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ABSTRACT— The study examines how transformational
leadership can contribute to the innovation and agility of
employees and organizations in UAE smart government
institutions. Even though a lot of money has been spent on the
digital infrastructure most government departments have not
been able to develop innovative organizational cultures that can
harness all the technological abilities. Using a quantitative
survey that was conducted with 150 government employees that
work in three large entities in the UAE, this paper was able to
investigate the effects of transformational leadership in
enhancing the innovative behaviors of employees and
responsiveness of organizations. The results indicate that
transformational leadership has a strong influence on the
worker innovation (B = 0.68, p < 0.001) and organizational
nimbleness (f = 0.72, p < 0.001). The main suggestions are to
create the leadership programs based on transformational
skills, develop the innovation systems, develop the cross-
functional digital teams, and introduce the performance
measurements in accordance with the innovation outcomes. The
present study would be relevant to the comprehension of
leadership-powered digital transformation in the government
setting and offer practical suggestions to UAE policymakers that
are working on the Digital Government Strategy 2025.

Keywords—Transformational = Leadership,  Employee
Innovation, Organizational Agility

I. INTRODUCTION

The UAE has placed itself among top world leaders in digital
transformation of the government due to the UAE Digital
Government Strategy 2025. The overall framework is new to bring
about full digitization of the government services with the focus
being to reach 90% federal services completed end to end digitally.
The plan focuses on digital by design, data-centric strategies, being
proactive and delivering services to people in a user-centric manner
with a goal of training 10,000 federal government workforces on the
use of artificial intelligence, blockchain and Internet of Things
technologies.

Nevertheless, even with the significant investment in technology
a significant disparity exists between the digital infrastructure

implementation and the innovation capabilities of organizations. The
challenge is that many of the UAE government departments have
sophisticated digital resources but cannot create an organizational
culture that is creative enough to utilize them to the fullest. It is no

longer a technological infrastructure that is needed in the digital
transformation process but leadership strategies that ensure

employees are creative, take calculated risks, and respond to
changing needs of citizens quickly.

The UAE smart government organizations are in a paradox situation
wherein massive digital infrastructure investments have not been
proportionately transferred to the creation of innovative
organizational behaviors and responsive operations. Digital
technologies are usually implemented by government departments in
a reactive manner when a particular tool is used to replicate an
already-existing process instead of entirely reinventing the service
delivery paradigm. Workers can have access to a sophisticated
system without the psychological safety, motivation, and leadership
that support experimenting with new ways of doing things
respectively trying out old ones.

Moreover, organizational agility the ability to feel environmental
shifts and react quickly by reconfiguring resources and processes
has not been well developed in most government organizations. The
nature of traditional public sector such as risk aversion, rigidity of
procedures and hierarchical decision-making systems prevents the
ability to take flexible and adaptive behaviors that are imperative in
governance in digital age.

The proposed research is expected to investigate the application of
the transformational leadership concept in improving employee
innovation and organizational agility in smart government
organizations in the UAE. The purpose of the specific objectives is
to: (1) understand the exercise of current transformational leadership
practices and scope of gaps impeding innovation; (2) assess the
relationship between transformational leadership actions and
employee behaviors indicating innovative work to the organization;
(3) determine the influence of transformational leadership on
organizational agility; (4) identify the mediator variables e.g.
organizational culture which has been facilitating or restricting the
effects of transformational leaders; as well as (5) develop actionable
recommendations to government leaders and policymakers.

II. LITERATURE REVIEW

A. Transformational Leadership Theory

Transformational leadership: Transformational leadership was
developed by Bass and Avolio as a paradigm in which leaders
inspire followers to be more motivated, morally uplifted, and
working more effectively by their ability to articulate a vision and
through inspirational communications and providing a good
example. The model considers four dimensions which include the
idealized influence (role modelling), inspirational motivation
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(communication of strong visions), intellectual stimulation
(fostering creativity and challenging assumptions), and an
individualized consideration (attention to development needs)
dimension. Studies prove that the ability of transformational
leadership to create innovation-fearing conditions through the
development of psychological safety allows employees to suggest
innovative ideas without the fear of being penalized (Afsar and
Umrani, 2020).

B. Employee Innovation in Digital Transformation

The innovative behavior of employees includes identifying the
problem, developing innovative ideas, promoting, and putting new
ideas to practice. In digital transformation situations, innovation
means not just technology adoption, but process redesigning, service
model innovation and cooperation with a focus on harnessing the
digital potential. The studies conducted in the framework of the
UAE public sector confirm that HRM practices, innovation climate,
and the productivity of the employees proved to be highly
interrelated (AlDhaheri et al., 2023). Research indicated that
difficult appraisal-framing digital transformation as an opportunity
and not a threat and organizational culture support play a very
important role as critical mediators between digital transformation
initiatives and innovative behaviors of employees.

C. Organizational Agility and Digital Transformation

Organizational agility is the ability to perceive the changes in the
environment, make fast decisions and respond to changes by
reconfiguring resources and adapting processes. It has been shown
that organizational agility is a mediator variable that plays a critical
role in linking digital transformational leadership and desirable
results of digital transformation (AlNuaimi et al., 2022). Research
based on structural equation modeling shows that digital
transformational leadership is a significant contributor of
organizational agility that contribute to digital transformation
success. This relationship under mediation suggests that leadership
will have effects on digital transformation results in the form of
creating organizational abilities to adapt quickly, as opposed to
technological intervention.

D. UAE Smart Government Context

The Digital Government Strategy 2025 of the UAE lays up an
elaborate set of structures which include digital enablers such as
unified digital identity schemes, national digital wallets, and
national online signature. Nevertheless, studies that analyze the
topic of UAE government digital transformation indicate that certain
challenges are still present. In the research conducted by Al Qudah
(2024) on 223 government employees, digital transformation
adoption has challenges that have to be overcome with prudent
leadership methods that focus on the quality of decisions, the
effectiveness of communication, and ethical issues. The research
examining the smart government effectiveness in the UAE public
organizations illustrates that internal government efficiency and
infrastructure to implement the smart government services are
significant predictors of smart government success (Abdulqader and
Al Marri, 2020). Based on the existing literature, this paper presents
a theoretical framework that examines the connections between
transformational ~ leadership, = employee innovation, and
organizational agility in smart government organizations in the
UAE. Transformational leadership should enhance innovation
among the employees through intellectual stimulation and
psychological empowerment. Moreover, it is bound to have a direct
influence on the level of organizational agility as it facilitates
quicker decision-making and responsive actions. Organizational

agility is also expected to improve through employee innovation that
would facilitate the execution of emerging ideas and responsive
practices. Based on that, the current study develop its hypothesis and
conceptual model:

H1: Transformational leadership has a positive impact on
innovation by employees.

H 2: Transformational leadership has positive effects on
organizational agility.

H3: Organizational agility is positively affected by employee
innovation.

Figure 1: conceptual model
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III. DATA METHODOLOGY

A. Research Design

Using a quantitative approach, the proposed research involves
the use of a structured questionnaire survey as a study instrument to
identify correlation between transformational leadership, employee
innovation, and organizational agility. The cross-sectional survey
design will allow the systematic measurement of leadership
behaviors, the perceptions of employees and organizational
outcomes as well as the statistical analysis of relationships strength
and pattern.

B. Sample and Data Collection

The target market will include employees of the federal and
emirate government agencies located in the UAE who are currently
involved in smart government programs. A purposive sampling
method was used to identify government organizations that have
prepared digital transformation programs. The sample contained
workers in three large state organizations who were representing
various functional areas. One hundred and fifty complete responses
were received in online surveys distribution in a four week time
period, a response rate of 62 percent.

C. Measurement Instruments

Transformational leadership was assessed with the help of the
modified Multifactor Leadership Questionnaire which was based on
four dimensions. The innovative behavior of employees was
evaluated using items assessing the idea generation behavior,
promotion behavior, and implementation behaviors that concerned
the nature of digital transformations. The measurement of
organizational agility was made through the items that evaluated the
sensing abilities, speed, and flexibility of decisions, and
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implementation. The scoring scales were all Likert five-point scales.
The demographic questions included in the questionnaire gathered
information on age, sex, education, tenure in the organization and
level of position.

D. Data Analysis

Data screening, followed by calculating descriptive statistics,
reliability, and correlation analyses were performed to examine
bivariate relationships and determine primary hypotheses of the
research taking into account the demographics. Further discussion
involved possible mediating variables through  which
transformational leadership can have an influence.

E. Measurement Model Assessment

The constructs were tested with the help of Confirmatory Factor
Analysis (CFA) to determine the validity and reliability of the
measures. Measurement model was found to have acceptable fit
indices, with the indices being greater than recommended values
(CFI > 0.90, TLI > 0.90, RMSEA < 0.08, SRMR < 0.08).
Convergent validity was achieved since all the loading factors were
significant and greater than 0.60. Also, the all constructs values of
AVE were greater than 0.50 and the values of Composite Reliability
(CR) were greater than 0.70; these values were satisfactory internal
consistency values.

F. Ethical Considerations and Limitations

The study was conducted according to ethical principles such as
informed consent, protection of confidentiality and voluntary
participation. Permission to conduct the surveys was received by the
organizations in advance. Limitations involve that cross-sectional
design did not allow attributing definite causality, the possible risk
of self-report bias due to the use of self-report questions, purposive
sampling, and possible generalizability as it was narrow to UAE
contexts, and the possibility that there was a limit in the scope of
transferability to other contexts due to the cultural circumstances of
the UAE. Due to the self-reported information, a single factor test of
Harman was performed to determine whether common method bias
was present. These findings were that there is no one factor that
explained the most variance (less than 50%), which means that the
common method bias is not a major issue in this research.

IV. FINDINGS, ANALYSIS, AND DISCUSSION

A. Sample Characteristics

The population sample so formed was 150 government
employees containing 58 and 42 per cent males and females
respectively. The age range was 23% at the age of 25-30, 31%
in the age range of 31-35 years, 28% in the 36-40 years age
range, and 18% above 40 years. The level of education was
found to be highly qualified with 67% having bachelor
degrees, 28% with master degrees while 5% had doctoral
qualifications. The position levels were 41 percent frontline,
43 percent supervisory staff as well as 16 percent middle
management.

B. Descriptive Statistics and Reliability

Transformational leadership had a mean rating of 3.62 (SD
= 0.74) on the five-point scale, employee innovative behavior
had a mean of 3.48 (SD = 0.68), and organizational agility had
amean of 3.71 (SD = 0.62). Internal consistency was found to
be acceptable according to the reliability analysis: the

transformational leadership had a Cronbach alpha of 0.89,
employee innovative behavior of 0.86 and organizational
agility of 0.88.

Table 1: Descriptive Statistics and Reliability Coefficients

Variable Mean SD Cronbach a
Transformational 3.62 0.74 0.89
Leadership
Employee 3.48 0.68 0.86
Innovative Behavior
Organizational 3.71 0.62 0.88
Agility
C. Correlation Analysis

The Pearson correlation analysis showed that there were
significant positive correlations between the primary study
variables. Transformational leadership showed a good
positive relationship with employee innovative behavior (r =
0.65, p < 0.001) and organizational agility (r = 0.69, p <
0.001). Innovative behavior among the employees and agility
of an organization were highly correlated (r = 0.58, p <0.001).
Looking at transformational leadership dimensions in
isolation, intellectual stimulation was found to be having the
highest correlations with both the innovative behavior (r =
0.71, p < 0.001) and the organizational agility (r = 0.68, p <
0.001).

Table 3: Correlation Matrix (*** p < 0.001)

Variable TL EIB OA

Transformationa 1.00 - -
1 Leadership (TL)

Employee 0.65** 1.00 -
Innovative *
Behavior (EIB)

Organizational 0.69%** 0.58%** 1.0
Agility (OA) * * 0

D. Regression Analysis

Various regression analysis on the effect of
transformational leadership on employee innovative behavior
was statistically significant (F = 45.23, p < 0.001) with a
variance explained amounting to 48 (R? = 0.48). The strongest
predictor (B = 0.68, t = 9.34, p < 0.001) was the
transformational leadership. Education level is the only
demographic control that had a significant relationship with
innovative behavior (= 0.18, p < 0.05). Additional result
showed that when all the dimensions were simultaneously
tested, intellectual stimulation ( = 0.52, p < 0.001) and
individualized consideration (B = 0.31, p < 0.01) were
significant to predict innovative behavior.

Table 3: Regression Analysis Results (*** p < 0.001, * p <
0.05, ns = not significant)



Predictor Employee Organizational
Innovation Agility B
Transformational 0.68*** 0.72%**
Leadership
Education Level 0.18* 0.12 ns
R2 0.48 0.53

Regression analysis of the organizational agility was
statistically significant (F = 52.18, p = 0.001) and explained 53
percent of variance (R? = 0.53). Transformational leadership
was found to be a strong predictor of agility in organizations (3
= 0.72, t = 10.67, p < 0.001). The impact of demographic
variables on organizational agility perceptions was low.
Idealized influence (b = 0.38, p under 0.01) and the intellectual
stimulation (B = 0.45, p under 0.001) were the strongest
predictors in simultaneous regression.

Figure 1: Transformational Leadership and Employee
Innovative Behavior
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E. Key Survey Findings

Survey responses provided additional nuanced insights.
Most of the respondents (68 percent) were of the opinion that
their leaders do push them to look beyond the old frameworks,
but only half of the respondents thought that their leaders
actively solicit their ideas on how to do services better. To

measure innovative behaviors, 71 percent of the respondents
claimed to be frequently able to find willingness to enhance
service delivery with digital tools, however, 43 percent
commonly use innovative ideas. This is an implementation
gap that focuses on an obstacle between the responsiveness of
the idea and its execution. Also, a third of them were worried
of the negative implications of failed innovation efforts
indicating that risk aversion is still a major innovation barring
factor.

Mixed perceptions were found with organizational agility
items. Whereas 67% considered that their organizations are
responsive when it comes to responding to the feedback of the
citizens, 49% of the respondents felt that their organizations
were quick to embrace emerging new technologies whenever
they came across such opportunities. In addition, half
expressed that bureaucracy is an issue that slows down
implementation and forty two percent believed the process of
decision making was too centralized.

F. DISCUSSION

The results offer solid empirical evidence in support of the
transformational leadership importance in promoting
employee innovation and organizational agility in entities of
smart government in the UAE. The positive close
relationships that were observed are consistent with
theoretical propositions and complement the body of current
knowledge as they indicate that these relationships are
relevant in the context of digital transformation in the public
sector of UAE. The fact that intellectual stimulation has such a
potent effect on all the outcomes deserves a mention, and the
focus on preventing simplistic assumptions that is inherent in
this dimension seems particularly appropriate in the context of
digital transformation that demands reconsidering the core
processes.

The lag between idea generation and implementation
points to a serious issue that needs particular consideration.
Whereas transformational leaders are effective in generating
creative thinking, structural and systemic obstacles hinder the
translation of ideas into solution implemented. It implies that
wholesome digital transformation should be taken up
concurrently whereby leadership development, organizational
structure redesign, resource allocation schemes, and
performance evaluation systems that reward innovation
efforts irrespective of the short-term results are concerned.
Besides the identified direct relationships, the findings support
the theoretical assumption that leadership behaviors are
central to  supporting  innovation-driven  agility.
Transformational leadership, especially via intellectual
stimulation, seems to establish a climate of experimentation
and adaptability of thought. This is particularly important in
the field of digital government, where technology evolves
quickly, necessitating constant learning and responsiveness.

V. RECOMMENDATIONS

A. Leadership Development Initiatives

The UAE government agencies would need to institute
rigorous transformational leadership development initiatives



focused on the leadership of all organizational levels in terms
of intellectual stimulation and personalized consideration
skills. The training modules can incorporate real-life activities
of getting to challenge assumptions, conducting creative
problem-solving workshops, and offer individual coaching.
The introduction of digital transformation-specific content on
the issues of application of the transformational behaviors in
the environment of the fast change of technology should be
introduced into the leadership development. Having
mentoring programs in which experienced transformational
leaders are paired with the emerging leaders can be used to
transfer skills practically.

B. Innovation Infrastructure and Support Systems

To overcome the implementation gap, the state actors are
supposed to have formal innovation infrastructure that helps in
idea pushing through idea conception stages to
implementation. This infrastructure must have specific
innovation teams that review employee proposals, rapid
prototyping capabilities that can be used to run tests quickly,
and simplified processes that can help facilitate innovation
pilot. The mechanisms used to allocate resources should be
rigorous in the integration of innovation support, whereby
resources available to employees in terms of time, funding and
technical support are known. Success and failure Performance
appraisal systems need to be reformulated to reward any
innovation efforts which should be explicit that not all
innovations would be successful.

C. Organizational Structure and Process Redesign

Government agencies need to establish and remove
procedural processes that are now redundant in digital
operation space in terms of critical control and accountability
roles. Decisions relating to the company also ought to be
delegated to the relevant levels such that frontline employees
and the supervisors make swift decisions without having a
long approval chain. The digital transformation teams that
cross-functional team comprised of employees representing
various departments would increase the levels of agility and
innovation through knowledge sharing and silos reduction as
well as ensuring a quicker response to mobilize the
capabilities that existed across organizational boundaries.

D. Culture Change and Performance Metrics

The root cause of continuing risk aversion must be tackled
through culturally planned efforts to stress that risk-taking
based on calculations and experience-based learning are
important elements that should be appreciated. Top
management members must repeatedly convey the idea that
innovation is a risk and that companies know what to do when
the initiative fails. Government agencies are advised to put in
place elaborate measures that monitor the innovation efforts,
performance agility and transformational leadership practice.
Continuous review and reporting of such metrics to the top
management keeps the priorities of innovation and nimbleness
on the strategic agenda with other conventional performance
and compliance indexes.

According to the empirical data, a number of specific
recommendations can be suggested:

First, due to the high positive relationship between
transformational leadership and employee innovation (b =
0.68), leadership development interventions in government
organizations in the UAE should focus on the intellectual
stimulation and individualized consideration competencies.
These dimensions proved to be the most predictive and are
important in encouraging innovative behaviors amongst the
employees.

Second, given that the concept of transformational
leadership and that of organizational agility are strongly
interrelated (b = 0.72), the organizations are supposed to make
institutional leadership practices that favor decentralized
decision-making and flexible governance systems. This will
increase responsiveness and decrease delays of bureaucracies.

Third, the fact that employee innovation and
organizational agility have a positive relationship (r = 0.58)
demonstrates the necessity to reinforce the innovation
implementation mechanisms. The governmental
organizations are to introduce the systematic pipelines of
innovation (i.e., idea screening, rapid prototyping, cross-
functional collaboration platforms).

Lastly, to bridge the perceived gap between the idea
generation and implementation, the performance management
systems are to be restructured to incentivize the innovation
efforts, even failed efforts to prevent risk aversion and
promote constant experimentations.

VL CONCLUSION

Empirical data on transformational leadership revealed in
this research indicates that such leadership is of paramount
importance in promoting innovation and agility of employees
in smart government organizations in the UAE. Even though
the investment in digital infrastructure is significant, to
achieve all the potential of transformation it is important to
find leadership styles that are particularly used in developing
new behaviors of employees and responsiveness of
organizations. Intellectual stimulation and one-on-one
consideration dimensions of transformational leadership are
influential in forecasting employee innovative working
behaviors and perceptions of agility in an organization among
employees working within the UAE government.

Results show that although UAE government agencies
have realized some advancement in digital transformation,
there are a series of challenges such as risk aversion,
implementation barriers, and structural constriction of agility
that still restrain the realization of innovations. The following
issues should be systematically addressed by means of
leadership development efforts, establishment of an
innovation infrastructure, the redesign of the organization,
culture change efforts, and the proper performance
measurement. Effective digital change does not merely consist
of the deployment of technology but poses inherent
requirements of the human and organizational capacity
development.

The process of full achievement of smart government in
the UAE will be defined not only by the level of technological
development but also leadership, organizational flexibility,
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and innovation potential of employees. Transformational
leadership is an established method of driving the human and
cultural change required to support digital initiatives to reach
their scalp in improving citizen services, efficiency in
operations, and competitive advantage on the national level.
Transformational leadership development should be among
the key strategic investments by the government leaders and
policymakers in the exploration of agile returns in the long
term in the form of innovation, agility, and eventually, the
fulfilment of digital government visions.

This research paper will add value to the body of existing
literature by empirically confirming the connections between
transformational leadership, employee innovation, and
organizational agility in the framework of UAE smart
government organizations. It builds on the previous studies by
illustrating that the influence of behavioral aspects of
leadership is fundamental in the transformation of digital
infrastructure investments into concrete innovation and agility
results.

This study has a number of limitations despite its
contribution. The cross-sectional design does not allow causal
inference, and future research should consider longitudinal
approaches which provide a better capture of dynamic
relationship in the course of time. Also, it is recommended that
future researchers should use structural equation modeling to
better test mediation effects and increase the rigor of analysis.
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