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ABSTRACT

Transformation of the public sector driven by global competition towards improving services
and facilities has been the focus of the UAE government in the recent decade. Hence, this
study uncovered the effect of innovations on employees’ job performance in the government
sector. The study adopted quantitative approach where data was collected through
questionnaires survey and analysed statistically. Questionnaire was designed based on the
literature review where the main content of the questionnaire are factors on innovations and
employees’ job performance in the government sector. The survey utilized simple random
sampling methods among employees in the Ministry of Culture, Youth and Community
Development UAE. The respondents were staffs from management, human resource,
employee relations, operations and training departments. A total of 300 questionnaires were
distributed randomly and 265 were returned. Collected data have undergone data screening
and found 258 responses were valid for further analysis. At the initial stage, the collected
data were analysed using descriptive and univariate approach in SPSS software. It was found
that five most significant factors affecting the oil and gas company performance are rewards
and recognition, low employee turnover, effective behaviour, assuring job security and
effective support system. The collected data was used to developed and assessed PLS-SEM
model of casual relationship between the factors affecting oil and gas company performance
using SmartPLS software. The model has two components which are measurement
component and structural component. Measurement component is the relationship between
the factor/variable/item and the independent/latent construct. It was been assessed with three
criteria which are indicator reliability, convergent validity and discriminant validity. The
results indicate that each of assessment criteria has achieved with the stipulated guidelines
for PLS model assessment. While structural model is the relationship of independent
construct with the dependent construct. The model was assessed based on five criteria which
included path coefficients (), coefficient of determination (R2 value), effect size (f2), and
predictive relevance (q2). Results of the assessment found that the model has substantial
explaining power in representing the impact of the five groups of factors affecting the oil &
gas company performance. In term of path analysis, Leadership and Job satisfaction groups
of factors have significant relationship with the company performance. In term of effect size
and predictive relevance, the model showed that only two group of factors which are
Leadership and Job satisfaction were having small effect or relevant to company’s
performance while other groups have no effect size. Even though some of the results are not
as expected as the hypotheses but it can be concluded that the structural model has been
validated statistically. The data was to develop mediation model in SEM-AMOS software
which comprises of innovation dimensions as independent constructs, job performance as
dependent construct and mediates by technology construct. The model was assessed at two
levels where at the measurement level was to ensure that the variables are in the respective
construct using confirmatory factor analysis and at structural level to determine path
relationship between the constructs. The overall results indicate that the innovation
dimensions have positive effect on employees’ job performance. Unfortunately, the
technology has no mediation effects to the relationship between innovation dimensions and
employees’ job performance. It is hoped that this study will be a viable tool for improving
job performance in the UAE government sector.



ABSTRAK

Transformasi sektor awam di pacu oleh persaingan global terhadap penyampaian
perkhidmatan yang lebih baik telah menadi tumpuan kerajaan UAE dalam beberapa dekad
kebelakangan ini. Cabaran yang dihadapi oleh sektor kerajaan adalah untuk menjamin
peningkatan berterusan dalam kecekapan kakitangan untuk memberikan perkhidmatan
berkualiti tinggi. Kesusasteraan menunjukkan bahawa inovasi adalah salah satu faktor utama
untuk kejayaan, kelangsungan hidup dan kelebihan daya saing yang mantap. Sifat klasik
sebahagian besar sektor kerajaan termasuk UAE adalah kurang sistem penilaian prestasi
kakitangan yang telus yang dilihat sebagai penyumbang penting kepada keadaan semasa
prestasi kerja pekerja yang lemah. Antara masalah yang paling buruk bagi pekerja UAE
adalah keletihan yang berlebihan, pelepasan awal dari kerja tanpa notis, jam makan tengahari
yang lama, menggunakan alasan bahawa masalah domestik mengganggu kerja, kehadiran
serta aduan merasa tidak sihat untuk pengecualian tugas. Oleh itu, ia merangsang untuk
mengkaji kesan inovasi terhadap prestasi kerja pekerja di sektor kerajaan. Kajian ini
menggunakan pendekatan kuantitatif di mana data dikumpul melalui soal selidik dan
dianalisis secara statistik. Sebanyak 300 soal selidik telah diedarkan secara rawak dengan
260 jawapan didapati sah. Data yang dikumpulkan telah menjalani pemeriksaan data dan
analisis deskriptif. Akhir sekali, data digunakan untuk membangunkan SEM-AMOS yang
berkaitan dengan konstrak inovasi dan kepuasan kerja dengan pengantara melalui konstrak
teknologi. Pemodelan dan penilaian yang dijalankan ke atas model ini mendapati bahawa
kumpulan yang dikaji mempunyai kesan positif terhadap prestasi kerja. Penemuan
mendedahkan bahawa, inovasi organisasi, inovasi produk, inovasi proses dan inovasi
pemasaran mempunyai hubungan negatif dengan teknologi. Selain itu, inovasi organisasi,
inovasi produk, inovasi proses dan inovasi pemasaran secara positif dikaitkan dengan
prestasi kerja para pekerja. Bagaimanapun, diharapkan kajian ini akan menjadi alat untuk
meningkatkan prestasi kerja di UAE.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

In the current economic situation, individuals, companies and governments around
the world are striving to outperform their rivals because of competition. Hence all
stakeholders are expected to improve the organisation performance, especially
employees’ performance. Employees' job performance is centred on the effective and
efficient when conducting the given tasks. When employee performance increases it
will trigger a positive trend of the organization/company efficiency (economic and
operational) (Mohammed et al, 2018). By understanding and exploring these
variables which are the influence of employee performance to organisation
performance, it should become priority for organisations. However with the
introduction of innovation, it is seen as one of the drivers to improve the performance
(Lewin, Massini & Peeters, 2009). As argued by McAfee (2012), innovation drives
productivity in the organization which in turn brings a change in decision making.
Achieving superior and effective performances at global environment for
public and private sector organisations are more critical now than ever before to
remain competitive. Thus, organizations should be able to improve by providing
better service at minimum costs. The current economic environment need public
sector to improve its performance comparable to the private sector which seems
more efficient. To improve and sustain the organization performance, it improvement
processes and additionally motivating employees to give their best effort on the job
performance (Sanderson et al., 2009). Undeniably, many of the transformation failed
because the underlying factors that drive the performance of people are not

comprehensively addressed. Some of these factors are employee engagement



(Ibrahim & Falasi, 2014), condition of service, remuneration (Al Nagbi et al., 2018),
management capability, job security, creativity and innovation (Mohammed et al.,
2018; Sanderson et al., 2009).

Globalization increases competition to survive and compete in the
challenging business and market environments, organisations need to keep
innovating and continue offering new and superior products and services (Yang et
al., 2012). Innovation was initially defined by the German economist and political
scientist Joseph Schumpeter who described it as the motivating force for
development. Joseph Schumpeter as father of innovation stated that maintaining
economic development should be driven by “creative destruction” where it generates
significant disruptive changes (Vilanova et al., 2012).

Organisation needs to develop innovation competence in order to be
innovative. It requires innovation processes which are the systems and activities for
utilising the innovation potentials (Saunila et al., 2012). There are varieties of
innovation definitions in the literature but no globally accepted consensus on the
meaning of the term (Amara & Landry, 2005). Other literatures asserted that
innovation is one of the critical success factors and survival strategies of
organisations (Jimenez & Sanz-Valle, 2011; Bell, 2005; Cho & Pucik, 2005;
Gopalakrishnan & Damanpour, 1997; Damanpour, 1996; Fiol, 1996; Wolfe, 1994).
Another assertion to an organisation is the sustainable competitive advantage
(Standing & Kiniti, 2011; Bartel & Garud, 2009; Johannessen, 2008; Mumford &
Licuanan, 2004).

Innovation is essential factor in economic development of a country and
occurring faster in the government sector (Drucker, 2014). This dives the
government organizations to apply Robotic Process Automation (RPA) and Al-
driven reasoning automation to transform the services/businesses for improving job
performance (Pera, 2017). Job stress is derived from job environment situation that
poses a threat to an individual or when one cannot properly balance the available
resources and job demands (Sonnentag et al., 2015). Job stress has been known
universally as a social problem that has a combination of factors that disrupts the
workers physically and psychologically and affects their health care as a whole (Lee
et al., 2016). It will decrease the rate of employee job performance, and the increased

rate of absence and job displacement (Hayes et al., 2015; Lambert et al., 2018).



Job stress can arise from three aspects such as environment, organizational
and individual/employee factors, possibility of affecting the job performance (Abbas
et al., 2015; Lambert et al., 2016). According to Jankingthong et al. (2012), most of
the literature on factors influencing job performance deduced that job performance is
considered as dependent variable to several factors. Employees’ satisfaction is one of
the most critical parts of any organization and improving job performance. Job
performance is important for any organization when implementing any new methods
or strategies by studying job like employees’ ability to accomplish their targets and
organizational standards (Shmailan, 2016). Therefore, it is expected that the
application of the innovation-related strategies tends to increase employees' job

performance alongside financial and organizational performance improvement.

1.2 Background

United Arab Emirates (UAE) public sector has experienced a considerable
transformation due to globalization over the last decade. UAE is considered to be
amongst the fast-developing nations of the Middle East, North Africa and the gulf
regions; which still struggles to be service-driven economies (Suliman & Alkathairi,
2013). This transformation has led to the reform of the UAE’s traditional public
administration. The public sector of UAE has transformed in scope, management and
organization similar to the private sector, as such it has been under pressure to
deliver high-quality and customer-focussed services. Consequently, the public sector
has embracing new approaches to human resource management (HRM) practices that
would stimulate employee performance in service quality (Turkyilmaz et al., 2011).
Focus on job performance becomes one of the priorities of the UAE
government in ensuring improving service delivery in the system to become the
Middle East and North Africa’s commercial and industrial hubs (UAE MFT, 2012).
UAE as the fastest-growing markets is the most innovation-driven economy in the
Arab realm. It divests from an oil-based to a knowledge-based economy and intended
to attract businesses and investments from many countries by pursuing an outward-
oriented development strategy, paying emphasis on economic policy reform and
diversification, and rationalization of foreign investment regulation (Hsu & Ziedonis,

2013; Hossain, 2013). Dubai as one of the UAE regions has implemented substantial



reforms, accomplishing extraordinary economic and market growth, and forming a
robust position in the business world.

It has reached the necessary levels of modernization, industrialization, and
rapid economic growth that are regarded in a transitional period between a
developing and a developed market economy (UAE MFT, 2012; OBG 2016).
Nevertheless, the challenge remains as the Global Competitiveness Index (GCI) rates
the UAE, as the 25" out of 139 countries and scores 4.9 out of 7 index points
correspondingly, with the basic requirements of 8 and 5.8, efficiency enhancers of 21
and 4.8, and innovation and complexity factors of 27 and 4.4 (UAE MFT, 2012;
OBG 2016).

Therefore, these are areas for improvement in the innovation and
sophistication parameters where the UAE at present lags in contrast to other
industrialized markets and economies with an innovation score of 3.4 and an index of
6.69, which is below the World Index average of 8.11. This low innovative capacity
may further restrain foreign investment and diversification efforts if not
appropriately addressed, thereby raising it could lead to a negative exposure to the
global market. In the emerging Dubai market, the opening of the market to foreign
firms and investment has created rapid changes and complex and heterogeneous
industrial dynamics that challenges business operations and with the ever changing
competitive landscapes, the UAE needs to offer a remarkable setting to explore in
terms of management and business practices (DCCI 2016).

Since job performance in the government sector is seldom satisfactory as
compared to that of the private sector, the present research intends to empirically
evaluate on how innovation approaches (product innovation, process innovation,
marketing innovation and organizational innovation) could affect the job efficiency
of staff in the public organisation UAE government. Also, this study is expected to
determine how technology could affect the relationship between innovation strategies

and job performance in the UAE government sector.



1.3 Problem Statement

Driven by global competition to improve service delivery, the UAE government in
latest decade has initiated the transformation of the public sector to assist the country
as a centre for business excellence in the Middle East. The public sector needs
continuous improvement in the employees’ performance to deliver high-quality
services as stated by Suliman & Alkathairi (2013). Besides that the sector has to
overcome the challenges faced on the existing practices and reviewing the
performance measurement system of the public sector administration (Almansoori,
2011; Turkyilmaz et al., 2011). It also needs to address problems like lack of
effective and efficient employees’ performance; lack of creativity components;
innovation, competitiveness and profitability in the UAE public sector (Alkathairi,
2013; Mohammed et al., 2018). There many studies on employee’s job performance
in the public sector but are concentrated on management commitment and hygiene
factors (Suliman & Akathairi, 2013); performance assessment (Almansoori, 2011);
employee engagement and loyalty (Ibrahim & Falasi, 2014); employees’
remuneration and incentives (Al Nagbi et al., 2018).

However there is a lack of study on the effect of innovation to employee job
performance where this study was intended to fill. Hence this study was to establish
the relationship between innovation approaches with employees’ job performance for
the UAE government sector. The innovation components used in this study are
adopted from Oslo Manual developed by the OECD and the European Commission
in 2005, which describes four types of innovations namely product and services
innovations, process innovations, organizational innovation, and marketing
innovations. While for job performance factors, it could be seen from many
perspectives but this study considered the dimension of job performance into four
groups namely task performance, contextual performance [interpersonal], contextual
performance [organizational] and adaptive performance (Gunday et al, 2011;
Weisburd & Braga, 2019). The study further explored technology as the mediating
role on the relationship between innovation approach and employee job performance
(Khairul, 2014; Azlaan et al., 2015; Bouqur et al., 2016) which made the study

novel.



14 Research Questions

From the problem study statement, this research will be focusing on answering the
following research questions:

(1) Which innovation approach are important to the UAE government staff?

(i1) Is there a relationship between innovation approach and job performance?
(i11))  Does technology mediates the relationship between innovation approach and

job performance?

1.5  Research Objectives

The research objectives are as follow:
i.  To determine which innovation approach are important to the UAE
government staff.
ii.  To identify the relationship between innovation approach and employee job
performance in the UAE government sector.
iii.  To examine the mediating effect of technology on the relationship between
innovation approach and employee job performance in the UAE government

sector.

1.6  Research Scope

This study specifically focused on the Ministry of Culture, Youth and Community
Development of UAE. The respondents were selected by using random sampling of
the population. For this study, three hundred (300) staff selected as the sample size
for this research. The collected data were analysed descriptively and also used for
multivariate analysis of SEM-AMOS modelling to establish the structural

relationship between factors considered in this study.

1.7  Significance of the Study

UAE government has intensifying its global competitiveness by improving public

institutions delivery. This concurred with the study’s concept on innovation approach

and the way to improve job performance as part of the organization’s overall



performance. Where the focused is on the effect of innovation on job performance
examined through organizational rather than on financial performance of the
organisation. Many elements affecting job performance was examined including the
technology aspect. Hence, this study is considered as one of the first studies to
examine the direct effect of innovations on job performance in the UAE government
sector. On the other hand, this research would help the respective authority on how to

adopt a prevailing approach in employees job performance.

1.8 Terminology

Innovation approach: is a plan to improve services offered by the public
organisation. Innovation approach through a jobs-to-be-done lens with an effective
approach should correctly consider job executor, job, and segment to target helping
the customers.

Product innovation: introducing the new services or bringing significant
improvement in the existing services.

Job performance: work-related activities expected for an employee and how well
those activities were executed.

Process innovation: improving the services significantly or bringing significant
improvements in supporting activities.

Marketing innovation: implementing a new method/approach that involves
significant changes in providing the services.

Organizational innovation: introduction of new practices of doing activities,
workplace organizing methods, decision-making system and new ways of managing
external relations.

Task performance: behaviours that are directly involved in providing services, or
activities that provide indirect support for the organization’s processes

Contextual performance: individual efforts that are not directly related to their
main task functions.

Adaptive performance: the extent to which an individual adapts to changes in a
working system or work roles.

Counterproductive work behaviour: behaviour that harms the wellbeing of the

organization.



1.9 Organization of the Thesis

The proposed thesis is being structured into five main parts, subsuming relevant
chapters in themselves. Systematic writing of this research is intended to be
structured to provide an overview for the reader. A synopsis of the content of each
chapter is provided below;

Chapter 1: This gives an introductory view and background concerning the study,
by putting the challenges that aroused the curiosity of the researcher, into
perspective(s). It went further by setting the aim and objectives for achieving the
research tasks ahead; it also briefly stated the research methodology, though this
subcomponent shall be brought up, for more detailed and extensive discussion in part
three of this thesis.

Chapter 2: This chapter purposely to gauge the extent of research efforts, that will
be conducted in similar research areas. It also endeavours to deepen the topicality of
this research, which helped to evolve gap(s) in the catalogue of existing research
works. This chapter is being called contextual background, as it comprises of
subheadings like the review of literature, theoretical foundation, conceptual
underpinnings, and research assessment framework. This chapter also illustrates the
development of the conceptual framework and measurement items adopted for this
study.

Chapter 3: This chapter illustrates the proposed methodology adopted for this
study. It provides details of various analysing approaches used for data analysis
together with the data collection strategy used. This is the powerhouse of the entire
research efforts, as it acts as the fulcrum around which the essence of the whole
research revolves. The originality of scholarship that has been so reposed into this
research work is hereby explicated for thorough exposition at this stage.

Chapter 4: The chapter contains the descriptive analysis results including the pre-
test and the pilot test as well as the demography analysis. Also discussed in this
chapter is the normality, exploratory factor analysis. The chapter presents the
multivariate analysis using the Structural Equation Modelling (SEM-AMOS). The
chapter ends with a detailed critical discussion of results with previous literature as
they agree or contrast.

Chapter S: This is the concluding chapter part, which strives to discuss in detail, the

findings so gathered during this research, as well as drawing some reflections on the



policy implications emanated from the research, with a summary abstraction of the
entire thesis. It focuses on chapter seven and its subheadings like summary and
discussion of findings, policy implications of the findings, conclusion and

recommendation.

1.10 Summary

The chapter opens with an overview of the government sector in UAE, and the
central concept of innovations types and job performance dimensions. From this
overview, we state the research problem which is to investigate the role of innovation
approach in improving job performance. Then we determine the research questions
and their objective together with their scope and define the key terms mainly used in

this study.



CHAPTER 2

LITERATURE REVIEW

2.1 Introduction

This chapter reviewed relevant literature related to the study. It reviewed the topics
on concept of management, factors affecting employee performance, job
performance, job performance measurement, innovation, innovation approach, job
performance and the effects of innovation on job performance as well as the UAE

national innovation approach.

2.2 Concepts of Performance Management

Armstrong (2009) stated that one of the most important concepts of performance
management is a continuous process of good management practices by setting
direction, monitoring and measuring performance and taking action accordingly..
According to Pam (2000), performance management is about getting the results;
getting the best from people and helping them to achieve their potential. While
Chhabra (2018) defined performance management as a systematic process for
improving organizational, developing the performance of the individuals and teams.
Ndung’u (2009) has pointed out that performance management aligns individual with
the organization’s objectives. Wright (2003) has pointed out that individuals are
more committed to their performance objectives when they believe those objectives
are achievable and will result in important outcomes for themselves and the
organization in which they work.

Gary (2004) defines performance management (PM) is the process of

managing the execution of an organization’s strategy. However in general there are
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