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Abstract — The purpose of this study is to growing
innovation capability and significant area of academic
research. This study adopted a efficient review of
literature on innovation capability. This study
proposes a conceptual framework for understanding
strategic planning and leadership management aspects
of innovation capability which would influence
individual performance. The conceptual framework
includes technological diversity as mediating variable
in the effect of innovation capability which would
influence individual performance. The study also
validates the proposed conceptual framework using a
second-order confirmatory factor analysis technique,
namely, structural equations modeling, with the data
collected from 607 followers from 6 MOI departments
in the UAE. The findings suggest that t strategic
planning and leadership management, aspects of
innovation capability has significant positive impact on
individual performance. Moreover, technological
diversity have partial mediation effect in the
relationship between innovation capability and
individual performance. This study contributes to the
research that identifies individual performance
influenced by innovation capability that can affect
organizational performance, particularly in the
context of UAE MOI departments.

Keywords:  Innovation  Capability,  Technological
Diversity, Individual Performance, Confirmatory Factor
Analysis and Structural Equation Modelling.

1. Introduction

Recently in the corporate world, the changes can be
seen quickly, and the ministries of countries are
making progress by following the innovative
approaches. The functionality in ministries can be
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considered a great contributing to its development
and sustainability [14]. The exercise of processing
and consuming operational knowledge or innovative
knowledge to get the most recent knowledge,
facilities, and procedures is known as Innovation
[33].

Innovative capabilities can be seen important aspects
of organizational success and development [41].
Similarly, innovation can be expressed as a major
advantage of the organization [53]. Specifically,
these are organizational skills that generate
innovative knowledge and apply appropriate
knowledge and new concepts to capture market
value effectively. In addition, [56] research mentions
the skills used in the organization to help improve
and change its conventional skills.

Innovation is a consolidated issue that is known as
the medium of competitive advantage of
organisation. It can be achieved, if the organisations
begin to develop or possess their innovative
capabilities based on technological and cultural
diversities [12]. Innovative capability can be termed
as technological development and operational
capabilities that are further developed from
technological learning process as well as
transactional and managerial routines represented by
transaction and management capabilities [3].

In recent time, individual employee’s performance is
related by an important determinants of the
workplace, for long term survival and organizational
success are investigated through these determinants
[42]. Several organizations periodically remain in
contact with employees to get advice and
information.  As a result of the contact of
organization with employees and getting their ideas
in terms of implementing pave ways for the unique
development of the firms and organizations [38].
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However, innovation and organization are complex
urgency and multi-layered phenomena that
deteriorate over the period and necessitate skilled
governance to get the most out of the new way of
working [18]. Over the course of 30 to 40 years,
researchers have conducted extensive research on 4
different levels of investigation titled as
organizational team, individual’s work, and the
multi-level approach based on various disciplines of
management science [6]. Similar research focuses on
the findings of previous studies, bridging the gaps
found in incomplete findings, and providing new
directions for future research. In recent years, people
have done a lot of research on the relationship
between innovative and organizational performance
especially in terms of creativity and innovation in the
workplace [39, 31].

The interior ministry of any country plays a vital role
for managing the security matters of the state and
policy making for public administration and
immigration issues [13]. Whereas, for managing
critical matters on daily basis associated with interior
ministry such as emergency planning and national
security in which the effective performance of the
workforce is considered inevitable [27]. However, in
this advanced era of industrial revolution, it is also
considered one of the major challenging issues for
the government organizations to stabilize and
enhance the performance of each individual working
for organization [23]. But some previous studies [9,
43] suggested that the lack of effective performance
can be minimized through the implication of
innovative capabilities because it facilitates the
organizations to generate innovative strategies
which can lead to effective performance of
individuals.

Also, the innovative capability can create new
opportunities and technological input as well as
increase knowledge base through managing
technological changes [30]. To identify the effect of
innovative  capabilities for  enhancing the
performance of workforce, it requires a set of studies
to analyse systematically in the context of
government owned organizations [32]. Hence, a
number of previous studies confirmed that there are
essential factors to create a right climate conducive
to innovation; including material and moral support,
giving opportunities, accepting risks, the importance
of encouragement and continuous motivation [8, 21].
Besides, some previous studies [2, 24 & 55] also
highlighted that for the improvement of overall
innovative capabilities of any organization, the
employers hiring policies also need to be modified.
According to the study conducted by British Council
specified that 57% of UAE organizations just look
for the intercultural skills during recruitment
process. Whereas as 30% only look for the technical
skills and 12% only seeking for their communication
skills which is not appropriate for developing the
innovative capability of any organization and event

therefore, such policies can affect the task
performance of workforce [55]. Correspondingly,
there is an urgent need of standardized regulations
and framework for measuring the workforce
performance through innovative capabilities in
organisations which can also facilitate the policy
makers [24].

Moreover, [2] has also specified theoretically that
the individual and human resources of an
organization affect directly the ability or
performance of the innovation. Therefore, the
significant activities of innovation can be interpreted
as an excellent corporate performance from the
viewpoint of several stakeholders’ groups [54].
However, an organization continuously practices
innovative capability in order to build a good
corporate performance and to show the impact on
innovative capability which still needs attention
[57]. It evidently shows that there is a need to
concentrate on such theoretical issues like bounding
the innovation process only for staff which is
working for strategic areas and restricting the
involvement of other staff in this process. In this
way, the innovative culture up-brings at various
stages of employees and territories as per their
abilities [54, 51].

2. Conceptual Framework

In previous studies innovation capability and
individual performance has studied without any
mediator or moderator effect. Whereas, previous
studies examined the aspects of innovation
capability and their association with individual
performance. However, few studies examined
innovation capability aspects as a whole in relation
to achieving better performance. These studies
concentrate only on the factors that are related to
innovation capability and their influence on
innovation performance. However, the aim of this
research is to investigate the impact of innovation
capability for the improvement if individual
performance with the mediating role of
technological and cultural diversity. In this proposed
study a conceptual research framework has been
developed by modifying and integrating two
frameworks proposed by [7, 45] as shown in Figure
5. In order to achieve the proposed research
objectives based on the detailed literature review, the
research framework has been developed based on
five independent variables, one dependent variable
and two mediators. Previously, [29] has used cultural
and technological diversity as a mediator for
investigating the effect and interrelations between
organizational culture, innovation and employee
performance which also supports the cognitive
resource diversity theory. Whereas, the main aspects
of proposed conceptual model for this study has also
supported innovation capability model previously
proposed by [7, 45] such as, strategic planning and
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leadership management. While, the proposed
framework will guide Interior Ministry to focus on
the development of 2 aspects of innovation
capability to attain the high level of performance
with technological and cultural diversity. In other
words, the stronger the companies’ innovation
capability aspects, the higher their individual

performance.
Diversity

Strateic
Planning

Innovation Employees’
Capability Performance
Leadership
Management

Figure 1: Conceptual Framework

2.1  Innovation Capability; Strategic
Planning and Employees’ Performance

Strategic planning plays an important role in
developing new product strategies and innovation, it
sets specific and long-term objectives and
determines how MOI, UAE establishes and executes
innovation [36]. Strategic planning also highlights
the individual growth in relation to innovation,
determines the means and ends of the individual,
represents  investment  decisions,  clarifies
competitive opportunities, sets a scheme for
exploiting such opportunities, and involves starting,
developing, and implementing innovation, which in
turn promotes firm performance [36]. Many
researchers have found that, when an organization
applies particular planning phases, it speeds up
innovation processes, which can result in higher
innovation levels and greater firm performance.
Eventually, strategic planning improves the speed,
progress, quality, and productivity of innovation.
According to [22], strategic planning is even more
essential and influential for innovation and
performance of employees in organizations. In this
study, the positive and significant relationships
reported between innovation capabilites like
strategic planning, and employees’ performance are
consistent with the other studies. For example, the
study of [37] illustrating from a sample of 387
employees of different compines allocated in
Canada, found a positive and significant relationship
between strateggic planning and employees’
performance. The study argued that employees tend
to be innovative, and to rely heavily on a strategic
planning to inspire and support them in Canadaian
context. In a study of [40], collected data from 420
employees from different organizations
demonstrated that strateggic planning was an
important enabler of employees’ innovative
behaviour towards their performance. Therefore, the
hypothesis can be formed as;

Hypothesis 1: Strategic planning is significantly and
positively associated with the innovation capability
towards individual performance in the interior
ministry of UAE.

2.2  Inovvation Capabilit; Leadership
Management and Employees’
Performance

MOI, UAE, has failed several times in strong
leadership that lead this firm to strong capability
among the employees, in this research focusing on
how to bring new roles or motivation to lead this firm
in a positive direction. Leadership management is
important for innovation in so far as managers have
the ability to direct and support innovation creation
and sustainability. Thus, managers should increase
individuals’ opportunities to take part in innovation
development and activities. Leadership management
is linked to the organization’s culture and plays a
significant role in encouraging employees [48].
Employees must feel supported as a fundamental
source to generate and develop new ideas and
knowledge; thus management support is required to
provide them with sufficient resources and materials
at the right time to make ideas emerge [50].
Furthermore, leadership is one of the main driving
forces in enhancing an organization’s performance,
and can lead to high levels of coherence, trust,
commitment, stimulus, and performance [58]. The
author found that innovation leadership is associated
with three aspects of a firm’s performance: process
performance, economic performance and product
performance.

In the similar way, the study of [5] collected data
from 263 R&D employees. The study discovered a
positive and significant relationship among
leadership and employees’ performance. Similarly,
the study of [28] illustrated from a sample of 289
employees in a manufacturing organizations and
found a positive and significant relationship among
leadership and employees’ performance. The study
argued that leadership leads to high degrees of
innovation capabilities of employees and enhances
the quality of their performance. Moreover, in the
similar way, the study of [11] drawing from a sample
of 335 employees working in international hotels
found that leadership leaves positive impacts on
employees’ innovative capabilites which lead them
trowards appriciatable performance. The study
argued that leadership can enhance and support the
desire of innovative followers to provide better
performance to organization. Therefore, the
hypothesis can be formed as;

Hypothesis 2:  Leadership management is
significantly and positively associated with the
innovation  capabilities  towards  individual
performance in the interior ministry of UAE.
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2.3  Technological Diversity,
Inovvation Capabilit and Employees’
Performance

For the performance of any individual improved
through the innovation capability then the multiple
technological tools provided by the organization
played an important role. The technological diversity
can also be indicated as all the available diverse
resources, technical gadgets, tool, and databases in
the organization. In this proposed study, the role of
technological diversity will also asses for the
innovation capacity for the improvement on the
performance of individual at MOI, UAE.

In a study of [20] from 36 group leaders and 367
employees in manufacturing compnies found that at
the technological diversity has a partial mediating
influence on the relationship among leadership and
employees performance. The study explored that a
technological diversity is important in encouraging
individuals’ better performance and employees who
work in such environment show high degrees of
innovative performance. This study also presented
that leadership are more able to enhance
performance of employees when they establish
technological enhancemnet in which they value
experimentation and stand on irregular flaws.
Moreover, the study of [34] collected data from a
sample of 284 R&D employees in 43 software
development firms and found that the mediating
effect of a technological diversity between
tinnovation process to develope employees’
capability and performance of employees was
supported. In line with the findings of this study, in
a study of [10] found from 320 employees of
consumer goods companies that the perception of a
technoloical diversity partially mediates the
relationship between knowledge management and
employees’ performance. The study further argued
that technoloical diversity usually involves making
capabilities of employees’ risky choice, and not
considered encouraging if it does not deliver suitable
guidance and structure.

In this study the results argues that innovation
capabilities influence employees’ performance
through stratregic planning, leadership, capability
development, innovation process, and knowledge
managemnt. Hence, another important outcome of
this study is related to the mediating relationship of
technological diversity on the relationships between
innovation capabilities and employees’
performance. This study indicates that the developed
construct of innovation capabilities such as stratregic
planning, leadership, capability development,
innovation process, and knowledge managemnt
could have influences on employees’ performance
behaviour. Technological diversity plays a
mediating role in encouraging employees’
performance through innovation capabilities.

Nevertheless, the significance of this factor, the
results of this study disclose that technological
diversity partially mediate the relationships among
innovation capabilities, and employees’
performance in MOI, Abu Dhabi. Employees’
performance can be helped by improvement of the
tecnological environment of a workplace, like
delivering sufficient resources and time for
performance. Leaders of MOI in Abu Dhabi should
improve the perceptions of individuals by giving
value to their work. The findings of this study
validate these constructs. More specifically, the
results indicate that tecnological diversity
environment in which managers and non-managers
are optimistic, createa great influence of innovation
capability on employees’ performance.

Hypothesis 3: Innovation capability is significantly
and positively associated with the technological
diversity in the interior ministry of UAE.
Hypothesis 4:  Technological  diversity is
significantly and positively associated with the
individual performance in the interior ministry of
UAE.

Hypothesis 5: There is a significant mediating role
of technological diversity between the innovation
capabilities and individual performance at interior
ministry of UAE.

3 Method
3.1  Sample

As was discussed, the aim of this study was to
evaluate the proposed model determining
employee’s perspectives. According to [47], sample
techniques derive in two wide-ranging groups. One
is probability and non-probability sampling.
Usually, probability sampling is chosen once total
generalizability is precarious for the study. Though,
for probability sampling, a requirement is register all
the essentials in the sample frame which is difficult
if the research is employees oriented and country
based. Based on [26]; the effective sampling should
be 384 employees. However, considering the
previous study feeback rate is 25%, the final
sampling is 2032 (stratified sampling).

3.2 Measures

The selection of items discussed in this section were
used to measure the variables in this study. These are
listed as: Innovation capabilities with strategic
planning, leadership management, employees’
performance and mediating impact of technological
diversity. To select the accurate scale items to
measure  these  variables, the  following
understandings were created. Initially, it was vital to
involve scale items that stand for a innovation-to-
employees performance context rather than firm
performance. For this purpose, the scale items
selected for this study were chosen from the
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literature that are most expressive of employees
perception. Another reason of this study was to
include such scale items that can measure and
determine definitions and dimensions extent to
which they represented the content of each variables
used in this research. In the same way the
recommendation of [16] that “The scholar maybe
would like to include scale items with diverse effect
of meaning because the original list will be polished
to create the final measure”. Finally, all items
selection have been adapted from past studies with
reliable and valid measures of variables.

Using 7-point Likert scales to operationalised
constructs, vary between 1= strongly disagree to 7 =
strongly agree. According to few researchers The
Likert-scales were selected because they take less
time, and were easy to answer [1]. [44] presented, an
important disadvantage of the Likert scale is its
shortage of reproducibility. Similarly [17] argued it
is much needed in numerically ordering respondents.
More precisely, the 7-point Likert scale is used
extensively in research. Seven-point Likert scale is
more accomplished than others as it permits greater
judgement and satisfactory differences between
people [17]. The scales items to measure the
considering variables used in this study have been
established from an assessment of the related
literature. A total of 27 scale items were used to
measure the variables in the model. A summary of
the number and sources of the items as showed in
Table 1, used to test variables.

Table 1: Measurement of Variables

Number of
Constructs Items Sources
Innovation
Capabilities
Song et al., 2011,
Grabara et al.,
2011);  Arend,
Strategic Zhao, Song and
Planning 6 Im (2017)
Saunila, 2014;
Zhu et al,
Leadership 2005Atmojo
Management 6 (2015)

Stone, Deadrick,
Lukaszewski and
Johnson (2015):

Technological Adeyeyetolulope

Diversity 5 Charles, 2014
(Bukhamsin,
L 2015; Sampson,
IPr:e(:If\(;Ircrjrl]J:;ce 2017; Lonngvist,
2011; Neely et
10 al.,2010)

3.3  Normality Statistics

On the base of assumption that SEM and factor
analysis both need constructs to be normality for
distribution, it was essential to check the analysis
about distribution of variables [25]. In this study,
skeweness and kurtosis have been used for
ascertaining the normality of the data. The skewness
and Kkurtosis in this study have been worked out for
each construct, which were presented and
summarized results in Table 4.9. The generated
results show that the skewness and kurtosis were
inside the acceptable range of the + 3, as suggested
by [49].

Table 2: Normality Statistics

St
Construc | Ran | Me | d. | Skewn | Kurt
ts ge an | De | ess 0sis
V.
Strategic 6.1 (04 -
planning 7 o 7 | %1% |ose1
Leadershi
p i 59 05| -
managem -7 1 1 0.129 0.475
ent
Technolo
. 59 |05 -
gl_cal _ 1-7 2 9 -0.044 0.121
Diversity
Individua
| 6.0 |04 -
Performa | X7 | 7 9 |90 o057
nce

3.4  Respondent Demographics

The profile of respondents presents under this
section with concern to gender, age, marital status,
position, employment status, tenure and education
level, information that they provided in the first
section of the questionnaire.

As declared in Chapter 3, the sample for this study
involved employees from different departments of
Interior Ministry Of United Arab Emirates. As
shows in Table 4.1, a descriptive statistics of
respondents based on gender. Thus the findings
determined that 81.88% (497 out of 607) of
respondents were male, and 18.12% (110 out of 607)
were female. Total of 2032 surveys, 607 were return
equivalent to a 29.87% response rate. Age of
respondents were majority 31 to 35 years old with
the percentage of 22.57. Another 21.91% of
respondents were 36 to 40 years old. While on the
other hand only 1.81% respondents were above 51
years old. The designation of the respoondents were
15.49% (94 out of 607) of respondents were
manager, 46.79% (284 out of 607) of respondents
were supervisor and 37.73 (229 out of 607) were
designated as staff. The income of respondents were
13.51% (82 out of 607) of respondents indicated
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having less than 10,000 AED, 44.15% (268 out of
607) respondents’ earning 10,000 to 20,000 AED,
29.82% (181 out of 607) respondents’ income
21,000 to 30,000 AED and only 12.52% (76 out of
607) respondents indicated their income were above
30,000 AED. The respondents’ kind of work, while
the highest median of respondents were at
administrative work with percentage of 39.7% (241
out of 607), while the lowest median attained by
training with percentage of 5.27 (32 out of 607).
Sector of employment were 35.75% (217 out of 607)
of respondents indicated the highest median that they
had full-time employment in Police GHQ, while
11.70% (71 out of 607) of respondents indicated the
lowest median that they had full-time employment in
Civil Defense GHQ. Respondents with the highest
median experience were those with above 10 years
(55.68%). Those who had held experience for 5 to 10
years (28.83%) and less than 5 years (15.49%) had
the lowest medians. Qualification of the respondents
were 36.08% (219 out of 607) of respondents held
bachelor’s degrees, 25.21% (153 out of 607) had
high school or less, 17.79% (108 out of 607) of
respondents hold master’s degree, 17.13% (104 out
of 607) of respondents hold diploma and 3.79% (23
out of 607) of respondents had Ph.D’s degree.

Table 3: Respondents Characteristics

Gender Numbe | Percentage
r
Male 497 81.88%
Female 110 18.12%
Total 607 100%
Age Numbe | Percentage
r
Lessthan20 | 35 5.77%
20-25 55 9.06%
26-30 77 12.69%
31-35 137 22.57%
36-40 133 21.91%
41-45 108 17.79%
46-50 51 8.40%
Above 51 11 1.81%
Total 607 100%

Designation | Numbe | Percentage

Manager 94 15.49%

Supervisor 284 46.79%

Staff 229 37.73%

Total 607 100%

Income Numbe | Percentage
r

Less than | 82 13.51%

10,000 AED

10.000 — | 268 44.15%

20.000 AED

21.000 —| 181 29.82%

30.000 AED

Above 76 12.52%

30.000 AED

Total Total 100%

Kind of | Numbe | Percentage

Work r

Administrati | 241 39.7%

ve

Security 143 23.56%

Technical 41 6.75%

Social 45 7.41%

Traffic 57 9.39%

Civil defence | 48 7.91%

Training 32 5.27%

Total 607 100%

Type of Sector Numbe | Percentag
r e

Police GHQ 217 35.75%

Civil Defense GHQ 71 11.70%

General Secretariat of | 99 16.31%

the Minister's Office

Undersecretary Office 75 12.36%

Assistant Undersecretary | 72 11.86%

for Security Affairs

Assistant Undersecretary | 73 12.03%

for Resources & Support

Services

Total 607 100%

Working Numbe | Percentage

Experience r

Less than 5 | 94 15.49%

years

From 5 to 10 | 175 28.83%

years

Greater than | 338 55.68%

10 years

Total 607 100%

Qualificatio | Numbe | Percentage

n r

High school | 153 25.21%

or less

Diploma 104 17.13%

Bachelor 219 36.08%

Masters 108 17.79%

PHD 23 3.79%

Total 607 100%

3.5 Internal Consistency

According to [52], “internal consistency signifies to
the stage to which respondents are reliable across the
items mentioned in questionairre as measurement
scale. Cronbach’s alpha coefficient is used to
measured. Cronbach’s alpha of 0.70 is considered as
a good internal consistency [35]. [25] proposed a
guideline for the acceptance of an alpha coefficient:
Table 4.11 showed that the reliabilities of Strategic
Planning (o = 0.954), Leadership Management (o =
0.935), Technological Diversity (o = 0.872) and
Individual Performance (o = 0.927) with at least 0.70
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and above. The constructs have essential reliability
as they all are very good and excellent, as
recommended by [25].

Table 4: Cronbach’s Alphas of the Construct

Number | Cronbac | Acceptan
Construct of Items | h’s Alpha | ce
Strate_gic 6 0.954 Excellent
Planning
Leadership | 6 Excellent
Manageme 0.935
nt
Technologi | 5 Very
cal 0.872 Good
Diversity

4 Summarized CFA Results

Five constructs represented innovation capability:
strategic planning and leadership management,.
Items retained after CFA, 5 items represent strategic
planning and 5 items represent leadership
management. Responses to 10 items were selected to
confirmatory factor analysis, and the first model
exposed a suitable fit based on the standards for
model fit. The single factor loadings expressed that
all indicators were meaningful and loaded more than
the least standard value of 0.7 [19]. The
technological diversity, after CFA 6 items was
representing technological diversity. Ten items
represented individual performance before CFA, 2
items were removed during confirmatory factor
analysis. Thus, 8 items were representing individual
performance. The precised confirmatory factor
analysis results of all constructs were presented in
Table 4.33 which showed that the fit index for each
of the construct is within/close to the agreed limit.
Moreover, factor loading for each observed variable
is at least 0.40 [15].

Table 5: Items Retained after CFA

Items
Construct Original | Retained | Deleted
ltems after ltems
CFA
Strate_glc 6 5 1
Planning
Leadership 1
6 5
Management
Technological 2
- . 8 6
Diversity
Individual 10 8 2
Performance
Table 6: Summarized CFA Results
Con | C G C A|C
d|C A R
stru h PRIVT F G F M VIR
cts I- | | E

S N/ F ES
q df | A
u
a
r
e
o | 4 o.fo o] ol
P?an s s l20]9 ]9 |9]oo|6 |
nina | 8 32 |5 (26|71 (2],
9 98 |s 4
4
Lea
ders 2 0.
hip 6 0.0 |o. 0.8
Man | 2" o269 (9 (91006 |9
age | g 47 |6 |3 |5 |74 |3 |5
men 718 |8 1
3
t
Tec
el fole e fof3
alg 2 e |22 ]9 |9 ]9 ]00]6 |,
) 36 |6 |2 |7 |68 |8
Dive | 2 9
X 4 13 |2 8
rsity | 8
Indi
X;du 26 9|90 0. 8'
2312719 |9 |o00]|7
Perf |.9 | 8 6 4
orm | 75 8 |g |2 |7 |72
4 |3 0
ance
5 Overall Measurement Model

Inspection of standardized residuals specified that all
residual values were inside the threshold suggested
by [46]. However, modification indices indicated
that the indicator IPE_7 (individual performance)
had unacceptably high value. After iteratively
removing these redundant item, the overall model
fithess came up in good shape. The overall
measurement model is depicted in Figure 2.

=
"

5/ fe 3 ]
El ERINE]
3 = i i |
i i i @ |l
i T

IPE_10

Figure 2: Overall Measurement Model
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Chi-square = 917.243, df = 606, GFI =.937, AGFI =
915, CFI = .939, TLI = .931, RMSEA =. 034, and
Chi-square / df = 1.871

The results showed that the overall measurement
model was well fitted. In sum, the confirmatory
factor analysis results specified that the overall
measurement model is good.

6 Structural Model

In the measurement model (stage one), once all
constructs were validated and acceptable fit attained
[25, 46], a structural model can then be tested and
obtainable as a second and key stage of the analysis
[15]. The structural model has been defined as “the
portion of the model that specifies how the latent
variables are related to each other” [15]. The
purposes of structural model to identify which latent
constructs directly or indirectly affect the values of
other latent constructs in the model [25]. The overall
model is depicted below in Figure 4.26.

O 0 0Ee @ @
@-mm--

() - \

Ol ° 0@ 0

L =0

® Aic
= PE 5 @
&

e 'R p s pEg @

w

w2 ES @

sl s @

e s

Figure 3: Structural Model Innovation

Chi-square = 884.909, df = 606, GFI = .944, AGFI =
.913,CF1 =.947, TLI =.941, RMSEA =. 032, SRMR
=.0221 and Chi-square / df = 1.847

The goodness of fit indices was examined
to evaluate the structural model that hypothesized
structural models fit with data. If it does not fit with
the data, then we have to re specify the model unless
one was achieved that exhibited the acceptable
goodness of fit and is meaningful theoretically for
the observed data [25]. After the underlying
assumptions of SEM were met, the coefficient
parameter was estimated with goodness of fit indices
of overall model for testing the hypothesis H1 to
H10. The evaluation of the structural model of this
study is showed in Table 8.

Table 7: Testing Hypotheses

Hvpothes Standardi | T- P-

izgg Path zed Val | val | Result
Estimate | ue ue

H1: SP-- 6 564 | ..« | Signific

>|C ' 1 ant

H2: LM-- 42 5.02 | ..« | Signific

>|C ' 1 ant

H6: IC -- 33 4.28 | .. | Signific
>|PE ' 9 ant
H7: 1C-- 63 6.97 | s | Signific
>TD ' 6 ant
H8: TD-- 56 6.17 | ,ux | Signific
>|PE ' 1 ant

7 Mediating Effect of Technological
Diversity

Hypothesis 11 tested the mediating relationship of
technological diversity with innovation capability
and individual performance. The procedure for
testing mediator as outlined by [4] as followed.

D

IPE

Figure 4: Mediating Effect of Technological
Diversity

The model showed the mediating effects of
technological diversity with innovation capability
and individual performance. The procedure to find
the mediation effect by [4]. The indirect effect in the
model is .35 (.63 x .56 = .35), while the direct effect
is .33. Meanwhile the indirect effect is greater than
the direct effect, the mediation occurs. The type of
mediation is partial mediation since the direct effect
was also significant.

The results of any mediation test should be
reconfirmed by using the bootstrapping procedure
[4]. This study has conducted through the Maximum
Likelihood Bootstrapping procedure with bootstrap
sample of 1000 and a bias correction confidence
interval of 95%. The results obtained as shown in
Table 4.35.

Table 8: The Results of Bootstrapping Procedure
(Technological Diversity)

Indirect Direct
Effect Effect
Bootstrapping .36 .33
Results
Bootstrapping .000 .001
P-Value
Result Significant. Significant
The mediation
occurs

Thus, the result of mediation test has been confirmed
by the bootstrapping procedure. Partial mediation
occurred since direct effect of innovation capability



Int. ] Sup. Chain. Mgt

432

Vol. 8, No.5, October 2019

and individual performance was also significant.
Hence, the hypothesis 11: mediation effect of

technological diversity is accepted.

8 Conclusion

In this study, the developed research model merges
innovation capabilities, employees’ performance,
and technological and cultural diversity. The model
recommends that innovation capabilities such as
strategic  planning, leadership  management,
capability development, innovation process and
knowledge management, and technological and
cultural diversity used as mediator variables, are
important predictors of employees’ performance in
ministry of interior in Abu Dhabi.

Grounded upon the research model as shown in
Figure 5.1, three analyses were executed to test the
12 hypotheses. The first analysis was an empirical
examination of the influence of strategic planning,
leadership management, capability development,
innovation process and knowledge management on
innovation capabilities and the influence of
innovation capabilities on employees’ performance
in ministry of interior in Abu Dhabi [59] [60] [61]
[62]. The second analysis assessed the extent of the
effects of technological diversity as a mediator in the
relationships between innovation capabilities and
employees’ performance in ministry of interior in
Abu Dhabi. Finally, the third investigation assessed
the mediating influence of cultural diversity on the
relationships between innovation capabilities and
employees’ performance in ministry of interior in
Abu Dhabi [63] [64] . The summarised results from
these three examines are in the next section.

9 Implications of the Research

It is predictable that the results of this study will help
in understanding the innovation capability of
employees in Abu Dhabi and their performance,
especially within the context of MOI. This study
concludes that employees in positions in MOI in Abu
Dhabi, by displaying behaviours like strategic
planning and leadership management will foster and
enhance employees’ performance. These two
dimensions, under the construct of employees’
innovation capability, were empirically investigated
and found to have positive and significant influence
on employees’ performance in MOI in Abu Dhabi.
Hence, employees’ innovation capability in Abu
Dhabi are encouraged to develop their strategic
planning and leadership management, regarding the
innovative capabilities identified here, which will
assist them to nurture and strengthen employees’
performance. The qualities associated with the
construct of innovative capabilities raise employees’
motivation and support them to show and share their
performance. Employees’ innovative capabilities,
particularly in Abu Dhabi, who embody these

qualities will be able to compete against better
organized, and work enviornment their own
departments survival and sustainability in today’s
fast-paced organisational environment.

10 Directions for Future Research

Even though this study has established a model that
delivered an actual association between different
capabilities of employees towards employees’
performance, also technological playing as
mediators between them, useful areas for future
research stay remain. For instance, assumed that the
consequences of this study were limited to few major
departments of MOI in Abu Dhabi viewpoints,
results could be diverse when other departments
were measured. This proposed a necessity for more
longitudinal-cultural research to classify whether
capabilities of employees perform in the same way,
or there is to some degree of exclusive about
departments of Abu Dhabi.
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