CHAPTER 2

LITERATURE REVIEW

2.1 INTRODUCTION
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As a systematic literature review, this part will reviewwlaborate on the

available literature about UAE from several aspects namelyibac ounil of the country,

its economy and the public sector. Furthermore, it w ntain lika\nVreView on
@

intellectual capital, transformational leadership organizational 'Hi\ ion.

Morover, this part will shed the light on the relevant theories especiall&heories of

U ._.\ n T '
resource dependence theory (RDT) and resource based view (RBQ. Besides this,

r N

empirical studies reviews will also be illustra‘tﬁd. In addition, this part will explain and

discuss the basic concept of how to form a conceptual framework and discuss the
o 7

A O
conceptual framework based on some aspects of these theories/models and empirical

'O U N B
studies. The key determinants in the conceptual framework that are expected to

ol

influence organizational innovation in UAE will be proposed and discussed.

:J : y
Furthermore, the main hypotheses of tl}js study v_x:'ill be stated in this part of the study.
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& "IV)f 3
A@ United Arab Emire@fUAE), an independent country since 1971 consists

0 \n Emirates. Each Emirate has its Ruler who is usually the head of the most

G erful tribe. Substantial oil exports that began in the 1970s have conveyed

extraordinary returns and continue to be the driver of growth. Nevertheless, due to the

limited skills and work experience of the local population, migrant labour forces have
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played a fundamental role in the country’s progress. Currently, among the most

challenging tasks faced by the UAE is the development of its intellectual capital. Tﬂr

migration into the UAE accounts for around 90 percent of the labour force i ivate

sector according to estimates of the National Human Resource D%em and

Employment Authority (Central Intelligence Agency, 2017). The cu¥~guest worker

system adopted by the UAE has prevented import-competing i W from failing in
X

the presence of foreign competition. For these industries t 1tlwould not have

been probable without the influx of a relatively cheap migtant labdur bu Dhabi
and Dubai, are the two largest Emirates with a ¢ GDP, of pcirc f the
whole country. The local workforce in Dubai ¢ fo 1}’2 ent @ e in Abu

Dhabi 9.31 percent. Abu Dhabi has a h1 di 1bumin 0 atlve ts workforce

largely due to the size of its pubhc 1ch emp a 1@ number of local

workers. C,) >\’ Y §

Since its Federation in 1971 the UAE Vhas advanced rapidly and is now
- .
N X A
renowned for its modern infrastructure, international events and status as a trade and

C£_\N | 2.0

transport hub. It enjoys one of the hlghest per cg%l/ta incomes in the world. The UAE
a ~

has continued its huge growth supported by reforms that offer an institutional
A'\ _—— A8

framework (BTI, 2 16) Currently UAE per capita GDP stands at ($68,200) for its

populatlo 2)11110 ( Dﬂ\(;:lbpment Indicators, 2016b) where immigrants

make enfral 1 igence Agency, 2017).
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Figure 2.1: Population, total (millions), UAE co i i g’:o@es
Source: (Human Development Indicators, }01 b) T
NN
2.3  PUBLIC SECTOR IN UAE cw G
a f'flg

The UAE which is a federal monarchy that consists of seven Emirates was

c_ T XXN\Y) A

formed in 1971, with a population of ‘Ivline million. The main responsibilities of the

sl aZ

federal government are collective matters like foreign affairs, education and public
- N Y A
health, security and defence, nationallity arllgl imm%g.{ation policy. Other than these
— I -~
matters are reserved to theg)cal @ments of each Emirate. The ruling families of
a ~NY (Y
each Emirate appoint all key government positions. Government departments at federal
and local levels are desigiled acioarding tovs)tandard policy responsibilities, for example,
v v : 5
health, education, and municipalities.‘The government in the UAE is hybrid, neo-

YT A Ad

patrimonial 4Davidson, 2009) joigling soft, traditional power systems with more

-\ AV

formalized structures. Besides, the government has a dominant role in the management

ON
.{the UAE economy and society. Vision 2021 (M. Davidson, 2009) which was

& announced in 2010, creates a national vision for development, articulating a desire to

sustain a strong and prosperous country in merging development and moderate Islamic
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values that support balanced socio-economic growth. One noteworthy development is

the advancement of women in public life, resulting in more women holdiné senior

AN

public sector positions. The government emphasizes on public consultation over direct
elections. Traditional majlis or open forums in which citizens can raise personal and

o T
wider concerns to a sheikh or senior family member, still play a central role in the UAE.

L A\
In 2006, the Federal National Council, as the main consultation body for the federal

A
government transformed to be 50 per cent elected (20 of 40 members), and is perceived

|
i y
as a key element of the government’s modernization agenda. Lately, online
Yl o *X
-~
consultations collecting policy ideas and feedback on ;)ublic service %l'lalit‘y llive been

e

introduced. Implications of these developments for yubhc leaders are as yet unclear

(Mathias, 2017). G é\

The local governments of the seven emlrates Va in s1ze and mechanisms

’ -\ ?

subject to aspects such as population, area, and degree of development Every emirate
. N

0 - Vo
has an executive council that works under the direction of the Ruler's Court of that

. . \ . . .“A .
emirate, besides a number of autonomous agencies with clearly specified powers. For

C£_N | P15

instance, Abu Dhabi has its own central égvegnir%body which is called the Executive

a 7 X

Council, chaired by H. H. Shelkh Mohammed b1n Zayed Al Nahyan, Deputy Supreme
A ¥

Commander of the UAE Armed Forces and Crown Prince of Abu Dhabi. The function
Y 1" Y2 .9
of the Council is to assist the Ruler to perform his duties and powers. Under this

r N LU 7T
Council, thge are several departmeilts and municipalities, which carry out the emirate's
: A
plans and policies. Furthermore, Dubai has its own governing body that is called

O\
‘th\eDubai Executive Council (DEC) and is considered as the main decision-making

5 .government entity in Dubai, with respect to preserving security and order in the city,

providing public utilities and achieving its economic and social progress. The Council

supports H. H. Sheikh Mohammed bin Rashid Al Maktoum, Ruler of Dubai in
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formulating development plans for the emirate and local legislation. The Council is
headed by Crown Prince H. H. Sheikh Hamdan bin Mohammed bin Rashid Al

Maktoum (The UAE government portal, 2018). %\

L'
¥

Intellectual capital is an essential element of econo ; dev':lopment. In the

24 RELEVANT THEORIES AND MODELS

new global economy, human capital and social capital hav ome a ce igsue since

N
they are important resources to the nations. N@ in the a 04 s;é&nable
competitive advantage, economic success is hevpend{ ellectual capital.

A good business resource co ld}be of Te ctors to business success.
cg A
As stated by Inkson (2008), a firm loyment o mql@ndles of resources will
]
result in competitive advantagNl isc busmé& success. Besides good and
\

useful business resourcges, an@ther fact

e

r th cqntr' s in the business development

and management is the creativi N;& rkertﬁ'}QWell as the employers.

There a@s studi estire}%eories regarding business resources, and
@ C.)
this presentﬁ;&y ascus s two of t{e Q_e})ries to provide the ground for present survey.

N\
The the@ri ¢ reso ‘depe ﬁce theory (RDT), transformational leadership

n‘..
the d self-determinatio \éo . This section highlights the definition of the
‘K ry ghlig

heoxies, uses and also some related studies.
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2.4.1 Self-Determination Theory

The self-determination theory (SDT) (Deci & Ryan, 1985), which i ba% on

the cognitive evaluation theory is utilised to discover people’s volition, l%vation.
The SDT relates whether people regard their actions as autonomous (e&ccording
to choice, interest, pleasure, or values) or controlled (acting according to rewards,
punishment, guilt, or obligation). According to the SDT, tv omy in making

choices based on one’s unique behavioral justifications an ill govern his or her

following behaviors or actions (Deci & Ryan, 1985). De R anwgug@ted

o - )
that three types of motivation construct the tefmination aviory, namely
y /

intrinsic motivation, extrinsic motivation, ano?mvatrsn{ motY. ion types
have different levels of self-determinatiov@c moftiyationlis cat@zed by a high

level of autonomy which is associated behaviors that.derive @1 inherent interest

c‘}‘fsone’s natural tendency

s well as_discoyering earning for its own sake

or enjoyment of an undertaking.

to pursue novelty and challen

(Nie et al., 2015). Extrinsi%atio ocuse on@aviors influenced by external
L)
factors that do not cor%n withi? e i 3\(1%1&, ncluding rewards and threats of

punishment, and ¢ \contr(ille

lack of intenti&%m thi‘n : iedecagrB“Minkov (2010) asserted in their book that
creating a%ce' or independeénce @ individualism is a determining factor for
innovatwus, thi;sfg)j ue@ the presence of a culture that nurtures individual

authm organizations wﬂw@hance the positive impact of human, relational, and
st

@ﬂ capital as well as transformational leadership on innovation. Consequently,

Us study investigates the significant influence of intrinsic motivational factor

(autonomy) on the relationship among intellectual capital, transformational leadership,

et a;é(SIS). Meanwhile, amotivation is the

and innovation (Zhao et al., 2018).
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2.4.2 Transformational Leadership Theory

Transformational leadership has been widely accepted as the ide@ship

style in contemporary organizations. This form of leadership has gaine ition due
to the recognizable impact of transformational leadership and its ability to achieve
organizational outcomes such as employee satisfaction (Ling et al. 1; Ngadiman &
Ratmawati, 2013) and organizational performance (Afsa Y;

0]|4). It is widely

accepted and mentioned throughout the course of the preséagstudyjtha rmational

leadership has the unusual ability to instigate higher

They also added that transformational leadershi

e a% tivate émployees
ViSiﬁT andrdirect @I;‘v:ers towards

achieving these objectives. \) é
According to Tse et al. (2 , se%r otple de@ sought to investigate
cvelop

]
ways through which leader& orgamizations ﬁgrstrong ones. Ultimately,

\
transformational leader; ileted ’s an lctis'%ay to accomplish the goals of
as i z

organizations as well proye & aﬁoﬁ;@ commitment whilst developing

O

stronger processgs, towards lneeti suc@@oals (Lin, 2023). Transformational
leadership co@ga sét of i i’ frmgg(}ditional leadership approaches including
trait, style%ﬁontir‘lﬂt f(@'ﬁs unique approach. Drawing on proposed
dimen ’0% transt{) aticﬁal\l/&lﬁership by several authors, Aydogdu & Asikgil
(Z@ived four dimensiorg*?f transformational leadership which are fundamental

and generate positive emotions, create inspifatio

%present study - Idealized Influence (behavior), Idealized Influence (attribute),

Opirational Motivation, Intellectual Stimulation and Individualized Consideration.
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Aydogdu and Asikgil (2011) have defined transformational leadership as
consisting of these four dimensions mentioned earlier. The dimensions cover a

of holistic as well and individualized approach to meeting organization®roup

goals. Dartey-Baah (2015) could not have placed it in a better descript :

“Leadership that acknowledges and have full knowledga@d:pendent the

attainment of a collective goal is on the relationship and perfo of the individual

constituents of a system”
Y.

In an attempt to touch on the individual tituents of tran fcr\ﬂ%ﬂonal

leadership; the first of these is idealized influe sikgil, 2@ which is
divided into two main dimensions of behavior a i : ealize@x:lence refers

to the charismatic action the leader tal\% al d beliefs as well
as the organization’s sense of missi<€. To elabo \m\qls @gdu & Asikgil (2011)

S
argued that these actions includ%ning fthe members e organization about his

or her important values and beliefs, Pl ng th ical impacts of his or her

decisions on the organizati ,znd em ;ﬁg Eh@anization’s main objectives.

4 F &
It must be@]ed @ly p?;%g[{lat this attribute of transformational
leadership sty N)ee lip’ke the ]YL)@V ebber charismatic leadership approach;
in this lea@pro h, [Sad s:are&a.dlieved to possess acute skills which cannot be
found j wy oth Son (N ilﬁﬁet al., 2012). Due to the embedded inspirational
AN )

an\ tional qualities of &bsformational leadership in this area, they are able to
%micate more effectively, stimulating followers and creating a sense of group

irations which makes everyone within the organization feel they owe some

responsibility to the betterment of the organization.
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Idealized influence is the second dimension of transformational leadership and
it entails the attribution of the followers to the leader. As mentioned before, leaw
has taken both a role and attribute perspective and this is acknowledged in@g the
underlying elements of transformational leadership. Here, it refers to wlﬂ&followers
think of the leader, whether they consider him or her charismati¢f confident and

powerful and whether they like their association with him or hENiAogdu & Asikgil,
] fead

2011). As Aydogdu & Asikgil (2011) explained transforma ets are optimistic,

enthusiastic and emphasize commitment to shared goals. .\d
‘X

N
o S
Inspirational motivation is the third dim n of transformational ership
s \‘,Z‘
and it entails the ability of the leader to be exem&ry t N follow?s (C.-C. Lee
ingpire th fosowers towards

per; Q goals. The leader

et al., 2023). It refers to the methods used ead
the achievement of organizational ob'emas w%
may inspire the followers by pro %\ opt

as he or she sets a realistic ViSi& omm

R icview (Lﬁ)t% organization’s future

]
it ef&tw%'ely to the followers, while
providing them with means to"achieve|set v lns.§0rdmg to Lin (2023) by doing
so, leaders can motivate .!ollavers and a&nﬁg to their work.

Intellect@lati Qourt&)%mension of transformational leadership;
|

@
according to et ali (2023), dhe (i-r;t lectual stimulation dimension entails the

N\
Promot% ollovyers’ }onam@nd intelligence, and motivating them to be
innoxatSe in solving problem&\)(?anterino et al. (2022) argued that this dimension

Nollowers to reconsider their own values and beliefs as well as their leaders’
\L

A

s and beliefs, they therefore do not completely confine themselves to the methods

Q)Vided by the leader. They think of new problem-solving methods and this enables

them to solve problems that were missed unnoticed by the leader.
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Individualized consideration is the last dimension of transformational leadership
and refers to the consideration of followers as individuals rather than just memw
the group (Lin, 2023). Here, the leader focuses individually on follower%x and
encourages them to develop themselves. The leader guides the followeﬂ*motivates
them to reach their full potential by enforcing an organizational clinWat provides

opportunities for followers to learn new things. N

\%

Central to the discipline of Resource Dependence Theory (RDE)is the @L‘ept

2.4.3 Resource Dependence Theory (RDT)

of resource delivery which gains much suppo m researchers in the_stidies of

Y‘
}GQ Id S 1%&1 authored

ich o wide public

resource dependence (Jiang et al., 2023). J effreyife;fer

a book entitled “The External Control izati

recognition of the ‘resource dependen persgtii or‘lﬁg This book was

republished in 2003 by the sam%%e iwp%»s mp"h')%l of RDT described by
the scholars is the dependenc t ‘mpc%;jmrie&ﬁ‘%may influence the actions
of organizations. RDT relies heavily OI,man eI @apability in obtaining valuable
resources for the orga%n (Hill %j;.aaé}'@l, 2003). Scholars highlighted the
importance of t@bl lndivi al o@emal resources to the organization

\

(Nienhiiser, 2@%? ¢ :' (JC-)(J
%. | N | |

% ditighs’ th ral o@matlons need resources either by exchanging

b 9

reso&wnh the environmeq%br external units for survival (Rao et al., 2007).
~N

Se

4

&s such as interacting with others who control access to those resources are

6; al for obtaining valuable resources by the organizations (Rao et al., 2007).
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Moreover, to link this theory with the firm performance, several attempts have
been made in the area of organization behavior and research of the prominence W
between the resources and organizational performance (Chand & Tarei, % has
been stated that the fundamental suggestion for the organizational survi e ability

to acquire valuable resources from the external environment to the intefdal environment

(Casciaro & Piskorski, 2005). V
Y
As a valuable knowledge and information @\g J organizational
resources (Hakanson, 2010), there are some procedusges that'can eMe\Wrd
of the organizations to gain this valuable resources. Thus, gl jy! tY~ (‘?cheory
explains the importance of the resources to the ‘@rganiz ﬁa\t perfor%ntellectual
izat'(ﬁ resource that

ice leow the role of the

capital as described by (Becker & Gerh ), i

strongly influences the innovation. MOM it i&@i

social activities (social capital) is %ﬁo ‘%a%yys re@ces to the organization
]

in a beneficial way. Therefor& dyMelati %p under the consideration

\

, S
£ &y
2.4.4 Resource Bz\ ( (}
Over th@cad searéﬁi intellectual capital has emphasized the
@

use of Resou%ase Vie \Y ‘;?explaining how internal resources affect

| %' N -
mpet antage an rforﬂ@ce of the firm (Armstrong & Shimizu, 2007;

X

co
Bawo ; Wernerfelt, 1923\'\Vright et al., 1994). Penrose (1959) and Wernerfelt

(Emntroduced RBYV as a group of resources and capabilities that combined and
devel

of this theory.

: oped competencies (Rivard et al., 2006). This theory is then developed and
rmulated by Barney (1991) to answer the question that has been asked so many times

by the organizations on why do some firms persistently outperform others? (Barney &
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Arikan, 2001). To answer this question scholars tried to target general managers in the
firms to compare the profits of the organizations with the strategies of the firm {Ty
& Arikan, 2001; Hart, 1995). Thus, in the field of strategic manageme@ame
understood long ago that competitive advantage depends heavily & internal
resources of the organization as well as changes in the external emmental (Hart,
1995). According to Barney (1991), a resource needs to MIe, unique and

mr it to be able to

reinforced by skills or socially complex organizational p

offer sustained competitive advantage (SCA). These organigzation r!}ou{d consist of

X
assets, capabilities, processes, attributes, knowledge know-how, h&h_\éo}ld be
employed in devising and realizing competitiv es (Bafn righ@~ Ketchen,

Riva .(20®j‘rgsources are

-1 ch represent the

—_—

2001; Wright et al., 1994) Moreover, as des% y t«w rd
classified into two main categories n yhtside reso

external relationship to the markw insidexgs Qe_g\)vhich represent the
N,
information system infrastrucn%nerfgit (1 als&ntioned some resources

&

hich g de brand names, in-house

that can affect the firm ikihe njt i
technological knowle illed personne trétdh@associates, machinery, efficient

4 F &
procedures, capital w on. ' \ Eb
& &
Based exRB , £om titlve@gvéntage may only be realized in situations

w2

S

'

whereby fi urces jare in heter eity, which is also explained as the resources

4

diversi %s firms riéﬁwt {/Qﬁ'l., 1994). The SCA of the firm can mostly be
e§

by using the RBﬁeories (Barney, 1991; Barney, 2001). Essentially,

ex%
%ations can achieve SCA by keeping and controlling valuable and rare assets, as

011 as being adequately prepared to manage those assets (Barney, 1991; Barney,

2001). Research in the area of Strategic Human Resource or Capital has examined the
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relationship between intellectual capital and the RBV(Becker & Gerhart, 1996). Prior
studies tend to employ the RBV as a framework and then attempt to frame human?m

management (HCM) questions into the RBV framework. %\

Human capital is explained in RBV as a valuable resource tq,the organization;

however, RBV does not distinguish between each type of human % aaijenbrink,

ut?!nabled the firm to
perform and organize such output are valuable resour

This explains how this study is relying on the RBV togxplain‘how hum

| &
organizational performance in the context of %’%ral}ia, as "the accumulated
knowledge and skills amongst the employees re&sent esourcq@ the firm.
25 ORGANIZATIONAL I TIO@}*T

[

]
Most organizations ar& ing in asurbulent e&ﬁ&ment with rapid changes

in information technology,?(et u'ferta' ies, sbé}ened product life cycles and
(

competition (Dinopmb Syropo 2007; Madrid-Guijarro et al., 2009).

Innovation is a fu@al r@nt for ival and growth in these environments

2011). RBV suggested that human capital that served as i

<

.
(Bohlmann etgal.;%2012)y organt atidnSég.n-sider innovation to be a critical variable
’ 4
between i ath of the ’r niza;%ﬂ (Govindarajan & Trimble, 2005). Moreover,
esgoalstpf ambitious organizations can be achieved through

b 4
Coop noted th
AN i
innovation. In the 21st centuryy this is one of the main resources needed to achieve

ability and economic growth (Atalay et al., 2011; Gumusluoglu & Ilsev, 2009).

0 The selection of organizational innovation as the dependent variable is grounded

in the rich body of literature that underscores its pivotal role in determining an

26



organization's long-term success and competitiveness. Drawing from various
innovation-related theories, such as the dynamic capabilities perspective a

resource-based view, organizational innovation is acknowledged as a k%\r of
sustained competitive advantage. The dynamic capabilities perspe sits that
organizations capable of continuous adaptation and innovation are béfter equipped to

thrive in dynamic and unpredictable environments. Additionally, resource-based

view emphasizes that innovation, as a strategic resource, ¢ ibut'a to the creation
of unique capabilities that are valuable, rare, and diffi to imitate: ositioning
@
S | g
organizational innovation as the dependent variable search see to’e)@e and
iZati t nno agj thereby

understand the factors that influence an orgd?w 'S %
r

contributing to the broader discourse o izati ccess%ésilience, and

adaptability in today's rapidly changi asiness la apedﬁe utilization of

organizational innovation as the %dent vari %

premise that innovation is a ¢ rmin niorg

complexities, respond to m@nau’l yan
J

_}Vith the fundamental

b grorged

tion's ability to navigate

@tainable growth.

[
There is a diverse range ofd oﬁs(@r innovation. Firstly, most of the

2 N

research shows t hation'mean a cre@thing. As an example, Agostini et al.

N
(2017) indica@Nnn vation would (é&é a new idea, practice, or object according

S
to the vie individual jor tlrﬁlﬁt of adoption. In addition, Rogers discussed

4
anoth mt known difﬁsioﬁ@f innovation which over time focuses on the spread
N
th% annels of innovatioMong the members of a social system. In contrast, del-

ora et al. (2023) suggested that innovation is different from creativity which is

0 only thing that could be defined as the production of new ideas. Innovation generates
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and implements new ideas, processes, and products (Trott, 2005). Therefore, creativity

A

Although services have unique characteristics which are differea%goods,

many researchers (de Vries, 2006; Droege et al., 2009) noted that in ervice context

is a component of innovation (Dost et al., 2016).

and according to the assimilation approach, the concepts and % of innovation

employed in the manufacturing sector are easily transferr. blew service sector. In

order to investigate innovation in the service sectors, e ot al. (J009) tated that

without affecting the characteristics of innovation in service these studies,u edtlk e
4
N g
Various definitions for intellecwa' al are foun th@‘srature. Numerous
authors consider it as equivalent to i%ble asse\'te;fsx_xa @ ) defines intellectual
0

capital in terms of “the total sto%olle tive ed Q;i(:l)formation, technologies,

intellectual property rights?\&enc,s, organizati learning and competencies,
1

models as in the manufacturing sector.

2.6 INTELLECTUAL CAPITAL \} 0\

team communications,% ations,‘and %r!(e'@nds that are capable of creating

value for corporati [ \ %Q}
N 3

The reNtio discu ?'bxgound regarding intellectual capital, its
componen%ussess entg on'its re.
&

ganizations possess @ierous assets as depicted in figure 2.2, which they
A N

a%\ performing activities. Organizations in knowledge economies mostly rely on
th

.

se of intangible assets in place of tangible assets (Alwis, 2004). Knowledge

Qsources must be treated as elements that vastly enable innovation (Atalay et al., 2011).

This western practice empowers successful organizations to lead in their fields.
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Organisation Resources

I L4
! v
Tangible Assets Intangible Assets
| |
v ' . ,
Financial Assets Physical Assets Intellectual Capital Others

v
Figure 2.2: Types of Organization R CZ l
Innovation-driven corporate profits are mostly d dfr m.}ﬂ.db‘le '%%Sfts,
N
including human and other intellectual capital (Y 4). Intangi a‘;sﬁ%&re the
. g

main drivers of economic value-added in globTark% Dau&004). In

addition, Chen & Huang (2009) emphasi W e fuhdamaéntal sa& of wealth is

found in intangible assets which sustN 1zations b ablifg them to interact in

uncertain competitive environmen%th intan\'kTss \s&%é overall intellectual
0 "ﬂ
capital plays a critical role in %g Wtﬂrm@t e creation of new value

(Bose & Thomas, 2007). In ca’it has a vital fanction in helping organizations
|

achieve their aims un%c rtain 'g viro n{tzbonditions (Johnson, 1999). The
resources help ﬁ@gain ro\f‘nive ad\:&rﬁages. Intellectual capital is also a

suitable source for innovatio ?t et {’/ 004). Wang & Chang (2005) reported

ac( t@e maximisation of corporate performance.

that its accmmulafion shou
. =
Successful/inn&vatioh ?key‘z~ ource of organizational advancement therefore

reliA:ch unique assets Wb&}fncludes human and other intellectual capital (Yang,

A
N



2.6.1 Components of Intellectual Capital

The categorisation of intellectual capital according to structural, h mmd
relational capital helps to facilitate the understanding of the eleme %ncepts
involved. Material information on intellectual capital may be collectc;i& analysed
more easily through these sub-domains (Bounfour, 2005). Some priY?csearch have

categorised intellectual capital according to two primary typ ly structural and

human capital (Edvinsson & Malone, 1997; Roos et al., 1 trucilral capital was

a!}&d‘& eely

N
(2003) utilised a similar categorization that differe@parati n Jtu.&cnapital

into innovation and process capital types, T ovs{ S onv\i.u‘zs:itutional
procedures and organizational capacity fotwtion.w é

—_—

then categorised further into relational and structural c

There are certain studies that. classifie lle:.\a ca‘gtt.a according to three

N A,

types namely human, relational, anE tural capita ayl@ al., 2007). In addition,
9 Q—

Youndt et al. (2004) utiliseN

1 capitale place&&f relational capital. Other

\

researchers have cate risei intellectual ppa@rding to four types namely
an

structural, human, innovati

d\té 1 cf: ﬁﬂ'(Bounfour, 2005).

iesea@ t was established that intellectual capital

|

In accor@th th

@

comprises thiee primary/eleme ghi{l_ljare human capital, organizational capital and
S

customef capital. Thi§ r (? ad@he preceding categorisation, while adding social

cap he fourth componen,@fer intellectual capital. Therefore, intellectual capital

co?; es four parts. This novel classification is critical, for it provides a total picture
f the

q various levels in terms of individual, group-based, and organizational knowledge,
e last of which conveys internal knowledge (informal and formal knowledge) as well

as external knowledge from environmental resources including customers.
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Other studies have extensively examined intellectual capital, A study was
carried out by Sharabati, Jawad & Bontis (2010) in order to empirica%t
relationships between intellectual capital (structural, human, relational) a@vrate
performance in the pharmaceutical industry in Jordan. The findings pre&sitive and
robust evidence for pharmaceutical corporations in Jordan that havefmanaged their

intellectual capital and in ways that have positively inﬂuqeceNeir commercial

Similarly, Gogan, Artene, Sarca, & Draghicig(2016)"initi tth Qg‘ﬁ)ur
drinking-water distribution firms in Romania, i er to assess ellectlT}chapital
effects on organizational performance. Their rese?ch findi

association is present between intellect@}ﬁal n
Furthermore, case studies were conmon p@— or .R\

southern Punjab-Pakistan. Two i %ns '\\N%J ed @ly Islamia University
]
Multan and Bahauddin Zaka'& iversi%%lzm. I@ndings similarly showed
an

\
intellectual-capital efi cts?ﬂuctur';jI §lational) on organizational

performance.

izat'eil performance.

@rsities located in

performance. F 4

N S
Further { Wi out\(;b/ Telbani (2013), wherein the author
¢

|
established t ompg@nents oﬁpr’ ﬁg intellectual capital that had meaningful

ﬁk— >
positive fel ship btil)novau'@behaviours in the Jawwal Company. Alternate

s
studies !ere carried out by Bu{%b‘g Singh, & Ahmad (2017) in order to examine the

a Nhat influence organizational innovation in the petroleum and gas sector of the
ited Arab Emirates (UAE). Their findings showed that organizational culture and

ganizational leadership remained key drivers for organizational innovation.



Further research by Chang & Lee (2008) demonstrated that both external

environments and organizational cultures present meaningful interaction eff?ﬂ-‘

organizational innovation, along with the capacity for accumulating @:dge.

Conversely, research conducted by Chen, Zheng, Yang, & Bai (2016) igated the
forces that drive organizational innovation in China, in particular R leadership of

transformational CEOs. The results showed that external and internal’Social capital both
;d

mediate associations between organizational innova lransformational
leadership. .\d

@

N

| &
From the preceding analysis of the Variou@:atigns fi llecté;bcapital,

the research divides intellectual capital accordiRtO hu N tional,g structural
capital. ‘ V: 0\ ,* E
2.6.1.1 Human Capital c| \ é
6« ¥V o .
e competenties as omprising knowledge, skill
sets, talent, work experien% edIa onallas Wﬁ job qualifications (Chen &
Huang, 2009; Edvinss% one ; ef‘b 1997). It can be said that human

capital remains en&@ in thi mi geés (Leeetal., 2011). Delgado-Verde,
Cooper, & Castw i
¢ 27 S
as explicit erial knowledge a{ er}(ers possess. Organizations can obtain these
NS
resourc@t'ing or rrov%fz@ them. Human capital derives from both genetic
inhfn'Aé as well as learning.@(cts (Bontis, 1998; Chen & Huang, 2009). Therefore,

X‘n challenge is to determine how corporations acquire human capital towards

thé
@ mising their goals under conditions of continuing uncertainty.

—9

[¢]
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Organizations must treat staff as assets instead of costs, since skilled manpower
remains the most valuable aspect in innovative, performance-based consideratym
service economies, human capital is rightly seen as the foundation of ir@ and
successful firms (Neisser et al., 1996). In both organizations and workers, n capital
investments can produce meaningful output. This great resource may well be the most

ins vital in the

critical facet of intellectual capital due to its primary role in d,ivelo g relational and
structural capital (Bontis, 1999; Bontis, 2004). Human a emel

creation of value and in the attainment of successful per ancejto mpetitive

®
advantages for firms ( Chen & Huang, 2009).%& Ga 2’ r@ that
organizations with less skilled workers are at t of% forc@;evailing
in turbulent environments, which can lead t{& ion m,@pvlzrsue human
capital investments in order to impr(\h

edgésse, for such will
reflect on its performance as well a%oten@s‘wo _r\Ce (James, 2000).

) y c{:}
In the literature on & —ba%ajﬁses, giman capital represents an
\
organization’s key strat ic?gf The resourée’'de e@nce theory (RDT) asserts that
X

[
human capital remains a vital source0 \/&16&5, competitive advantages, and thus

O

corporate prospe@heref')re tends to @xtremely valuable, rare, not readily

N
imitated, and m‘[ substitute Ghlw_jg-& Anderson, 2000; Hsu & Wang, 2012;

e

capital has a key function in the development

&3

Taegoo (T metal., 2012
& ol . . .
of ea: nent and¢is t ere\f&}? seen as the core of intellectual capital (Bontis,

2 sequently, knowle@eable employees who possess innovative skills tend to

%age the corporation by devising new methods that improve production, plant, and

Ocess output as well as newer products or services.



2.6.1.2 Structural Capital

Structural capital comprises various elements that are structurally enbe\wd n

organizations and work to support the employees who are working and ¢ e%wealth
(Bollen et al., 2006; Yang & Lin, 2009). Structural capital involves “everything that
supports employee productivity” (Edvinsson & Malone, 1997). Stwuctural capital
involves organizational knowledge as well as codified experi 1 of which form

parts of organizational culture, knowledge management sy efficiency processes,

and top-level managerial support (Yang & Lin, 2009). Pro ef’ cngmﬁgses

N
internal procedures that enable the integration @ T tillgj[@alth in

edge
: . s X
corporations (Yang & Lin, 2009). The resourcevore % non%unan assets

in terms of the organizational infrastructte t Whictﬂ. hu capitdl creates value-

added output (Bontis, 2001). Organizati h poor int cmal@l structural capital

N . . - N
typically fail to accomplish many own a éuctural capital retains a
? 6 )
C

critical role in leveraging intel afl ¢ rage workers to raise their

work performance (Bontisv. Stuuctur, apita}@xpands workforce knowledge
[
which in turn strengthegy izatio ‘k%j%tewart, 1997).

Knowled@e |t invelves t\ ocesses of creating, sharing, and using
informational@ces (L1ia ?.,angfgﬁ To, 2011). The field emphasises the

discove@ﬂlica}i bﬁ‘f 3@“ that supports decision making under uncertain
s

conditSs lavi & Leidner, 2001). Knowledge management is treated as a key

=

p M)r that affects innovative practices (Honarpour et al., 2012). Dalkir, Wiseman,

ulha, & Mclntyre (2007) believed that its influential methods and activities facilitate
innovation and intellectual capital. The acquisition of knowledge is the activity that

facilitates information gathering for it involves processes where critical knowledge is
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embraced and in turn is applied using other assets (Parra-Requena et al., 2010; Zhou &
Li, 2012). Corporations acquire knowledge in external markets as well as fro

own workforces. These assets provide numerous opportunities for org@s to
reuse their current knowledge base towards acquiring more va working

information (Chen & Huang, 2009; Hsu & Wang, 2012). Workers speRtime and effort

to obtain specialised knowledge associated with their experiences (Kim, Yoo, & Lee,
Chi

2011). The acquisition of knowledge concerns disc Cll involves the

actit nWommitted
@

| | N R M\ y

to the creation or development of novel ideas and are ]b &m from

stakeholders who are their key resources of extv od infbi (Layie & Drori,

2012). Although the acquisition of irw on Vitﬁ,@?. knowledge

management, the behaviour is insuw)or organisi

its ,*Ctices efficiently
(Kotabe et al., 2011). Knowledg%nageme\mwt so:\'ntegrate information
E jby N
f

exploration and search for good information. In additio

gathering with other informati vities in aJproces ed knowledge sharing,

along with the related ap;%s tT elp ttairﬁectives. Knowledge sharing
that

esbb exchange informal and formal

s &
knowledge mutuwms @ ge—bﬁ.&pplications that support innovations
and lead to c etifive a s ( h‘\‘& Wang, 2012). Its practice conveys
SR
informationg oss) contexts_that ie (I_l}need of operating information. Knowledge

N\
sharing @ccurs'at varyi ?s, as‘i&appens among workers or runs from individuals

b 9

tow&oups or organizatiou{@fwoi etal., 2010). The process implies that via sending

as s receiving channels, knowledge sharing involves frequent mutual exchanges
d formation between organizations, groups, and persons (Foss et al., 2009).
onversely, the application of knowledge is critical to the successful development of

newer products, services and processes. Organizations must therefore continually
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create, distribute, and use new knowledge that reinforces innovative behaviours while

sustaining competitive advantages (Song et al., 2005). In organizations, it iv!k

[¢]

organizational and personal users of information (Berta et al., 2010).%&&:@,y
application involves the transformation and exploitation of newly devel&wwledge

towards effective activities that lead to commercial success (Lavie & Rorl, 2012).

N

Culture is described as a set of beliefs, values, an atth terms of norms

and expectations that are common to particular acn@., 2013).
Organizational culture can be explained as the shared Set values), Iﬁl@'&nd
assumptions that guide workforce behaviorinac ation (B;.ra sc 1de’e‘z~fg;.? 2010;
Schein, 2010). The concept signifies a mearm ] M ute t \'inﬂuences

individual, group-based, and organizatio ehayi

artnig tt al., 2011).

t fo_KQ a primary enabler
A,

ere%s, research works have

Organizational culture should be treate% intangib

of competitive advantage (Zhee et _al., &%u

9 Q—
fugtgn that supports innovation,

confirmed organizational cultdse asthaving

\
since workers would eiiaanova've b l 13&they were to believe that such

represents a basic value thK zation., Such beliefs therefore promote

meaningful comr@o inn!)vativ practi@l\! aranjo-Valencia et al., 2011). Parker
N
& Skitmore @N:m that % izﬁ,&dal culture is frequently regarded as the

primary r failutes inthejapp Q&don of organizational change programs as well
Rl ]
as turn@v erienced'in p Je@anagement.
~\ S

rganizational structure is described in terms of work roles and authorities and

6 these are distributed in ways that organise and shape decision-making (Huang et

2011). This research emphasised on two key aspects of organizational structures

including formalization and centralization (Oldham & Cummings, 1996).
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Centralization is described as “the degree to which decision-making authority is
concentrated at top-level management”. Namely, it involves the degree of partic

by workers in decision-making. Most prior research has suggested that @ﬁzed
organizational structures can support organizational development, w ome will

only note that high centralization can have positive effects on organizgonal efficiency

(Zheng et al., 2010). Conversely, formalization refers to .iemee to which a
izeYan

corporation relies on sets of rules and procedures that or d 'dso support the

behavior of its workers (Liao et al., 2011). This approaeh_help$ to“guide and shape
@

workers’ behaviors. Accordingly, different workers willvearry out si adw@asks.
High levels of formalization and centralizatio% he% to l@rmity of
2011).

behavior, actions, and policing (Katsikea e g

&

nt aQe described as the

A

oggon via the provision of

In similar manner, support from to Velw
degree of support that top—level%%neat%-

]
adequate capital and huma& rces}s{}ion gworkplaces that promote
\
innovation and creativi (CWH &'(odr ;z- @ero, 2009). Moore, Konrad, &
a; to>

Hunt (2010) claim th level ui; mEan/upport vastly increases corporate

effectiveness and &%the @os‘[ critieal factor in corporate success (Young &
N
Poon, 2013), thh isss?mdve ébégic fields that the firms enter (Talke et al.,

2010; Yo@rdan, 008). isﬁdrce therefore has a central role when it comes
b 4
c

to strateg cisions t a{ afoT’ current as well as future corporate performance

( eloetal., 2010). Top—lev?hmanagement support is vital to product innovation for

%orporate leaders would have the authority as well as expertise to reassign

b‘porate resources efficiently, towards improving organizational output (Hoejmose et

al., 2013).



2.6.1.3 Relational Capital

Relational capital is a core area of study in the field of marketing and i{Rtual

capital research. The resource is critical to enabling competitive advantag L%IICSSCS
ir stak

(Kohtaméki et al., 2021). Firms that develop good connections with the eholders

will effectively emphasise critical product and service quality activitiesi(Sambasivan et

be stakeholders

partiler relationships

based on mutual interests (Elsetouhi, 2014). .\d,
g
e
As reported by researchers, relational caj comlyis ] owle#ﬁ that is
Y

embedded in internal relationships (Nahapiet & Ghoshal,
including relationships between a corpog it
Yang & Lin, 2009). AL
G NT4E
0

Relational capital co a “for ormal communications

al., 2013). Organizations suffer from certain opportunistic be

that tend to raise transaction costs. They can develop more sur

well as'€xternal ones,

7]

custoxtyérs (Bontis, 1999;

(Yamaguchi, 2013). Aca \resIr ers \are geasingly interested in this

management resource,% iewei' an blleﬁb'lnnovation that brings successful

\elatio%dapital refers to the “summation of

potential and aoKlre urce iled ilt,?ailable throughout, and derived from the
‘ @

web of relations

s of indiv ua{s Qr_}social units” (Nahapiet & Ghoshal, 1998).

performance (Arri t al., 10

Furthe , Youndt'e 04) ﬂé:i that the concept denotes informal interactions
amo&rkers that lead to th@(relopment of desirable work environments as team
m s smoothly exchange information. This resource therefore results from
intetactions and collaborations among staffs within an organization, who mutually share

eir knowledge as well as experiences. Moreover, intellectual capital grows in

organizations that enjoy high levels of this resource, for it enables their workers to carry
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out complex activities while overcoming challenging environments (Nahapiet &

Ghoshal, 1998). As it enhances the depth and effectiveness of mutual excha

information, this aspect is viewed as critical to social capital (Weber & WQW).

External relationships involve links between a corporation and its various

stakeholders, including shareholders, customers, suppliers, rivalg, an on. External

eWerives from these
ate’ass tl(Cha g & Lee,
2008), for such connections among workers and extern ldM‘a{?ﬁcal
function in enabling productive innovation. é 2 'Y:{’)

T \ Y
2.6.2 Intellectual Capital in the UAE V E\T
Percentage of a country’s WorNonpulation ‘*

at ees actively in the
labor market either by working or logkinmg for worm$es n@ication of the relative

| | 0 ) |
size of the supply of labor avai engy ﬁrod@on of goods and services.

In the UAE, the labor forcT’ atiln s nearly 80%.which represents people aged
De

15 years old and abov% ‘t- 4

Arab nations spec}@lf C(ir:; E leéahead since it comes after Qatar in the

aforementioned%te Hen i dic@hat the UAE has a great human capital

that can be s@apit fo‘ t cSTm@C‘i?l general to thrive and improve its positions
:

relational capital can be described in terms of the knowl

connections. It can be treated as another intangible

ve {n&éors, 2020a). When compared to

S
inalld nt indi !vhic@lsequently will bring the UAE to the same level

Qﬂ and western count@}fts.

S
N
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Figure 2.3: Labor force participation rate (% ages
neighboring coun
Source: (Human Develome
However, when comparing the Uﬁw i

n
knowledge creation, the UAE scored %)f 100,

s in term of

is @mﬂ number when

comparing with the region. The Sa%rabiaﬁx be e ith a 7.8 score, while
N,
Egypt scored 8. According to t%al I ﬁovati dnde@ﬂ) Tunisia scored 15.3

QiX >
which illustrated how the UAE w lagr irg ing knowledge and utilizing

that knowledge. [ 0’
NGy
Intellectu % as @e cap@lays a major role in any organization

NS
performance MVa 101, ‘zirlg qgg-dsing intellectual capital will improve the
innovation@lizaﬁ ns. 7h Uﬁds that and should also use it to reach a higher
0

'

place §wrs‘[ worl
a

spf\ e Gulf countries wh(;ﬁ are the world biggest producer of oil and gas.

u&riesﬁ%’ it is doing so well among the regional countries
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2.6.3 Intellectual Capital and Oqatioﬂ%ﬁ &'\-
‘% @ "\).

Organizations of all si all, mediuma” ¢hd &%e can be analyzed from

strategic Human Capital M%
kind of human resourc% S

nt rspe@"% because all depend on some

] (V&? son, 3}’4).\a'|man capital namely knowledge,

skills and attitude&we sanf s\ﬁcance é&rganizations whether private, public
ile anadeq \é %

or voluntary. of I@san and social capital is necessary for the

’ C.)
viability of 3 oraaniz ion. a{ a{(_ljsocial capital may help it to build and sustain

N
superio oyation «: or, 19%%\. Human capital has a positive influence on
inna& (Wu et al., 2008). \‘-},

How innovation is measured has been an important topic of discussion but it is

oely defined (Neely, 2005). The initial idea of innovation measurement involves the

objective to be achieved and how it is to be achieved. Neely et al. (1995) then proposed
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several definitions involving innovation measure, innovation measurement and

innovation measurement system as follows: T

- “An innovation measure can be defined as a metric used to quantify &e eiaciency

and/or effectiveness of action.”

- “Innovation measurement can be defined as the process of qua@; the efficiency

and effectiveness of action.” YV

- “An innovation measurement system can be defin he%Set ch?s used to

quantify both the efficiency and effectiveness of agtions. . Y’
S
s
Researchers have intensely studied intellectualeapitaldin.relation t@ﬁovaﬁon,
I ;:a _—

1

in terms of employees’ innovation and how%

earnings (Nerdrum & Erikson, 2001)@ Kulvis
employees who invest in knowled% and traini MWa

P N .
and raise their productivity th whé are ski Skills and productivity

&

ensure them to receive higher earfungs @ssi ving the-quality of labour respectively
£uel

skill level improved

S

S,QQ@ Consequently, the link between

improve their productiyit eira &
intellectual capital wnnovi i
flexibility (Wes éw%

innovation is% as indirec nﬁ'p

tiona@ture, human resource which include human

s (,.%1
cts OU ployee commitment, quality and

the(sgnhection between intellectual capital and

ecv‘i%us study, West et al., (1997) reported that

3
e
S
Q
<
@
o
a
n
%o
-
5

capiial, :ﬁ well as company ilq@imtion are positively related. They concluded that
~N

i Xment in innovation is resulted from committed employee and a satisfied

0 force.

Extensive research has been conducted with regard to intellectual capital and

their impact on the innovation of an organization and clearly the development of human
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capital will lead to improved competitiveness and innovation (Agarwala, 2003; Guthrie,
Petty & Johanson, 2001; Huggett & Kaplan, 2015). Meanwhile, from the VieWWf
intellectual capital, a significant relationship exists between innovativet%\l the
innovation of an organization (Dess & Lumpkin, 2005). From af&nizational
perspective, human capital plays a vital role in strategic planni&sz as to gain

competitive benefits.

According to Lepak & Snell (1999), the intell@val tlan organization
ss. Resour

h 1o
] a e@they

|

lead to an improvement in the effectiveness, the oitation ofjop nltiéand the

Y-

aime@' increasing

of %1‘ ganization can

consists of two aspects which are value and unique

72}

4
neutralization of threats. In terms of effective mandgem M

profits rather than the related costs. As sv%mm

add value by lowering costs and im;m i Vati?
Ismail, 2009). ) A
) ’; [
q Q&
Teixeira & Queirds 2Mmp i n the @ of skillful human capital to
the entrepreneurial suc€es highlightedithd iz@%nce of creating new ideas and
4 $ &y
generating new bus%s 0 ‘11 \I‘ﬁq cy oef@p organizational innovation. Human
capital as ment@r Sh
@
organizationa%ors juch

<k— ) NS
Oppoans./ I the' abo :ment@d factors enhance employees’ motivation and

contribute to the development f-efficacy needed to transfer knowledge and skills.

\ N

Thus, it is important to investigate the influence of intellectual capital on

Ganizational innovation and the function of intermediate variables among them,

besides evaluating the relationships among these variables including human capital and

12) influenced not only the innovation but also

b(EQxibility, security, and problem solving

social capital. This may aid in the design of a proposed integrated model to examine
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and evaluate those relationships in the organizations in the UAE context through the

creation of a conceptual framework for the study and description of those relatiw

(Al-bahussin & El-garaihy, 2013). (,}

2.7  JOB SATISFACTION (JS)

Job satisfaction can be defined in many ways. This stud it ; the definition
of Macdonald & Maclntyre (1997) as it gives a comprehengive glnltion as the highest
level of enjoyment that employee feels in the worki a influgnced cultural,

. . ) . 1
personal factors and the organizational environment. satisfaction is the ieﬂ?gg?l of
employee’s satisfaction toward the organization. loyee yh is tisﬁ@vith the
enterprise is probably willing to work harder. TR two \er Frederitk Hertzberg

and Abraham Maslow show that empl e% actio

ented(gself-satisfaction,

eml., 2024). Then, any
problem with satisfaction among tE cls @f the mod&%‘demotiva‘ce employees.
]
er

In addition to salary and persorM

and job security (Arvitsonq al., 2012). The pr vity of the employee is more
As

related to job securitg atto{ A la'(.:t(gﬁ security drives employees to seek
another job to seo‘\the r ﬁx@ilaﬂy\ corporate policies when become high

restrictive regardi ersonfiel ’e'me(ag job freedom, or similar practices may de-

motivat@!e’s ‘gh sen 2ar er@tﬁ self-actualization areas of satisfaction exist at

the to&o ¢ Maslow and Herzberg hierarchy, and involve advancement, status,

T Mion, and the work itse}Those needs are most often driven by the employees,

which comes from the work itself ﬁnd the're iti

s, othe ors q&élicies, working conditions,

each employee should comprehend their wishes for their career and the probability

accomplishing those goals in their current job (El1 Mouaddib et al., 2023).
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Job satisfaction has another perspective, which is a satisfaction outcome of
meaningfulness at workplace and employees’ accomplishments (Bryan & -
Cicciu, 2022). As a matter of fact, Job satisfaction causes job performanc@_ong
et al., 2016). The feeling of being important for the organization caus to have a

clear vision for their role in the organizations, Employees record high levels of job

satisfaction (Sang Long et al., 2016). In addition, satisfaction in¥the eyes of the
o(ani

employee may mean that the treatment inside and outside z'dtion is meeting

ir's iSM reflected
[

in the organization’s performance. Then it could be saidshat jobsati ct'orl{s} very

important key performance indicator that organizati n% eva@c'e overall
en gotic

employee’s performance. Moreover, it has &\ thatsthe maj@g; of satisfied

employee show high confidence th\%s, and t mp@(%s perform well

(Rim & Kim, 2024). Job satisfact@'j found t\\c?n v ﬁ‘to the willingness of
employees to work themselves%velo ﬂtheir ls @rsonalities as they feel
they have future in their fu xlg M@Employees are characterized
with various personali%?;n, ejgloy} 'd e’e&taﬁons regarding job may differ

from other emplo;z@en, @mn i&l employee’s positive emotional state
ati &

their expectation (Sang Long et al., 2016). Consequentl

is related to thei ction®

('J]\. i :lc_)(.)

Jo tion plays apivota in fostering organizational innovation, acting
FuZt.. o
as a cat that propels reat\lgty and productivity within a workplace. When

yees feel content and ﬁ;iglled in their roles, they are more likely to engage

er&
%y in their tasks, resulting in a conducive environment for innovation to flourish

Osif etal., 2019). Satisfied employees tend to exhibit higher levels of commitment and

motivation, paving the way for collaborative efforts and the exchange of novel ideas.
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Furthermore, a positive work atmosphere, born out of job satisfaction, encourages open
communication and a willingness to experiment with new approachw
methodologies (Nguyen, 2020). In contrast, organizations plagued @ job
satisfaction may witness a decline in employee morale, creativity, overall
enthusiasm for change. The intrinsic link between job satisfaction and organizational
innovation underscores the importance of cultivating a workplace culture that
prioritizes employee well-being, thereby laying the grou mr

la dynamic and

forward-thinking organization (Grolleau et al., 2022). .\d
@

| &
2.8 LEADERSHIP A

bt N

transformational leadership, starting iti@ﬁnit , then theO(Qlated studies that
examine the construct, and finally the different WTe s in, the related literature.
oy P

Recently, the role of \Q'\aﬁoﬁal 1 drsh@? becoming increasingly

Sys and technology adaption. In

important in studying the f iiro
general and according %:1990) transf iltl‘bbl leadership occurs when leaders

4 &
raise their employges? interesf x’reating édreness and acceptance of a certain
purpose, and b@ﬁng 'wort\?éf higher goals to fulfill self-actualizing
needs (Riggie & Bass, 1 7; h{mQ;? transformational leadership is defined based
in four &' name ?ism%\gividual consideration, intellectual stimulation,

and.4 tional motivation (Rﬂ;éni et al., 2014; Schepers et al., 2005). As it is more

0§§\ed in the organizational level (Schepers et al., 2005), transformational

& ership is seen as the method to create a clear vision, increase awareness about
roblems, and motivate followers to find new ways to improve current performance
(Antonakis & House, 2014).
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Furthermore, transformational leadership refers to the notion of how leaders can
use idealized influence (charisma), inspiration, intellectual stimulati
individualized consideration to mobilize the followers beyond their immediate”self-
interests into maturity level that strives for achievement, self-actualizat& the well-
being of others, the organization and society (Erkutlu, 2008). In thew sector and
enhancing the innovation management can stimulate high \M confidence by

X

providing support, facilities, and coaching to employees t e tlle innovation in

public sector. .\d
@

! ‘*}Y
2.8.1 Transactional Versus Transformationa adershi‘[.) Y:\
Two main forms of leadership have been agsociat trust %ﬁese include

transactional leadership and transfon@ adership ( encié(é ujkic, 2016).
efined"as

Transactional leadership has been p?o leaAcErship which ensures
e—? A
process of exchange betweeté and Tfollowers. H%tce, due to leadership
“« Q-
néed

s and ed tg‘éﬁfvide financial services and
\

organizational recognic' n ai motivatknal clto%'%nsactional leadership has the
Mfl

ability to induce performane€ in th{ 'gtfgyed performance (Tracey & Hinkin,

1998). Accordin&\as (19.@7 mai@ects of transactional leadership have

e,

established clos ci ioﬁ 2bilit§vp gain the trust of followers; these include
continge &%ﬂ and mlana, nt@exception.
& v

%us‘[ be added that @ge of motivational and reward elements to gain the

\followers in transactional leadership has been thoroughly established (Bass &
Qf i0, 2000). This is a feature of contingent reward mentioned earlier as associated
ith followers’ trust of leadership. In the same manner as transactional leadership are

able to incite rewards for good behavior, leadership in this case also has the authority

acknowledgement of subordin
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to penalize followers who perform unacceptable behavior (Bass, 1997). Another
attribute of transactional leadership which is management by exception is ew

where leaders take action in the form of corrective measures when deviat@ the

norm is observed; this however is affected by the level of leadership ement as

mentioned by (Riggio & Bass, 1997). T
Y

On the mention of transactional leadership inv lve?ﬁnd its ability to
motivate followers and ensure improved performané b eldded that most
recommended approach to good management is in the form of ‘active ma agh{&{rt by
exception’ (Riggio & Bass, 1997) It is only o%ﬁe gla leaders 'c%lff)onitor
developments among followers and take correctiye acti M immed@ly or even
before the deviation occurs. As opposed%we m, r::&e t byQ( ption, passive
management by exception may induce%rshi to a %&Qw problem arises.

\

Regardless of the approach used,“one ay zxg%
t €

p rﬁ%.llar situation may call

]
xceptien oyer tl&‘i?ﬁ-er. Regardless of this, the

\
relationship between tr satw lead#ship i tg@s been established (Asencio &
Mujkic, 2016). ’ \f l-((j/
c

The argum esy that (Sédide from transactional leadership,

|
ell g@ dominance in literature as one of the main

N\
forms o% hip that'ca re us generate organizational commitment and help

for active or passive manage

@
transformatio ership ha

follgwes look beyond their s.'%f;interest (Bass, 1990). By putting the interest of the

first, transformational leaders are more capable of promoting organizational

C itment (Bass & Avolio, 2000). As described in context of transactional leadership,
da

ss (1985) argues that transformational leadership exhibit key characteristics of

transformational leadership induces trust and these qualities include (1) building
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commitment among followers, (2) instigating them to achieve above set standards, (3)

activating higher order intrinsic needs, and (4) finally directing attention to how

9

or followers may empower themselves rather that working towards depen

«

Furthermore, transformational leadership and innovationgin China were

examined by Afsar, Badir, & Saced (2014), whose findings showed that psychological

&

empowerment mediates associations between innovativ WWC behaviour and

transformational leadership. Furthermore, Xiao, Zha o (117) rried out
research to assess affected task performances ing Ching, in [whi g @i‘ngs
demonstrate that transformational leaders and a CM%fsharin ledge‘eoth have

positive influences on the performance of taWor }b\ novati@n Korean
workforces has been investigated by Ch%w ull h‘j& g (283 g), who showed
that the presence of transformational leadersgs meaning
behaviour and the sharing of kno %m%n%r =
‘&

Other studies have %ain intel al stimulation, emotional
intelligence, openness (of unication, ai dthe@%h attributes of leaders may be

' F &y
directed at instigati\trus ar‘ N nce i%l(kadership (Bennis & Nanus, 1985;
Gillespie & M@@. c clusiéﬁt‘he concept of resilient leadership was
|
@
coined out of %binat n of anﬁct&cna and transformational leadership as the best

<(k N\
form of/le hip re byfn ed@‘ today’s vulnerable, uncertain, complex and
ambAw CA) world( Dg\ aah, 2015),

\

eadership in Public Sector Innovation (Performance)

0 Leadership has been established as a very important factor in public

organizations (Fernandez & Rainey, 2006; Van Wart, 2005). In “Dynamics of

ass Qed with innovative
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leadership in public service: theory and practice”, Van Wart (2005), analyzed leadership
competences in the public sector into 10 main areas of self-confidence, resw,
decisiveness, energy, need for achievement, willingness to assume re% ility,
service mentality, emotional maturity, persona integrity and flexibility. This direction

of Van Wart (2005) argument was based on the trait theory of leadenghip. It must be

mentioned that the exclusion of other traits was considered d erapping nature

of certain traits. Nonetheless, Van Wart (2005) again e ished k':y behaviors of

ioral hwroach to
X

leadership. Here, Van Wart (2005) established that viors may tﬂs@nted,

people oriented, or organizational oriented beh? hi% i lineq/x;l though

not the same as Likert (1961) original proew f b&]l‘avio theor@ggadership.
It must however be mentionem an )&Qioral approach to

leadership in public was not the egt ralic%

the definition of organizatim\' ntation:

\
defined as a dualism of :taSIWeopll oriefa;ioba.%represent a situational kind of

leadership which brings attention to t al Cct}/,ironment and systems perspectives.

In another invesw by

N
defined with % r attentionte the a@%don of an integrated approach in the public

sector. Q,
&
ere is no doubt th
\

c nt of success in the sector. Despite the varied perspectives of leadership, in the

& ic sector studies including Lambright (1995) has focused on the contribution of
t

leadership in public organizations based on the be

/z
=

d this is embedded in

]
iza&ﬂa behavior in this case is

&

}jloyni n & aham (2004), leadership thoroughly

by

~
4

adership in the public sector remains a critical

2

raordinary characteristics of the individual leaders. Moynihan & Ingraham (2004)

however mentioned that a focus on individual managers in the public sector reduces the
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ability to achieve more generalizable findings which could be of key benefit to public

managers and federal institutions in the present study.

Conceptualization of theories of leadership in the public seﬁhs paid

particular attention to the external environment of the leader and ho activities are
implemented to realize particular agenda (Doig & Hargrove41990)7 Moynihan &

Ingraham (2004) highlighted that Doig & Hargrove (1990) offered excessive

attention to the outside environment within which the

erW&glect the
internal management processes leaders are required to handle alongsi n%hi\ﬂrote,

Moynihan & Ingraham (2004) fall on the transac and trans 10nalyl'%adership

styles as providing answers to the internal “grienta M eadersﬁ}' including

relationship between followers and 1eader@f as tional p§wer of leaders.

Moynihan & Ingraham (2004) argued tha Sﬁg%fo nal leadership model

S
has evolved as highly connect%ﬁ po@er 0 der@ovemment to motivate

followers and create a culture o rg]ﬂ entrepreneurship. This has however

drawn criticisms frm%‘ including eﬁj§@8) that the transformational
:

4
leadership is uns itaﬂfor the \&9\ g ap (f(éh to the government. Moynihan &
x:;}

—

Ingraham (2004) in attempt ha 1 for the public sector came up with an

@
integrated m(%« ich! rathe néle&%@ the political environment as well as the

<k— N\
leadershi ; this‘qn b(lcﬁescribépublic leaders in context of the organization of

whimr possess some amoqu;ontrol.
\ N

ransformational Leadership (TL)

0 Transformational leadership has been widely accepted as the ideal leadership

style in contemporary organizations. This form of leadership has gained recognition due



to the recognizable impact of transformational leadership and its ability to achieve
organizational outcomes such as employee satisfaction (Ling et al., 2011; Ngadw
Ratmawati, 2013) and organizational performance (Afsar et al., 2014) t idely
accepted and mentioned throughout the course of the present study that watlonal
leadership has the unusual ability to instigate higher order need (ClRe’al., 2016a).

They also add that transformational leadership can motivate Nes and generate
jf t

positive emotions, create inspirational vision and direct o'vards achieving

these objectives. ‘
o

According to Kroon et al. (2017), durin 1980s res arches on ‘I‘éadership
sought to investigate ways through which lea 1zat10 \{nto strong
ones. Ultimately, transformational lea@ em, :}ed an ‘& ctive way to
accomplish the goals of 0rgan1zat1ons as well as mpr 1ona1 commitment
whilst developing stronger pro rdﬁ Xch%a s (Chang et al., 2017).
Transformational leadership es a deg%om traditional leadership
approaches including trait, s nd +ti 'y t&%m its unique approach (Han et
al., 2020). Drawing on%ed untlvbi; @sformatlonal leadership by several

&

authors, Aydogd 11' (201 der1x?ﬁve dimensions of transformational

leadership w h undamentdhto lheggznt study - idealized influence (behavior),

idealized (atﬁ spi
1nd1&%‘ consider n"

ydogdu & Asikgil (2011) have defined transformational leadership as

isting of these five dimensions mentioned earlier. The dimensions cover all areas

Qd utilize individualized approach to meet organizational and group goals. Dartey-

Baah (2015) could not have placed it in a better description as:

tonal motivation, intellectual stimulation and

A’&

/&
{4



“Leadership that acknowledges and have full knowledge of how dependent the

attainment of a collective goal is on the relationship and performance of the inovﬂ

constituents of a system” %\

In an attempt to touch on the individual constituents olﬁr&formational
leadership; the first of these is idealized influence (Aydogdu & Asikgil,2011) Idealized

influence is divided into two main dimensions of behav'orWtribute. Idealized

key re alds to yalues and

beliefs as well as the organization’s sense of mission (Antonakis e ale\J%KEpgdu
.

& Asikgil (2011) argued that these actions in inform‘i.n th, en'l‘t%e“}s of the

organization about his or her important Valum h%,\c
impacts of his or her decisions on @niz t1

organization’s main objectives. \

S
It must be mentioned at this.€arly pﬁint that'this @Jute of transformational

influence refers to the charismatic action the leader tak

siderin? he ethical

en&z sizing on the

O

&/
leadership style has been linkhthe T c@smatic leadership approach.

In this leadership approach,leaders are belie edlto.@sess acute skills which cannot be

s s Q’,
found in just any oth&erson 1 Eﬂ'c\ al., 2@ . Due to the embedded inspirational
and motivation% itics S atiz;%/leadership in this area, they are able to

|
@
communicate% effectively: stﬁu&t‘/ﬁ?g followers and creating a sense of group

<‘h- a N\
aspirati%‘ h makes ;Wm:@vithin the organization feel they owe some

responsibility to the betterment@f;jhe organization.
N

% Idealized influence is the second dimension of transformational leadership and

Ontails the attribution of the followers to the leader. As mentioned before, leadership
has taken both a role and attribute perspective and this is acknowledged in defining the

underlying elements of transformational leadership. Here, it refers to what the followers
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think of the leader, whether they consider him or her charismatic, confident and
powerful and whether they like their association with him or her (Aydogdu & A
2011). As Aydogdu & Asikgil (2011) explained, transformational %\ are

optimistic, enthusiastic and emphasize commitment to shared goals.

Inspirational motivation is the third dimension of trans at ;al leadership

and it entails the ability of the leader to be exemplary to his ovollowers. It refers

to the methods utilized by the leader to inspire the fi rs towards achieving the
ay i

organizational objectives as well as their personal goals. The leader ﬂsg?‘the
,é\ | S

b

followers by providing an optimistic view of the nization’s fliture as he ot'she sets

£

a realistic vision and communicates it effectiv& to th M TS, wh@’ providing
them with means to achieve set visions. %Nng ?}u gKakkuri ¢t al. (2016), by

doing so, leaders can motivate followers andradd aneani th&iQork.

A

) N,
Intellectual stimulation %urthﬁime i0n of formational leadership;

according to Dionne, Yamr%), . Sp@ler (2004), the intellectual
promotionlof fo

stimulation dimension%ce L@-ers’ rationality and intelligence,
e ol

and motivating ther&be 1nnr sol$ roblems. Den Hartog et al. (1997)
argued that this dimehgion \Qowe reconsider their own values and beliefs
|

@
as well as the ers’ jvaluesiand b i%f?, they therefore do not completely confine

<(k- N\
themsel% ¢ meth blS‘J"owded@ the leader. They think of new problem-solving
n

X

met& this enables then}\ olve problems that are missed or unnoticed by the

1 N/’ekpor & Dartey-baah, 2017).

Q Individualized consideration is the last dimension of transformational leadership
and refers to the consideration of followers as individuals rather than just members of

the group (Feng et al., 2016). Here, the leader focuses individually on followers’ needs
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and encourages them to develop themselves. The leader guides the followers and

motivates them to reach their full potential by enforcing an organizational clim@t

provides opportunities for followers to learn new things. %\

2.9 RELEVANT EMPIRICAL STUDIES

Numerous empirical studies have investigated the intgic relationships

between intellectual capital, transformational leadership, QB satisfaction, and

organizational innovation. For instance, in a seve ies Gallego Giraldo &

Calderon-Hernandez (2023) Martin-de Castro et al. 19), Yusliza ¢ 1, (2‘(%‘) the
researchers explored the impact of intellectual capital on ogea izational '_\ovation,

T N
emphasizing the mediating role of job satisfagtion.

\ﬂndingﬁgested that

organizations with a higher level of,i al ¢

satisfaction among employees, lea@nc d cfa 'za&nal innovation. This
study provides valuable insights in ntricate int

“« Q-

job satisfaction, and the CM ent effc n thé\ fhnovation climate within
Py

organizations. c

BN
4 F &
Additionall&wole of \fsrmatio eadership in shaping organizational
ne

d to(@ster greater job

innovation has IK ensi inetﬁ}% a study conducted by Al-edenat (2018),
¢ 226
est1

the author i igated the i nég o@ansformational leadership on job satisfaction

NS
and its eqiient im on or%'zational innovation. The results indicated that
tra tional leaders, throug}fheir inspirational and supportive leadership styles,
@ntly enhance both job satisfaction and organizational innovation. By
@1 dating the mediating effect of job satisfaction, this research contributes to a more
omprehensive understanding of the mechanisms through which transformational

leadership shapes organizational innovation. These empirical studies collectively
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underscore the significance of intellectual capital, transformational leadership, and job

satisfaction as critical determinants in fostering a culture of innovationwh

organizations. %\

Agostini, Nosella, & Filippini (2017) conducted a resear%r;tge role of
intellectual capital on innovation among SMEs in Italy which p%cd e significance
of that relationship. Similarly Dost, Badir, Ali, & Tari (Wstudied the same

relationships in their study in Thailand and concluded igr'fLQI?Of human

capital and relational capital in determining innovation. g
p p g § I _\c\;:
Furthermore, a study in China which focused on the igfipact tra@national

leadership on innovation (Chen et al., ZO% on

transformational leadership is signiﬁc@ance innovation. @Sover, Sonmez &

Yildirim (2019) conducted a study ift the health \n;oT @rkey to examine the
moderating role of job autono g nuifses ur@sny hospitals and found

that job autonomy has a statist% sig,i oderating role in the examined model.

X LS

.

e firms nd out that

—

2.10 CONCE

\ p
%%’QO%S assefte thf@atellectual capital can support a firm’s level of

b 4
innovas n. €hen et al. (20006) e@sized that human capital can impact positively on

t rformance development. Based on the resource-based view and resource

endence theory, this study built the main relationship between intellectual capital
01 organizational innovation. Besides, transformational leadership was derived from

leadership model postulated by Ngadiman, Eliyana, & Ratmawati (2013). Moreover,
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based on the previous literature, this study examined the mediation effect of job
satisfaction on the relationship between intellectual capital and transformw

leadership in one side and organizational innovation on the other. Th%\i the

consideration of all the above, a research framework as shown in fi below is
developed: ?

Intellectual Capital

Human capital
Relational capital
Structural capital

Organizational
Job Satisfaction Inoovation

Radical Innovation
Incremental Innovation

Transformational
Leadership

Idealised influence
Inspirational motivation
Intellectual stimulation
Individualised consideration

gé;%tual Framework

&
2.11 RESE@H POT SC—)O
537

T@%dev?l Df} g@ 7 main research hypotheses, whereby there are
s
five dirSt hypothesis and two i &301 hypothesis (mediation hypothesis) to achieve the

ectives of the study which are stated as follows:

1: Intellectual capital has a positive effect on organizational innovation among

Fujairah Police Employees in UAE.
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» H2: Transformational leadership has a positive effect on organizational innovation

among Fujairah Police Employees in UAE. Y'

» H3: Intellectual capital has a positive effect on job satisfaction am@irah

Police Employees in UAE. A

» H4: Transformational leadership has a positive effect on j%Zaction among

Fujairah Police Employees in UAE.
» HS5: job satisfaction has a positive effect on organi 1 inJovation among
Fujairah Police Employees in UAE. .\do Y.
N

» H6: Intellectual capital has a positive indire ct on organiz neg inovation
s b 4§
through job satisfaction among Fujairah Poﬁvmpl i E. oV

» H7: Transformational leadership hascwve indi fect ﬁrganizational
innovation through job satisfactiorw ce En@yees in UAE.

6 [’}
2.12 CHAPTER SUMMA: <(/
N
Y. N
rovided a revi

This chapter ha yte'ra@:lated to the current study. This
review intended to pmhom ﬂ‘e e lf;éﬂanding of the current and previous
issues. Relevant @nd m@ng \ empirical studies in the field have been
highlighted, l%\:on e;ﬁ%?‘,ev&&/ has been illustrated with all its variables

discusse %’l includin
b 4
er

pe$ﬁt, dependent, and mediating variables. Finally,
the ch ncluded with the re&egr.ch hypotheses development.
S
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