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Assessing the Mediating Effect of Team-Member Exchange on
the Relationship between Transformational Leadership and
Performance of People with Disabilities: A Study of
Hong Kong Employers of People with Disabilities
Anthony Tak Kin Wong

SBS Swiss Business School, 8302 Kloten, Switzerland; a.wong@research.sbs.edu

Abstract: Purpose—This study aims to examine the links between transformational leadership, team-
member exchange and job performance of people with disabilities in Hong Kong. Design/methodology/
approach—Data were collected from a sample of 108 direct supervisors of people with disabilities via
an online survey with validated scales. The structural equation modelling approach via SmartPLS
(Version 3.0) was used to investigate the linear relations and the mediated effect amongst the variables.
Findings—Transformational leadership was positively related to team-member exchange (p = 0.013),
but its link with job performance was insignificant (p ≥ 0.05). Team-member exchange was positively
related to job performance (p = 0.000). Hence, team-member exchange fully mediated the relationship
between leaders’ transformational leadership and the job performance of people with disabilities.
Originality/value—Transformational leadership is favorable for the job performance of people with
disabilities, but its influence is indirect. High level of team-member exchange quality is necessary, as
team-member exchange fully mediates the relationship between transformational leadership and
the job performance of people with disabilities. Managers should demonstrate transformational
leadership to all employees and not only pay attention to people with disabilities. This insight helps
drive workplace disability inclusion.

Keywords: disability inclusion; people with disabilities; leadership; team-member exchange; performance;
labor shortage

1. Introduction

Hong Kong has one of the worst labor shortage problems globally. Close to 90 percent
of Hong Kong employers indicated that labor shortage negatively affected their business [1].
People with disabilities (hereafter called “PWDs”) can form a rich source of labor [2]. They
are defined by the HKSAR Government [3] as people who have at least one of the following
disabilities: (i) restriction in body movement, (ii) seeing difficulty, (iii) hearing difficulty,
(iv) speech difficulty, (v) mental illness or mood disorder, (vi) autism, (vii) specific learning
difficulties, (viii) attention deficit or hyperactivity disorder, and (ix) intellectual disability.
However, many PWDs remain unemployed persistently [4]. Only 17 percent of Hong Kong
employers were interested in employing PWDs [5]. More than a quarter of Hong Kong
employees were not willing to work with PWDs [6].

The key to successful PWD employment is an inclusive environment [7]. A right lead-
ership style is a prerequisite to a truly inclusive workplace where employees can develop
adaptive behaviors, appropriate attitude [8], and awareness of individual differences to
help the organization meet employees’ intricate needs [9]. Transformational leadership
(hereafter called “TFL”) is a leadership style that has dominated the Western leadership
theory [10] (pp. 241–256). Its positive impact on favorable employee and organizational
outcomes has been confirmed by many leadership authors [11]. It is often found to be
positively related to employee performance [12–15].
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Another major barrier is employees’ attitude toward PWD employment [16]. Team-
member exchange quality (hereafter called “TMX”) measures the perceived quality of the
reciprocity amongst team members in contributing information, ideas, feedback, help and
assistance to each other [17]. It is a strong mediator between leader–member exchange
and team performance [18]. A supportive work environment is a prerequisite for PWDs to
maintain their jobs in an open market [19]. TFL facilitates employees to help each other [20]
whilst TMX is positively related to helping behavior [21]. Besides, TFL was found to be
directly related to PWDs’ job performance (hereafter called “JP”) [22].

However, there are cross-cultural variations in the effects of TFL [23,24] and TMX [25].
After a long colonial period, Hong Kong has developed a unique hybrid of Confucian and
Western cultures [26], but there is a scarcity in research examining the influences of TFL
and TMX on the performance of PWDs in Hong Kong [27]. Therefore, the current study
aims to address this unfilled research gap and answer the following research questions:

1. How does direct supervisors’ transformational leadership influence the job perfor-
mance of people with disabilities?

2. How does team-member exchange quality influence the job performance of people
with disabilities?

3. How does team-member exchange quality influence the relationship between trans-
formational leadership and job performance?

PWD employment can ease the severe labor shortage problem in Hong Kong, but
employers worry about PWDs’ performance. TFL has an impact on employee perfor-
mance [11,20]. TMX also predicts performance [17,28]. However, TFL sometimes only has
indirect influences on employee performance [29], whilst TMX sometimes mediates the
relationships between leadership and individual outcomes [18,30]. Hence, the current study
aims to examine how TFL and TMX influence PWDs’ JP to help Hong Kong employers,
managers and employees understand how to support PWDs in the workplace.

2. Literature Review
2.1. Transformational Leadership

Transformational leadership (TFL), transactional leadership, and laissez-faire leader-
ship are the three leadership styles in the full-range leadership model [31]. The positive
impact of TFL is widely observed, though sometimes its positive impact is indirect and
depends on certain mediators [29]. Idealized influence (or charisma), inspirational moti-
vation, intellectual stimulation, and individualized consideration are the four dimensions
under TFL [32].

Transformational leaders are role models [33] who use their idealized influence to
facilitate employees’ identification with their organization [24] and transform employees’
personal values, beliefs, and attitudes [29]. Inspirational motivation helps managers create
an emotional climate for employees to support coworkers [34] and positively influences
employees’ collective social values and identity [35]. Intellectual stimulation facilitates em-
ployees to feel the obligation to work for the group and help each other [20]. Individualized
consideration helps leaders build trust with their followers [36].

2.2. Team-Member Exchange

Seers [28] studied the lateral social exchange work relationships and the social interac-
tions amongst employees to examine the impact of team-member exchange quality (TMX).
TMX has a positive impact on coworker support and helping behavior [37]. With a high
level of TMX, team members are more trusting and committed to each other [38]. TMX also
mediates between leadership and employee performance [18].

Meeting, exchange, and cohesion are the three dimensions of TMX [28]. Meeting
effectiveness is crucial to organizational success. The exchange dimension is associated
with employees’ two-way reciprocal behaviors to share feelings and offer ideas, opinions,
assistances, and recognitions. Effective cooperation, positive interdependence, commitment,
and group identity are grouped under the dimension of cohesion. TMX facilitates team
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members to appreciate, recognize, encourage, respect, and trust each other and is positively
related to employees’ performance [18,39] and organizational identification [40].

2.3. Job Performance

Employee performance is crucial to organizational success [41]. It is an important
factor in predicting employees’ job-related outcomes and values that employees gener-
ate for the organization [42]. It has direct implications on organizational effectiveness,
performance [43], and business outcomes [44]. Employees are expected to complete the
tasks assigned to them, so their JP should measure the accomplishment of assigned tasks
and their contribution to the desirable organizational outcomes according to the organiza-
tional standards [45]. Manager’s assessment on employees’ fulfilment of responsibilities
according to the job descriptions is commonly used to measure JP [46].

2.4. Transformational Leadership and Team-Member Exchange

Wikaningrum [47] found a positive correlation between leader and followers’ exchange
quality and the relationship amongst followers. TFL fosters positive relationships amongst
followers [48] and has a positive impact on employees’ knowledge sharing, team learning
and helping behavior [49]. Therefore, a positive relationship is expected between TFL
and TMX.

H1. TFL is positively related to TMX.

2.5. Transformational Leadership and Job Performance

TFL positively influences employee performance [15,50,51]. It has a positive impact
on employees’ JP [52]. Therefore, a positive relationship is expected between TFL and
PWDs’ JP.

H2. TFL is positively related to JP.

2.6. Team-Member Exchange and Job Performance

TMX has a positive relationship with JP [39]. Employees with high-quality relation-
ships with coworkers are more likely to go beyond their formal responsibilities and offer
help to coworkers [53]. Hence, a positive relationship is expected between TMX and
PWDs’ JP.

H3. TMX is positively related to JP.

2.7. Team-Member Exchange as Mediator

TMX is a strong mediator between leader–member exchange and performance [18]. It
often mediates the links between leadership and employee outcomes [30]. Therefore, TMX
is expected to mediate the relationship between TFL and PWDs’ JP.

H4. TMX mediates the relationship between TFL and JP (see Figure 1).



Merits 2024, 4 214
Merits 2024, 4, FOR PEER REVIEW 4 
 

 
Figure 1. Theoretical model. 

3. Methods 
To address the research questions, a quantitative and confirmatory approach was 

adopted to test the hypotheses with data collected through a survey. To understand how 
a mediator (TMX in the current study) affects the influence of an independent variable 
(TFL) on a dependent variable (JP), a mediation analysis was conducted to determine if 
the relationship between two variables is partially, fully, or not mediated by the mediator 
[54]. The structural equation modelling tool (hereafter called “SEM”) was used to analyze 
the structural relationships. 

3.1. Data Collection 
Ethical approval was obtained from SBS Swiss Business School. A cross-sectional sur-

vey questionnaire was used to collect direct supervisors’ assessments on their own TFL, 
the TMX of their team, and PWDs’ JP. Some demographic data were also collected through 
the questionnaire. Siddiqui [55] advised that at least 100 cases are needed for the SEM 
analysis. Purposive sampling was adopted to confine to a specific group of research sub-
jects who were directly supervising PWDs at the time of data collection, since direct su-
pervisors of PWDs are believed to be most advantageously placed to provide data regard-
ing PWD employment. However, as all data came from direct supervisors, the survey re-
sults are open to common-sourced–common-method bias. 

Five preventive remedies were adopted. Firstly, anonymity and confidentiality were 
guaranteed. Secondly, the questionnaire was bilingual with both English and Chinese 
wordings shown to respondents at the same time to facilitate their understanding of the 
survey questions. Thirdly, a pilot run was conducted to confirm that the wordings were 
straightforward and easy to understand. Fourthly, shortened versions of the scales were 
adopted to retain respondents’ attention. Lastly, the online questionnaire was divided into 
five separate pages. Respondents were not able to return to the previous pages upon com-
pletion of each page. The spatial and time separations of the sections reduced respond-
ents’ desire for consistency. 

Two non-government organizations (hereafter called “NGOs”) assisted in inviting 
PWDs’ direct supervisors to respond to the online survey. The first NGO was Hong Kong 
Council of Social Service that represents close to 500 other NGOs in Hong Kong. The sec-
ond NGO was the SENsational Foundation which provides awareness and onboarding 
workshops to PWDs’ employers. The survey questionnaire was sent to 283 employers of 
PWDs. A total of 111 responses were collected between February and April 2020, amongst 
which 108 were valid responses, leading to a response rate of 38.2 percent. The three in-
valid responses were provided by direct supervisors who only had prior experience in 

Figure 1. Theoretical model.

3. Methods

To address the research questions, a quantitative and confirmatory approach was
adopted to test the hypotheses with data collected through a survey. To understand how
a mediator (TMX in the current study) affects the influence of an independent variable
(TFL) on a dependent variable (JP), a mediation analysis was conducted to determine if the
relationship between two variables is partially, fully, or not mediated by the mediator [54].
The structural equation modelling tool (hereafter called “SEM”) was used to analyze the
structural relationships.

3.1. Data Collection

Ethical approval was obtained from SBS Swiss Business School. A cross-sectional
survey questionnaire was used to collect direct supervisors’ assessments on their own TFL,
the TMX of their team, and PWDs’ JP. Some demographic data were also collected through
the questionnaire. Siddiqui [55] advised that at least 100 cases are needed for the SEM
analysis. Purposive sampling was adopted to confine to a specific group of research subjects
who were directly supervising PWDs at the time of data collection, since direct supervisors
of PWDs are believed to be most advantageously placed to provide data regarding PWD
employment. However, as all data came from direct supervisors, the survey results are
open to common-sourced–common-method bias.

Five preventive remedies were adopted. Firstly, anonymity and confidentiality were
guaranteed. Secondly, the questionnaire was bilingual with both English and Chinese
wordings shown to respondents at the same time to facilitate their understanding of the
survey questions. Thirdly, a pilot run was conducted to confirm that the wordings were
straightforward and easy to understand. Fourthly, shortened versions of the scales were
adopted to retain respondents’ attention. Lastly, the online questionnaire was divided
into five separate pages. Respondents were not able to return to the previous pages
upon completion of each page. The spatial and time separations of the sections reduced
respondents’ desire for consistency.

Two non-government organizations (hereafter called “NGOs”) assisted in inviting
PWDs’ direct supervisors to respond to the online survey. The first NGO was Hong Kong
Council of Social Service that represents close to 500 other NGOs in Hong Kong. The
second NGO was the SENsational Foundation which provides awareness and onboarding
workshops to PWDs’ employers. The survey questionnaire was sent to 283 employers of
PWDs. A total of 111 responses were collected between February and April 2020, amongst
which 108 were valid responses, leading to a response rate of 38.2 percent. The three
invalid responses were provided by direct supervisors who only had prior experience in
supervising PWDs, but at the time of data collection, they no longer supervised any PWDs.
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The structured questionnaire contained an introduction on the research background,
anonymity and confidentiality, and an instruction for completing the questionnaire. It
was bilingual with the two mostly used languages in Hong Kong, namely English and
Traditional Chinese. The English version contained questions adapted from validated scales,
which was then translated into Traditional Chinese by a PhD candidate in Translation from
the Hong Kong Baptist University. A 7-point Likert scale was used as it is suitable for
electronic distribution [56] and produces stronger correlations [57]. Respondents provided
ratings, from 1—strongly disagree to 7—strongly agree, on five questions derived from the
Multifactor Leadership Questionnaire developed by Bass [58], eight questions adapted from
the TMX scale developed by Seers et al. [17], and five items from the JP scale developed by
Williams and Anderson [59].

3.2. Sample

There was a slight gender imbalance in the sample. Most respondents were university
graduates or above (78.70 percent). Most were from the age groups of 31–40 (33.33 per-
cent) and 41–50 (37.96 percent). Three quarters of the respondents were working at the
managerial level or above. Most respondents came from small organizations with less
than 50 employees (37.04 percent) or large organizations with 300 or more employees
(35.19 percent). The largest numbers of PWD subordinates had mental illness or mood dis-
order (35.19 percent), restriction in body movement or intellectual disability (32.41 percent
each). The demographic profiles of the survey respondents and their PWD subordinates
are shown in Table 1; Table 2, respectively.

Table 1. Demographic profiles of survey respondents.

Frequency Percentage

Gender:

Female 62 57.41%

Male 46 42.59%

Highest educational level:

Secondary school or lower 13 12.04%

Diploma, higher diploma, or associate degree 10 9.26%

Bachelor’s degree 28 25.93%

Master’s degree 54 50.00%

Doctoral degree or higher 3 2.78%

Age:

20 and below 0 0%

21–30 8 7.41%

31–40 36 33.33%

41–50 41 37.96%

51–60 20 18.52%

61 and above 3 2.78%

Current position:

Administrator or Staff 18 16.67%

Assistant Manager 9 8.33%

Senior Manager or Manager 41 37.96%

Chief Executive Officer (CEO), Senior Executive
(CXO), General Manager, Vice President,

Director, Head of Department or equivalent
40 37.04%
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Table 1. Cont.

Frequency Percentage

Organizational size:

Less than 50 employees 40 37.04%

50–99 employees 11 10.19%

100–299 employees 19 17.59%

300 employees or more 38 35.19%

Table 2. Profiles of survey respondents’ PWD subordinates.

Frequency Percentage

Conditions of PWD subordinates (each PWD may have more than one condition):

Restriction in body movement 35 32.41%

Seeing difficulty 16 14.81%

Hearing difficulty 26 24.07%

Speech difficulty 16 14.81%

Mental illness or mood disorder 38 35.19%

Autism 32 29.63%

Specific learning difficulties 12 11.11%

Attention deficit or hyperactivity
disorder 16 14.81%

Intellectual disability 35 32.41%

4. Results

SEM partial least squares (hereafter called “PLS-SEM”) was used to investigate the
causal relationships between the latent constructs in the theoretical model. PLS-SEM is
usually used when there is a smaller sample size of around 100, which may not be normally
distributed [60]. Survey data were first downloaded from the online survey platform to a
Microsoft Excel file, which was then processed by SmartPLS (Version 3.0) to examine the
relationships between TFL, TMX and JP, and investigate the mediating effect of TMX. A
significance level of 5 percent (α < 0.05) was adopted in the current study. There are two
major steps in PLS-SEM. The first step is the reflective measurement model to verify the
internal consistency and the convergent and discriminant validity of the measurement.
The second step aims to assess the collinearity, the path coefficients, and the coefficient of
determination in the modelling structure [61].

4.1. Measurement Model

The reflective measurement model examines the reliability and validity of the latent
constructs in a theoretical framework through assessing the composite reliability for inter-
nal consistency, the convergent validity by checking the indicator reliability, the average
variance extracted (hereafter called “AVE”) and the discriminant validity through the
Fornell–Larcker criterion and the cross-loadings [61]. As the model size increases, the
sample size needs to be larger [62]. Shortened versions of well-established scales can be
developed by removing scale items with a low factor loading. A minimum of three scale
items per factor can yield reliable convergent solutions in confirmatory factor analysis [63].
Certain scale items may be problematic and should be deleted, so including an additional
item to make it at least four scale items per factor wherever practical is prudent [64]. In the
current study, three scale items with an outer loading value of less than 0.7 were dropped
to ensure statistical significance [65].
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After eliminating the three scale items, the Cronbach’s alpha values of TFL, TMX and
JP were higher than 0.7, so the statistical reliability was confirmed. All constructs had
a rho_A value higher than 0.7 [66], a composite reliability (hereafter called “CR”) value
higher than 0.7, and an AVE value above 0.5; the internal reliability and convergent validity
were confirmed [61]. The square roots of AVE of all latent variables were higher than
their correlations with the other constructs [67]. All items had a cross-loading value above
the threshold of 0.5 [68]. All heterotrait–monotrait ratio of correlation (hereafter called
“HTMT”) values were below 0.9 [69]. The discriminant validity was confirmed. See Table 3
for the Cronbach’s alpha, CR, and AVE of the latent constructs, Table 4 for the square roots
of AVE, Table 5 for the cross-loading analysis, and Table 6 for the HTMT values.

Table 3. Internal reliability and convergent validity.

Cronbach’s
Alpha rho_A Composite

Reliability (CR)
Average Variance
Extracted (AVE)

JP 0.897 0.906 0.928 0.764

TFL 0.773 0.811 0.845 0.523

TMX 0.808 0.811 0.862 0.510

Table 4. Construct correlations—square roots of AVE.

Square Roots of AVE JP TFL TMX

JP 0.874

TFL 0.195 0.723

TMX 0.475 0.295 0.714

Table 5. Cross-loading analysis.

JP TFL TMX

JP1 0.859

JP2 0.833

JP3 0.902

JP4 0.900

TFL1 0.704

TFL2 0.832

TFL3 0.604

TFL4 0.724

TFL5 0.735

TMX1 0.678

TMX3 0.701

TMX4 0.764

TMX6 0.711

TMX7 0.685

TMX8 0.741
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Table 6. HTMT values.

JP TFL TMX

JP

TFL 0.219

TMX 0.540 0.360

4.2. Structural Model

In the second stage, the structural model was tested to evaluate the statistical signifi-
cance of the relationships between the constructs. The SEM analysis was used to confirm
the predictive ability of the theoretical model. The reliability of the results from inferential
statistics is affected by the inter-correlation between predictors as independent variables
in a theoretical model. This phenomenon is called collinearity, which is a common issue
in inferential statistics [70] (pp. 68–89). To confirm that the independent variables are not
significantly correlated, the severity of collinearity is examined through measuring the vari-
ance inflation factor (hereafter called “VIF”), which, according to Hair, Sarstedt et al. [61],
should have a value below 5.0 to confirm the reliability of a construct. Table 7 shows that
all VIF values were below 5.0, which confirmed that there was no issue in the collinearity
of all constructs.

Table 7. VIF values.

VIF JP TFL TMX

JP

TFL 1.095 1

TMX 1.095

The path coefficient, between 0 and 1, was then calculated to measure the strength
of the relationship between two variables and examine the causal link between them. A
positive value means a positive relationship, whilst a negative value means an inverse
relationship between two variables. As the data being examined may not be normally
distributed, a non-parametric bootstrapping for up to 5000 times was conducted to ensure
that the result of the statistical analysis is significant [61]. As shown in Table 8, the path
coefficient between TFL and JP was 0.060, showing a weak positive correlation. The p-value
of 0.615 meant that the positive relationship was not significant. In the relationship between
TFL and TMX, a path coefficient of 0.295 showed a statistically significant and positive
relationship between the two variables (p < 0.05). Between TMX and JP, a path coefficient
of 0.457 also showed a statistically significant and positive relationship between the two
variables (p < 0.05).

Table 8. Path coefficients and statistical significance.

Path
Coefficient

Sample
Mean

Standard
Deviation T Statistics p-Values

TFL → JP 0.060 0.069 0.119 0.503 0.615

TFL → TMX 0.295 0.334 0.118 2.496 0.013

TMX → JP 0.457 0.457 0.123 3.712 0.000

In measuring the predictive accuracy of the structural models, the coefficient of de-
termination (hereafter called “R2”) was calculated. The R2 values of the latent variables
are shown in Table 9. The R2 values showed the predictive accuracy, or the proportion of
variance in the dependent variables, TMX and JP, that TFL as the independent variable
accounted for.
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Table 9. Coefficients of determination.

TFL as Independent Variable R Square R Square Adjusted

JP 0.229 0.214

TMX 0.087 0.078

In Figure 2, the relationships between the latent variables are depicted. A solid line
between two latent variables means that there exists a significant relationship (where
p < 0.05), whilst a dotted line indicates an insignificant relationship (where p ≥ 0.05). The
number on the line between two latent variables shows the respective path coefficient value,
indicating the strength of the relationship. The number on a dependent variable shows the
R2 value. The numbers on the lines connecting between a latent variable and its scale items
are the outer loading values of the scale items.
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4.3. Hypothesis Testing

As shown in Table 8 and Figure 2, the path coefficient value for the relationship
between TFL and TMX was 0.295 (where p < 0.05), indicating that TFL was positively
related to TMX with statistical significance. The path coefficient value for the relationship
between TFL and JP was 0.060 (where p ≥ 0.05), indicating that the positive relationship
between TFL and JP was not statistically significant. The path coefficient value for the
relationship between TMX and JP was 0.457 (where p < 0.05), indicating that TMX was
positively related to JP with statistical significance.

Mediation analysis determines whether a dependent variable is influenced by an
independent variable directly or indirectly to determine if a mediating factor exists in a
structural model. It also evaluates the strength of a mediation and determines whether
a mediation is full or partial [71]. In the current study, the direct relationship between
TFL and JP was insignificant, but significant and positive relationships between TFL and
TMX and between TMX and JP were found. Therefore, the mediation effect of TMX was
confirmed. The positive relationship between TFL and JP was fully mediated by TMX.
Table 10 shows the hypothesis testing results.

Table 10. Results of hypothesis testing.

No. Hypothesis Result

H1 TFL is positively related to TMX Accepted

H2 TFL is positively related to JP Rejected

H3 TMX is positively related to JP Accepted

H4 TMX mediates the relationship between TFL and JP Accepted
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5. Discussion and Conclusions

PWD employment can be a solution to the severe labor shortage problem in Hong
Kong. The current study aims to examine the relationships between leadership style,
horizontal social exchange between team members, and PWDs’ job performance to produce
empirical evidence on how leadership style and the horizontal social exchange quality
influence PWDs’ performance.

5.1. Theoretical Implications

The current study addresses the scarcity of research on the relationships between
organizational behaviors and PWD employment. TFL is often found to have a direct link
with employee performance [15]. Contrary to prior research, the current study did not find
any direct relationship between TFL and JP. On the other hand, prior research suggested
that the impact of TFL on certain favorable employee outcomes may be mediated by a
mediating factor [29]. The current study reconfirmed that the relationship between TFL
and JP was fully mediated by TMX.

5.2. Practical Implications

Parr et al. [72] argued that amongst the four TFL dimensions, individualized consider-
ation has the strongest positive impact on PWDs’ performance. Leaders tend to pay more
attention to PWDs in their team. However, other employees may think leaders’ special
attention is unfair [73]. They may even feel that their self-interest is affected [74]. A truly
inclusive workplace requires employees’ adaptive behaviors toward PWDs [8]. Transforma-
tional leaders’ idealized influence and role modelling can transform employees’ personal
values, beliefs, and attitudes [29], and influence them to provide support to PWDs [33].
Furthermore, inspirational motivation enhances a team’s inclusiveness [75] and positive
diversity attitudes [76]. In conclusion, TFL is a favorable factor for PWD employment,
but it does not have a direct link with PWDs’ performance. It drives TMX, which in turn
supports PWDs’ performance. Leaders should adopt TFL as their leadership style, but
they should demonstrate TFL behaviors toward all employees and not only pay attention
to PWDs.

Employers are recommended to provide transformational leadership training to PWDs’
supervisors. They should also communicate the purpose of creating an inclusive workplace
to employees and organize sensitizing training and team-building activities for PWDs’
coworkers to improve the team-member exchange quality of the team.

5.3. Limitations and Future Studies

Employee performance is best examined via longitudinal research [77]. However, the
current research was a cross-sectional study due to the rarity of PWD employment cases
and the difficulties in inviting employers to provide input more than once. Furthermore,
employees’ true contributions can only be imperfectly evaluated [78]. Subjective perfor-
mance evaluations by direct supervisors of PWDs may contain inconsistencies due to the
contextual dissimilarity [79].

Transactional leaders use their bureaucratic powers to influence whilst transforma-
tional leaders use their charismas to lead [80]. TFL augments transactional leadership [81].
Both TFL and transaction leadership have positive relationships with favorable employee
outcomes [82]. Furthermore, authentic leadership is a strong driver of inclusion [83]. It
is positively related to PWDs’ performance [84] (pp. 281–302) and has more concrete and
individualized approaches that may be more suitable for PWDs [72]. Future studies on
the impact of transactional leadership and authentic leadership on PWD employment
are recommended.
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