
among group members’ views and disharmony in interpersonal
relationships, and it mainly includes relationship conflict and
task conflict (Jehn, 1995). The power conflict theory claims that
power disparity leads to negative emotions such as perceptions
of unfairness, worsens the interpersonal relationships, and causes
relationship conflicts (Greer et al., 2017). Power disparity also
leads to divisions and power struggles within the team, thus
triggering relationship conflicts among group members (Zhu et al.,
2019; Hekkala et al., 2022). Bunderson et al. (2016) investigated
75 teams working in multiple industries to confirm that power
disparity affects relationship conflict positively. Additionally, power
disparity is often accompanied by an uneven allocation of resources
(Anderson and Willer, 2014), where high-power members may
control more resources. This can lead low-power members to
feel unfairly treated, prompting them to question the resource
allocation (Greer et al., 2018). When team members have divergent
views on resource distribution, task conflict is likely to arise
(Ling and Luo, 2024). At the same time, when team members
perceive power differences, they may develop differing views on
task goals, priorities, and execution methods (Greer and Chu,
2020). High-power members may dominate decision-making and
push their own task goals, while low-power members may feel
ignored, leading to disagreements and goal conflicts, which further
intensify task conflict. Therefore, power disparity can trigger both
relationship and task conflicts within the team. Based on this, the
following hypotheses are proposed.

H1: Relationship conflict plays a mediating role in the
relationship between power disparity and team performance. In
other words, power disparity harms team performance by triggering
relationship conflict.

H2: Task conflict plays a mediating role in the relationship
between power disparity and team performance. In other
words, power disparity enhances team performance by triggering
task conflict.

2.2 The moderating role of power
congruence

As one of the psychological mechanisms through which
power exerts its effects, power congruence is an important
component of power cognition. It is defined as the cognitive
congruence of team members regarding their relative hierarchical
order or position, that is, the degree to which team members
align on their positions within the team (Greer et al., 2017).
Research has shown that power congruence plays a crucial
role in the effectiveness of team power structures and can
alleviate team conflicts arising from power disparity (Greer et al.,
2011; Greer, 2014). Specifically, power disparity often comes
with some members controlling resources, which can trigger
feelings of threat or unfairness among low-power members,
leading to relationship conflict (Greer et al., 2017). However,
in teams with high power congruence, members‘ cognition of
the power structure and resource distribution tend to align,
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and this congruence eliminates low-power members’ doubts and
fears of unfair treatment. Power congruence not only fosters
members‘ identification with the power structure and resource
allocation, but also effectively reduces negative emotions, such
as anger, dissatisfaction, and jealousy, which are often the root
causes of relationship conflict (Greer, 2014). When team members
can identify with the team’s power distribution, they are more
likely to handle issues arising from power disparity rationally,
avoiding emotional conflicts. This emotional relief helps reduce
interpersonal conflicts, thus mitigating the positive effect of
power disparity on relationship conflict. Furthermore, power
congruence provides higher stability and predictability, making
communication among team members more efficient. When
members understand each other’s roles and power positions,
communication within the team flows more smoothly, and conflicts
tend to focus on the tasks themselves rather than interpersonal
conflicts (Butchibabu et al., 2016). In an environment of high
power congruence, team members are more likely to identify with
and accept each other’s task goals, thereby enhancing teamwork.
Despite the presence of power disparity, members’ recognition
and understanding of task goals allow task conflict to become
a constructive force rather than a destructive one. This efficient
cooperation mechanism promotes the positive effect of task conflict
and helps team members form more efficient collaboration in
task execution (Greer and van Kleef, 2010). In contrast, when
team members have differing views of the power structure, i.e.,
low power congruence, members may be unclear about their
position within the team, which can lead them to overstep their
role boundaries, provoking threats and retaliation from other
members, thus escalating relationship conflict (Owens and Sutton,
2014; Anderson et al., 2008). Low power congruence may also
disrupt the communication climate within the team, hindering
the effective sharing of information among team members, thus
lowering the level of task conflict. Therefore, power congruence
plays an important moderator in the relationship between power
disparity and team conflict. Based on this, the following hypotheses
are proposed.

H3: Power congruence plays a moderating role in the relationship
between power disparity and relationship conflict; that is, power
congruence can mitigate the positive relationship between power
disparity and relationship conflict.

H4: Power congruence plays a moderating role in the relationship
between power disparity and task conflict; that is, power congruence
can enhance the positive relationship between power disparity and
task conflict.

Based on the above analyses and theoretical assumptions, this
study further posits that power congruence can moderates the
mediating effect of team conflict in the relationship between power
disparity and team performance. Specifically, under high power
congruence, the positive relationship between power disparity and
relationship conflict is alleviated, while the positive relationship
between power disparity and task conflict is strengthened,
ultimately leading to an improvement in team performance.
Therefore, this paper proposes the following integrated hypotheses:

H5: Power congruence moderates the mediating effect of
relationship conflict in the relationship between power disparity and
team performance; that is, the higher power congruence is, the weaker
the negative effect of power disparity on team performance via
relationship conflict.

H6: Power congruence moderates the mediating effect of task
conflict in the relationship between power disparity and team
performance; that is, the higher power congruence is, the stronger
the positive effect of power disparity on team performance via
task conflict.

The theoretical framework of this study is shown in Figure 1.

3 Method

3.1 Participants and procedure

The data referenced by this study were collected using the
questionnaire survey method. The respondents were drawn from
74 teams associated with 18 enterprises in China, including
the departments of production technology, financial accounting,
human resource management, marketing promotion, and after-
sales service in the textile. To mitigate common method bias,
this study employed a two-wave time-lagged survey design
with a 3-month interval. This approach temporally separated
the measurements of predictor variables (power disparity, team
conflict) from the outcome variable (team performance). Such
separation reduces the likelihood of respondents making artificial
causal connections between the measures, thereby enhancing the
discriminant validity and strengthening the causal interpretability
of the findings. During the first stage, questionnaires were
distributed to 415 participants from 74 teams, with the aim of
measuring power disparity, power congruence, task conflict, and
relationship conflict.0 389 valid questionnaires from 69 teams were
retained, with an recovery rate of 93.73%. Three months later,
389 questionnaires were returned to the original team members,
which mainly measured team performance. After removing invalid
questionnaires with same questions, 351 valid questionnaires from
62 teams were obtained, with an recovery rate of 90.23%. An
analysis of the valid questionnaires collected in the second stage
revealed that males accounted for 63.53% of the total sample and
females accounted for 36.47%; 45.87% of respondents had college
degrees or lower levels of education, 36.47% were undergraduates,
and 17.66% were postgraduates; 29.06% of the employees had
worked on their team for 3 years or more, 44.16% had worked on
their team for 1–3 years and 26.78% had worked on their team
for less than 1 year; and the average team size was 5.66 people,
with teams featuring more than 10 people accounting for 6.45% of
the total, teams featuring 5–10 people accounting for 48.39%, and
teams featuring 3–5 people accounting for 45.16%.

3.2 Measurements

3.2.1 Power disparity
In this study, the rotating questionnaire design method is

used to measure power disparity. The specific approach is for
each team member to evaluate the power level of other team
members based on the 5-point Likert scale (1 means “almost
none” and 5 means “a great deal”). The measurement item is: “
How much power do I think this colleague has in the team (for
example, he or she has asymmetric control over resources and is
able to ensure that the other members implement his or her own
wishes)”. Subsequently, calculate the power level of a team member
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FIGURE 1

Theoretical model.

by averaging the evaluation scores provided by others. Next, the
dispersion coefficient is calculated to reflect power disparity within
the team. The larger the dispersion coefficient, the higher the degree
of power disparity within the team.

3.2.2 Relationship conflict
The scale draws inspiration from the research of Jehn (1995),

mainly including four items, such as “how much friction is there
between team members”. The Cronbach’s α is 0.93.

3.2.3 Task conflict
The scale draws inspiration from the research of Zhao et al.

(2019), also including four items, such as “when discussing
work issues, team members propose many inconsistent views or
opinions”. The Cronbach’s α is 0.90.

3.2.4 Power congruence
This study adopts the method developed by Greer et al. (2011)

to measure power congruence. First, each team member is required
to evaluate the ability of everyone on the team (including himself
or herself) to exert influence. The evaluation item is “how much
influence each member has on the team”. Second, we calculate the
differences score between self-evaluation and others’ evaluation,
and average the difference scores of all members to obtain the
power incongruence score for each member. Furthermore, average
the power incongruence score of all members and reverse code the
team level incongruence score to reflect power congruence at the
team level.

3.2.5 Team performance
The scale draws inspiration from the research of Tjosvold et al.

(2006), mainly including six items, such as “we can complete or
even exceed the task”. The Cronbach’s α is 0.87.

In addition, since team size, gender diversity, team diversity
and team tenure have effects on team process and results (Lepine
et al., 2008; Zhu et al., 2019; Ji et al., 2019; Koopmann et al., 2016),
this study controls for team size, gender diversity (the Blau index is
used to reflect the dispersion of the male–female ratio on the team),
educational diversity (expressed in terms of the discrete coefficient)
and team tenure.

4 Results

4.1 Data aggregation

Since this study is a team level related study, task conflict,
relationship conflict, and team performance data are all measured
by individual participants, it is necessary to aggregate the data
of these variables at the team level. Aggregation conditions are
usually determined based on three indicators: Rwg (consistency
requirements within the group; the critical value is 0.70),
ICC(1) (consistency within the group; the critical value is
0.5), and ICC(2) (consistency among groups; the critical value
is 0.50). According to Table 1, the values of Rwg, ICC(1)
and ICC(2) for task conflict, relationship conflict, and team
performance all research the critical criteria, so aggregation can be
carried out.

4.2 Confirmatory factor analysis

To verify the discriminant validity among various factors,
confirmatory factor analysis (CFA) was performed on the main
variables, and the results are shown in Table 2. As shown in
Table 2. From Table 2, it can be seen that compared with other
sub-models, the four factor model has the better fitting accuracy:
χ2/df = 1.603, RMSEA = 0.064, NNFI = 0.930, CFI = 0.930, IFI =
0.931, and is significantly better than other models, indicating good
discriminant validity among variables.

4.3 Descriptive statistics and correlation
analysis

The descriptive statistics and correlation coefficient results
between variables are shown in Table 3. As shown in Table 3, power
disparity is significantly positively correlated with relationship
conflict (r = 0.227, P < 0.01) and significantly positively correlated
with task conflict (r = 0.157, P < 0.05); task conflict is positively
correlated with team performance (r = 0.125, P < 0.05); and
relationship conflict is negatively correlated with team performance
(r = −0.312, P < 0.01). In addition, no significant correlation
was found between relationship conflict and task conflict, which
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TABLE 1 The results of data aggregation.

Variables Rwg ICC(1) ICC(2)

Relationship conflict 0.794 0.314 0.685

Task conflict 0.802 0.277 0.711

Team performance 0.834 0.309 0.623

TABLE 2 The results of confirmatory factor analysis.

Models χ2/df RMSEA NNFI CFI IFI

PD; RC; TC; PC; TP 1.603 0.064 0.930 0.930 0.931

PD; RC; TC; PC+TP 2.142 0.109 0.872 0.872 0.873

PD; RC; TC+PC+TP 3.722 0.175 0.832 0.833 0.833

PD; RC+TC+PC+TP 4.164 0.266 0.786 0.785 0.786

PD+RC+TC+PC+TP 6.321 0.307 0.745 0.744 0.745

PD, power disparity; RC, relationship conflict; TC, task conflict; PC, power congruence; TP,
team performance.

suggests that it is reasonable to distinguish between relationship
conflict and task conflict in team conflicts.

4.4 Hypothesis testing

4.4.1 The mediating role of relationship conflict
The study used linear regression to test the relevant hypotheses

(see Table 4). The results indicate that after controlling for factors
such as education diversity, team size, team tenure, and gender
diversity, the theoretical hypotheses are valid. The results of M1
show a significant negative correlation between power disparity
and team performance (β = −0.151, P < 0.05). Meanwhile, the
results of M4 show a significant positive correlation between power
disparity and relationship conflict (β = 0.322, P < 0.01). In
addition, the results of M2 show a significant negative correlation
between relationship conflict and team performance (β = −0.317,
P < 0.01), and the effect of power disparity on team performance
remains significant (β =−0.131, P < 0.05), thus H1 is validated.

4.4.2 The mediating role of task conflict
The results of M7 show that power disparity has a significant

positive effect on task conflict (β = 0.132, P < 0.05). Meanwhile,
The results of M3 show that task conflict has a significant effect
on team performance (β = 0.173, P < 0.01), and the relationship
between power disparity and team performance remains significant
(β =−0.116, P < 0.05), thus H2 is validated.

To further validate the mediating role of team conflict, this
study used the Process method and conducted 5,000 bootstrap
samples to test its significance. The results indicate that, after
controlling for relevant variables, the negative indirect effect of
power disparity on team performance through relationship conflict
is −0.236, with a 95% confidence interval of [−0.069, −0.015],
which does not include 0. The positive indirect effect of power
disparity on team performance through task conflict is 0.104, with
a 95% confidence interval of [0.022, 0.081], which also does not
include 0. Therefore, H1 and H2 are further supported, and the

results suggest that the negative effect of relationship conflict is
greater than the positive effect of task conflict.

4.4.3 The moderating role of power congruence
From M6, it can be inferred that the interaction term

(power disparity∗power congruence) can affect relationship conflict
significantly (β = –0.167, P < 0.01), indicating that power
congruence plays a moderating role in the relationship between
power disparity and relationship conflict negatively. That is, the
higher the level of power congruence, the weaker the positive effect
of power disparity on relationship conflict. Conversely, the lower
the level of power congruence, the stronger the positive effect of
power disparity on relationship conflict.The specific moderating
effects can be seen in Figure 2, thus verifying H3. Meanwhile,
from M9, it can be inferred that the interaction item can affect
task conflict significantly (β = 0.135, P < 0.05), thus indicating
that power congruence plays a moderating role in the relationship
between power disparity and task conflict. That is, the higher the
level of power congruence, the stronger the positive effect of power
disparity on task conflict. Conversely, the lower the level of power
congruence, the weaker the positive effect of power disparity on
task conflict.The specific moderating effects can be seen in Figure 3,
thus verifying H4.

4.4.4 The moderated mediation effect
First, for the moderating effect on the mediator of relationship

conflict. The results of the test using 5,000 bootstrapping samples
indicate that the 95% CI was (0.016, 0.032) (see table 5), excluding
0, indicating a significant moderated mediation effect. Using Monte
Carlo method for further verification, it can be found that the
95% CI of the moderating effect of power congruence on the
mediator of relationship conflict is (0.021, 0.078), excluding 0,
which also confirmed that the moderating effect on the mediator
of relationship conflict is significant, thus verifying H5. Second, for
the moderating effect on the mediator of task conflict. The results of
the test using 5,000 bootstrapping samples indicate that the 95% CI
was (0.011, 0.053) (see table 6), excluding 0, indicating a significant
moderated mediation effect. Using Monte Carlo method for further
verification, it can be found that the 95% CI of the moderating effect
of power congruence on the mediator of task conflict is (0.060,
0.149), excluding 0, which also confirmed that the moderating effect
on the mediator of task conflict is significant, thus verifying H6.

5 Discussion and implications

5.1 Discussion

First, relationship conflict and task conflict both act as
mediators in this study. power disparity intensifies relationship
conflict within the team by triggering competition among team
members and generating negative emotions such as unfair
perceptions on the part of team members, thus damaging team
performance. It can be seen that relationship conflict plays a
mediating role in the relationship between power disparity and
team performance. Meanwhile, power disparity also stimulates task
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TABLE 3 The results of descriptive statistics and correlation analysis.

Variables M SD TS GD ED TT PD RC TC PC TP

TS 5.661 1.173 —

GD 0.247 0.062 0.093 —

ED 0.287 0.064 0.044 0.049 —

TT 2.611 0.605 0.043 0.006 0.039 —

PD 0.244 0.065 −0.085 −0.061 −0.024 −0.055 —

RC 3.613 0.512 0.020 −0.049 0.039 −0.121∗ 0.227∗∗ —

TC 2.456 0.493 −0.022 0.106 0.063 −0.006 0.157∗ 0.017 —

PC 0.758 0.074 −0.018 0.053 0.043 −0.021 0.124∗ 0.187∗∗ 0.029 —

TP 3.871 0.418 −0.009 −0.046 −0.037 −0.068 −0.173∗∗ −0.312∗∗ 0.125∗ 0.102∗ —

∗P < 0.05; ∗∗P < 0.01; TS, team size; GD, gender diversity; ED, education diversity; TT, team tenure; PD, power disparity; RC, relationship conflict; TC, task conflict; PC, power congruence; TP,
team performance.

TABLE 4 The results of mediating effect and moderating effect analyses.

Variables TP RC TC

M1 M2 M3 M4 M5 M6 M7 M8 M9

TS 0.032 0.031 0.037 0.005 0.012 0.014 −0.063 −0.057 −0.055

GD −0.024 −0.022 −0.027 0.029 0.001 −0.118 0.040 0.011 0.013

ED 0.000 0.000 −0.025 0.033 0.029 0.037 0.045 0.041 0.040

TT −0.031 −0.030 −0.027 −0.025 −0.021 −0.085 −0.050 −0.046 −0.049

PD −0.151∗ −0.131∗ −0.116∗ 0.322∗∗ 0.224∗∗ 0.164∗∗ 0.132∗ 0.130∗ 0.144∗

RC −0.317∗∗

TC 0.173∗∗

PC 0.188∗∗ 0.285∗∗ 0.187∗∗ 0.233∗∗

PD∗PC −0.167∗∗ 0.135∗

R2 0.046 0.290 0.051 0.059 0.094 0.120 0.152 0.186 0.184

�R2 −0.039 0.239 −0.053 −0.025 −0.005 0.006 0.076 0.097 0.080

∗P < 0.05; ∗∗P < 0.01; TS, team size; GD, gender diversity; ED, education diversity; TT, team tenure; PD, power disparity; RC, relationship conflict; TC, task conflict; PC, power congruence; TP,
team performance.

conflict and ultimately enhances team performance by causing low-
power members to question task goals, priorities, and execution
methods. Thus, task conflict plays a partial mediating role in the
relationship between power disparity and team performance.

Second, power congruence effectively exerts its moderating
effect in this study. It has been confirmed that the moderating
effect of power congruence is conveyed by the dual paths of
task conflict and relationship conflict, such that the higher
power congruence is, the weaker the negative effect of power
disparity on team performance. On the one hand, in cases of
high power congruence, team members have highly consistent
views of the power distribution structure, and they are clearer
regarding their position on the team; the fewer instances of
overstepping the power boundary occur, the lower the level of
relationship conflict caused by power disparity, thus ultimately
improving team performance. Simultaneously, in cases of high
power congruence, team stability is enhanced, and team members
also form confidence expectations, which can effectively reduce
the uncertainty associated with team actions, provide a common
internal script to promote mutual assistance and coordination,

enhance good communication, promote information sharing,
improve task conflict, and benefit the team.

5.2 Theoretical implications

First, by revealing the negative mechanism underlying the effect
of power disparity on team performance based on the power
conflict theory, this study enriches the research context of power
disparity. In line with power functionalism, the power conflict
theory is key theory to explain the effect of power disparity (Greer,
2014). However, literatures on power disparity according to the
power conflict theory remains lacking. Accordingly, this study
constructed a theoretical model of the effect of power disparity
on team performance by identifing team conflict as the mediator
and power congruence as the moderator, and confirmed that team
conflict is the key process explanatory variable; furthermore, this
study found that this negative effect is alleviated under conditions
of power congruence. Simultaneously, unlike previous studies, this
study distinguished and explored the effect of different types of
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The moderating effect of power congruence in power disparity and relationship conflict.

0

0.5

1

1.5

2

2.5

3

low high

task
 co

n
flict

power disparity

higher power

congruence

lower power

congruence

FIGURE 3

The moderating effect of power congruence in power disparity and task conflict.

conflict, thus providing new research ideas that can be used to
explore the effect of different types of conflict in further detail.

Second, this study expanded the utility boundary of power
disparity. Hitherto, the moderating factors of power disparity
have mainly focused on team structure, task type, leadership
characteristics and other factors (Xie et al., 2020); however, the
influence of power itself has rarely been mentioned. In fact, power
itself is believed to be able to affects the utility of power disparity
and team processes (Greer, 2014). The factors associated with
power itself include power cognition, which mainly includes power
congruence and legitimacy (Lammers et al., 2008). Accordingly,
this study, from the perspective of the mechanism on which
power itself has an impact, identified power congruence as a
moderator to verify the changes that occur in team conflict and
team performance in cases of power disparity.

5.3 Practical implications

First, we distinguished among and utilized different types
of conflict. Under previous versions of power conflict theory,
team conflict was considered a single overall variable and was
considered to affect team performance negatively (Greer et al.,
2017). However, the classic literature divided conflict into task and
relationship conflicts (Jehn, 1995) and highlighted the fact that
they have different effects on team performance (Zhu et al., 2019).
This study also proved that realtionship conflict has a negtaive
effect on team performance, unlike task conflict. Therefore,
this paper makes the following suggestions for enterprises: first,
they can avoid and prevent the intensification of relationship
conflict by establishing harmonious relationships within the
team and implementing a dispute settlement mechanism, and
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TABLE 5 The results of the moderating effect on the mediator of
relationship conflict.

EV SE 95% CI

Higher power
congruence

0.037 0.024 (0.014, 0.052)

Lower power
congruence

0.030 0.022 (0.018, 0.037)

The moderated
mediator

0.033 0.019 (0.016, 0.032)

TABLE 6 The results of the moderating effect on the mediator of task
conflict.

EV SE 95% CI

Higher power
congruence

0.036 0.017 (0.007, 0.049)

Lower power l
congruence

0.040 0.020 (0.018, 0.061)

The moderated
mediator

0.045 0.024 (0.011, 0.053)

second, they can stimulate task conflict by establishing a regular
communication and sharing mechanism and permitting the
existence of different opinions.

Second, we should focus on the role of power congruence in this
context. People’s inconsistent views on power may cause serious
damage to team performance (Anderson et al., 2008; Greer, 2014).
It is important to improve the team’s level of power congruence and
to ensure that each member’s view of the power level is consistent
with the views of other members. This study also conducted
empirical research to prove that power congruence improves team
conflict and ultimately improves team performance. Enterprises
can improve their employees’ cognition of the rationality of the
hierarchy by making the system design and migration norms of
the hierarchy public because once the hierarchy is considered
unreasonable, power incongruence is likely to occur (Lammers
et al., 2008). Enterprises can also offer team management solutions
for work design involving nonoverlapping responsibilities and
power bases among team members (to reduce competition on the
same power basis) or promote consistent power cognition within
the team by providing team training.

5.4 Limitations and future directions

First, this study used only aggregate data collected from 62
teams and thus lacked sufficient sample data; accordingly, the
research conclusions may exhibit certain deviations. Therefore,
in future research, the number of research companies and teams
should be increased, the sample size should be expanded, and the
research reliability should be improved. Second, by confirming the
effective moderating role of power congruence, this paper extends
the study on the boundary conditions of power disparity. However,
other potential moderating factors should be given more attention
in future research, such as the norms of intrateam cooperation
(Greer et al., 2011), should be considered and combined with

the corresponding cultural context to better meet the needs
of management practice (Xie et al., 2020). It is particularly
worthwhile to conduct similar studies in cultural contexts with
lower power distance, so as to more comprehensively reveal the
impact mechanisms of power structures across different cultural
backgrounds. Third, this study distinguished different types of
conflict and confirmed their mediating effects. However, this study
divided conflict only into two dimensions, which cannot fully
reflect the effects of conflict. Some scholars have claimed that
different types of conflict should be distinguished based on a
broader perspective and that the mediating effects of these various
types should be confirmed. They have further noted that certain
types of conflict related to team power, such as status conflict,
can be identified in further detail (Greer et al., 2011). Namely,
status conflict within a team hierarchy has a real and powerful
objective existence (Bendersky and Hays, 2012). Therefore, in
future research, different types of team conflict can be distinguished
in further detail, including the newly proposed types of interest
conflict and behavior conflict (Ma et al., 2017).

Data availability statement

The raw data supporting the conclusions of this article will be
made available by the authors, without undue reservation.

Ethics statement

The studies involving humans were approved by Ethics
Committee of Zhejiang Financial College. The studies were
conducted in accordance with the local legislation and institutional
requirements. The participants provided their written informed
consent to participate in this study. Written informed consent
was obtained from the individual(s) for the publication of any
potentially identifiable images or data included in this article.

Author contributions

SL: Conceptualization, Writing – original draft, Writing –
review & editing. FF: Data curation, Formal analysis, Writing –
review & editing. XZ: Methodology, Software, Supervision, Writing
– review & editing.

Funding

The author(s) declare that no financial support was received for
the research and/or publication of this article.

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be
construed as a potential conflict of interest.

Frontiers in Psychology 09 frontiersin.org

https://doi.org/10.3389/fpsyg.2025.1702275
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org


Luo et al. 10.3389/fpsyg.2025.1702275

Generative AI statement

The author(s) declare that no Gen AI was used in the creation
of this manuscript.

Any alternative text (alt text) provided alongside figures in
this article has been generated by Frontiers with the support of
artificial intelligence and reasonable efforts have been made to
ensure accuracy, including review by the authors wherever possible.
If you identify any issues, please contact us.

Publisher’s note

All claims expressed in this article are solely those
of the authors and do not necessarily represent those of
their affiliated organizations, or those of the publisher,
the editors and the reviewers. Any product that may be
evaluated in this article, or claim that may be made by
its manufacturer, is not guaranteed or endorsed by the
publisher.

References

Alves, M. P., Dimas, I. D., Lourenço, P. R., Rebelo, T., Peñarroja, V., and Gamero, N.
(2023). Can virtuality be protective of team trust? Conflict and effectiveness in hybrid
teams. Behav. Infor. Technol. 42, 851–868. doi: 10.1080/0144929X.2022.2046163

Anderson, C., Ames, D. R., and Gosling, S. D. (2008). Punishing hubris: the
perils of overestimating one’s status in a group. Pers. Soc. Psychol. Bullet. 34, 90–101.
doi: 10.1177/0146167207307489

Anderson, C., Kraus, M. W., Galinsky, A. D., and Keltner, D. (2012). The
local-ladder effect: social status and subjective wellbeing. Psychol. Sci. 23, 764–771.
doi: 10.1177/0956797611434537

Anderson, C., and Willer, R. (2014). “Do status hierarchies benefit groups? A
bounded functionalist account of status,” in The psychology of social status, eds.
J. T. Cheng, J. L. Tracy and C. Anderson (New York, NY: Springer), 47–70.
doi: 10.1007/978-1-4939-0867-7_3

Bendersky, C., and Hays, N. A. (2012). Status conflict in groups. Org. Sci. 23,
323–340. doi: 10.1287/orsc.1110.0734

Brief, A. P., and Smith-Crowe, K. (2016). “Organizations matter,” in The Social.
Psychology of. Good Evil, ed. A. G. Miller (New York, NY: Guilford Press), 390–414.

Bunderson, J. S., Van Der Vegt, G. S., Cantimur, Y., and Rink, F. (2016). Different
views of hierarchy and why they matter: hierarchy as inequality or as cascading
influence. Acad. Manag. J. 59, 1265–1289. doi: 10.5465/amj.2014.0601

Butchibabu, A., Sparano-Huiban, C., Sonenberg, L., and Shah, J. (2016). Implicit
coordination strategies for effective team communication. Hum. Factors 58, 595–610.
doi: 10.1177/0018720816639712

Cheng, Y., and Sandfort, J. (2023). Trust, power, and organizational routines:
exploring government’s intentional tactics to renew relationships with nonprofits
serving historically marginalized communities. Public Admin. Rev. 83, 570–586.
doi: 10.1111/puar.13596

De Wit, F. R., Greer, L. L., and Jehn, K. A. (2012). The paradox of intragroup conflict:
a meta-analysis. J. Appl. Psychol. 97, 360–390. doi: 10.1037/a0024844

Foncubierta-Rodríguez, M. J., Martín-Alcázar, F., and Perea-Vicente, J. L. (2022).
Conflict and performance in research teams: how principal investigator can influence
this relationship. R D Manag. 52, 755–767. doi: 10.1111/radm.12519

Gobel, M. S., and Miyamoto, Y. (2023). Self-and other-orientation in high
rank: a cultural psychological approach to social hierarchy. Pers. Soc. Psychol. Rev.
28:10888683231172252. doi: 10.1177/10888683231172252

Greer, L. L. (2014). “Power in teams: Effects of team power structures on team
conflict and team outcomes,” in Handbook of Conflict Management Research, eds. N.
M. Ashkanasy, O. B. Ayoko and K. A. Jehn (Cheltenham: Edward Elgar Publishing).
doi: 10.4337/9781781006948.00014

Greer, L. L., Caruso, H. M., and Jehn, K. A. (2011). The bigger they are, the harder
they fall: Linking team power, team conflict, and performance. Org. Behav. Hum.
Decision Process. 116, 116–128. doi: 10.1016/j.obhdp.2011.03.005

Greer, L. L., and Chu, C. (2020). Power struggles: when and why the benefits of
power for individuals paradoxically harm groups. Curr. Opin. Psychol. 33, 162–166.
doi: 10.1016/j.copsyc.2019.07.040

Greer, L. L., de Jong, B. A., Schouten, M. E., and Dannals, J. E. (2018). Why and when
hierarchy impacts team effectiveness: A meta-analytic integration. J. Appl. Psychol. 103,
591–613. doi: 10.1037/apl0000291

Greer, L. L., Van Bunderen, L., and Yu, S. (2017). The dysfunctions of power
in teams: a review and emergent conflict perspective. Res. Org. Behav. 37, 103–124.
doi: 10.1016/j.riob.2017.10.005

Greer, L. L., and van Kleef, G. A. (2010). Equality vs differentiation: the
effects of power dispersion on group interaction. J. Appl. Psychol. 95, 1032–1044.
doi: 10.1037/a0020373

Groysberg, B., Polzer, J. T., and Elfenbein, H. A. (2011). Too many cooks spoil the
broth: how high-status individuals decrease group effectiveness. Org. Sci. 22, 722–737.
doi: 10.1287/orsc.1100.0547

Halevy, N., Y., and Chou, E., and, D., Galinsky, A. (2011). A functional model of
hierarchy: why, how, and when vertical differentiation enhances group performance.
Org. Psychol. Rev. 1, 32–52. doi: 10.1177/2041386610380991

Hekkala, R., Stein, M. K., and Sarker, S. (2022). Power and conflict in
inter-organisational information systems development. Infor. Syst. J. 32, 440–468.
doi: 10.1111/isj.12335

Jehn, K. A. (1995). A multimethod examination of the benefits and detriments of
intragroup conflict. Admin. Sci. Q. 40, 256–282. doi: 10.2307/2393638

Jehn, K. A., Greer, L., Levine, S., and Szulanski, G. (2008). The effects of conflict
types, dimensions, and emergent states on group outcomes. Group Decis. Negot. 17,
465–495. doi: 10.1007/s10726-008-9107-0

Ji, H., Xie, X. Y., Xiao, Y. P., Gan, X. L., and Feng, W. (2019). Does power
hierarchy benefit or hurt team performance? The roles of hierarchical consistency
and power struggle. Acta Psychologica Sinica 51, 366–382. doi: 10.3724/SP.J.1041.2019.
00366

Jia, J., Gan, X., Liu, K., and Le, Y. (2024). Understanding the relationship
between task conflict and construction project performance: uncertainty management
perspective. J. Civil Eng. Manag. 30, 536–550. doi: 10.3846/jcem.2024.21637

Keltner, D., Van Kleef, G. A., Chen, S., and Kraus, M. W. (2008). A reciprocal
influence model of social power: emerging principles and lines of inquiry. Adv. Exp.
Soc. Psychol. 40, 151–192. doi: 10.1016/S0065-2601(07)00003-2

Koopmann, J., Lanaj, K., Wang, M., Zhou, L., and Shi, J. (2016). Nonlinear
effects of team tenure on team psychological safety climate and climate strength:
implications for average team member performance. J. Appl. Psychol. 101, 940–957.
doi: 10.1037/apl0000097

Korman, J. V., Van Quaquebeke, N., and Tröster, C. (2022). Managers are less
burned-out at the top: the roles of sense of power and self-efficacy at different hierarchy
levels. J. Business Psychol.37, 1–21. doi: 10.1007/s10869-021-09733-8

Lam, W., Chen, Z., Wu, W., and Lee, C. (2023). Transmitting affective job insecurity
(AJI) within teams: layoff effects of AJI convergence on intrateam power struggles and
team outcomes. J. Org. Behav. 44, 1078–1093. doi: 10.1002/job.2726

Lammers, J., Galinsky, A. D., Gordijn, E. H., and Otten, S. (2008). Illegitimacy
moderates the effects of power on approach. Psychol. Sci. 19, 558–564.
doi: 10.1111/j.1467-9280.2008.02123.x

Lepine, J. A., Piccolo, R. F., Jackson, C. L., Mathieu, J. E., and Saul, J.
R. (2008). A meta-analysis of teamwork processes: tests of a multidimensional
model and relationships with team effectiveness criteria. Pers. Psychol. 61, 273–307.
doi: 10.1111/j.1744-6570.2008.00114.x

Ling, J., and Luo, S. (2024). The negative mechanism of power disparity on team
conflict. Curr. Psychol. 1–10. doi: 10.1007/s12144-024-05713-2

Luo, S., and Tong, D. Y. K. (2024). Centralization or decentralization?
Power allocation in team innovation management. PLoS One 19:e0310719.
doi: 10.1371/journal.pone.0310719

Ma, L., Yang, B., Wang, X., and Li, Y. (2017). On the dimensionality of intragroup
conflict: an exploratory study of conflict and its relationship with group innovation
performance. Int. J. Conflict Manag. 28, 538–562. doi: 10.1108/IJCMA-07-201
6-0061

Magee, J. C., and Galinsky, A. D. (2008). social hierarchy: the self-reinforcing nature
of power and status. Acad. Manag. Ann. 2, 351–398. doi: 10.5465/19416520802211628

Magee, J. C., and Smith, P. K. (2013). The social distance theory of power. Pers. Soc.
Psychol. Rev. 17, 158–186. doi: 10.1177/1088868312472732

Frontiers in Psychology 10 frontiersin.org

https://doi.org/10.3389/fpsyg.2025.1702275
https://doi.org/10.1080/0144929X.2022.2046163
https://doi.org/10.1177/0146167207307489
https://doi.org/10.1177/0956797611434537
https://doi.org/10.1007/978-1-4939-0867-7_3
https://doi.org/10.1287/orsc.1110.0734
https://doi.org/10.5465/amj.2014.0601
https://doi.org/10.1177/0018720816639712
https://doi.org/10.1111/puar.13596
https://doi.org/10.1037/a0024844
https://doi.org/10.1111/radm.12519
https://doi.org/10.1177/10888683231172252
https://doi.org/10.4337/9781781006948.00014
https://doi.org/10.1016/j.obhdp.2011.03.005
https://doi.org/10.1016/j.copsyc.2019.07.040
https://doi.org/10.1037/apl0000291
https://doi.org/10.1016/j.riob.2017.10.005
https://doi.org/10.1037/a0020373
https://doi.org/10.1287/orsc.1100.0547
https://doi.org/10.1177/2041386610380991
https://doi.org/10.1111/isj.12335
https://doi.org/10.2307/2393638
https://doi.org/10.1007/s10726-008-9107-0
https://doi.org/10.3724/SP.J.1041.2019.00366
https://doi.org/10.3846/jcem.2024.21637
https://doi.org/10.1016/S0065-2601(07)00003-2
https://doi.org/10.1037/apl0000097
https://doi.org/10.1007/s10869-021-09733-8
https://doi.org/10.1002/job.2726
https://doi.org/10.1111/j.1467-9280.2008.02123.x
https://doi.org/10.1111/j.1744-6570.2008.00114.x
https://doi.org/10.1007/s12144-024-05713-2
https://doi.org/10.1371/journal.pone.0310719
https://doi.org/10.1108/IJCMA-07-2016-0061
https://doi.org/10.5465/19416520802211628
https://doi.org/10.1177/1088868312472732
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org


Luo et al. 10.3389/fpsyg.2025.1702275

Martorana, P. V., Galinsky, A. D., and Rao, H. (2005). From system justification
to system condemnation: Antecedents of attempts to change power hierarchies. Res.
Manag. Groups Teams. 7, 285–315. doi: 10.1016/S1534-0856(05)07012-X

Owens, D. A., and Sutton, R. I. (2014). “Status contests in meetings: Negotiating
the informal order,” in Groups at Work, ed. M. E. Turner (Psychology Press), 313–330.
doi: 10.4324/9781315805986-19

Polzer, J. T., Milton, L. P., and Swarm Jr, W. B. (2002). Capitalizing on
diversity: interpersonal congruence in small work groups. Admin. Sci. Q. 47, 296–324.
doi: 10.2307/3094807

Rabenu, E. (2021). Twenty-First Century Workplace Challenges: Perspectives and
Implications for Relationships in New Era Organizations. London: Bloomsbury
Publishing PLC. doi: 10.5040/9781978739154

Ronay, R., Greenaway, K., Anicich, E. M., and Galinsky, A. D. (2012). The path
to glory is paved with hierarchy: when hierarchical differentiation increases group
effectiveness. Psychol. Sci. 23, 669–677. doi: 10.1177/0956797611433876

Simons, T. L., and Peterson, R. S. (2000). Task conflict and relationship conflict
in top management teams: the pivotal role of intragroup trust. J. Appl. Psychol. 85,
102–111. doi: 10.1037/0021-9010.85.1.102

Sinha, R., Chiu, C. Y., and Srinivas, S. B. (2021). Shared leadership and relationship
conflict in teams: the moderating role of team power base diversity. J. Org. Behav. 42,
649–667. doi: 10.1002/job.2515

Smith, H. J., Pettigrew, T. F., Pippin, G. M., and Bialosiewicz, S. (2012). Relative
deprivation: a theoretical and meta-analytic review. Pers. Soc. Psychol. Rev. 16, 203–232.
doi: 10.1177/1088868311430825

Tarakci, M., Greer, L. L., and Groenen, P. J. (2016). When does power disparity
help or hurt group performance?. J. Appl. Psychol. 101, 415–429. doi: 10.1037/apl00
00056

Tjosvold, D., Law, K. S., and Sun, H. (2006). Effectiveness of Chinese teams: the role
of conflict types and conflict management approaches. Manag. Org. Rev. 2, 231–252.
doi: 10.1111/j.1740-8784.2006.00040.x

Xie, J. P., Jiang, M. T., and Wang, Y. Y. (2020). Power disparity in
teams: Concepts, mechanism and future direction. J. Business Econ. 334, 47–55.
doi: 10.14134/j.cnki.cn33-1336/f.2020.06.004

Yu, S., and Greer, L. L. (2023). The role of resources in the success
or failure of diverse teams: resource scarcity activates negative performance-
detracting resource dynamics in social category diverse teams. Org. Sci. 34, 24–50.
doi: 10.1287/orsc.2021.1560

Zhao, C., Tang, C. Y., Zhao, Y. S., and Niu, C. H. (2019). Task conflict and talent
aggregation effect in scientific teams: the moderating effects of participative leadership.
Sci. Manag. Res. 37, 56–60. doi: 10.19445/j.cnki.15-1103/g3.2019. 05.010

Zheng, J., Du, J., Wang, B., Klemeš, J. J., Liao, Q., and Liang, Y. (2023). A hybrid
framework for forecasting power generation of multiple renewable energy sources.
Renew. Sustain. Energy Rev. 172:113046. doi: 10.1016/j.rser.2022.113046

Zhu, Y., Xie, J., Jin, Y., and Shi, J. (2019). Power disparity and team conflict:
the roles of procedural justice and legitimacy. Acta Psychologica Sinica 51, 829–840.
doi: 10.3724/SP.J.1041.2019.00829

Zverling, E. (2019). The Power to Care: Effects of Power Intimate Relationship. New
York, NY: Nova Science Publishers.

Frontiers in Psychology 11 frontiersin.org

https://doi.org/10.3389/fpsyg.2025.1702275
https://doi.org/10.1016/S1534-0856(05)07012-X
https://doi.org/10.4324/9781315805986-19
https://doi.org/10.2307/3094807
https://doi.org/10.5040/9781978739154
https://doi.org/10.1177/0956797611433876
https://doi.org/10.1037/0021-9010.85.1.102
https://doi.org/10.1002/job.2515
https://doi.org/10.1177/1088868311430825
https://doi.org/10.1037/apl0000056
https://doi.org/10.1111/j.1740-8784.2006.00040.x
https://doi.org/10.14134/j.cnki.cn33-1336/f.2020.06.004
https://doi.org/10.1287/orsc.2021.1560
https://doi.org/10.19445/j.cnki.15-1103/g3.2019. 05.010
https://doi.org/10.1016/j.rser.2022.113046
https://doi.org/10.3724/SP.J.1041.2019.00829
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org

	Why and how power disparity harm team performance
	1 Introduction
	2 Theoretical analysis
	2.1 The mediating role of team conflict
	2.2 The moderating role of power congruence

	3 Method
	3.1 Participants and procedure
	3.2 Measurements
	3.2.1 Power disparity
	3.2.2 Relationship conflict
	3.2.3 Task conflict
	3.2.4 Power congruence
	3.2.5 Team performance


	4 Results
	4.1 Data aggregation
	4.2 Confirmatory factor analysis
	4.3 Descriptive statistics and correlation analysis
	4.4 Hypothesis testing
	4.4.1 The mediating role of relationship conflict
	4.4.2 The mediating role of task conflict
	4.4.3 The moderating role of power congruence
	4.4.4 The moderated mediation effect


	5 Discussion and implications
	5.1 Discussion
	5.2 Theoretical implications
	5.3 Practical implications
	5.4 Limitations and future directions

	Data availability statement
	Ethics statement
	Author contributions
	Funding
	Conflict of interest
	Generative AI statement
	Publisher's note
	References


	Button1: 
	Button2: 
	Button3: 


