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ABSTRACT

The central concern that motivates the current research stems from the intangible nature of
the intellectual capital in the Abu Dhabi Police. There is limited insight on how different
types of intangible resources are managed by the Abu Dhabi Police in a way that such a
competitive advantage is gained and sustained. Intellectual capital (IC) is seen as a key driver
for organizations to achieve success in the knowledge related to economy. The present work
investigates the impact of three IC elements, which are human capital (HC), structural capital
(SC), and relational capital (RC), on innovation culture and organisational performance
within Abu Dhabi Police organization. The data obtained from 392 employees of the Abu
Dhabi Police organization is based on a cross-sectional time horizon.. Using partial least
squares structural equation modeling (PLS-SEM), the study found a significant relationship
between IC and both Innovation Culture and Organizational Performance, with path
coefficients of 0.643 and 0.254, respectively. Innovation Culture was also found to
significantly influence Organizational Performance, with a path coefficient of 0.627.
Further, Innovation Culture was found to partially mediate the relationship between IC and
Organizational Performance, with an indirect effect of 0.403, suggesting that Innovation
Culture plays an essential role in converting IC into improved Organizational Performance.
Finally, Gender was found to have a significant, albeit weak, moderating effect on the
relationship between Innovation Culture and Organizational Performance, with a path
coefficient of 0.083. These findings highlight the importance of IC and Innovation Culture,
as well as the role of Gender, in enhancing Organizational Performance within the Abu
Dhabi Police Organization. Therefore, as expected, organisations with a higher level of
intellectual capital place a higher value on it in order to achieve significantly higher
performance. This research has consequences for both theoretical and practical aspects.
From a theoretical perspective, this research utilises a more comprehensive intellectual
capital paradigm. than previous research through addressing innovation culture, gender and
the three key intellectual capital components, namely human, structural, and relational
capital in one research model. For practical prospects, the study underscores the need for
strategic investment in human capital, relational capital, and structural capital to improve
operational effectiveness. Second, the research emphasizes the crucial mediating role of
Innovation Culture, suggesting that fostering an environment of innovation can facilitate the
conversion of IC into tangible performance improvements. This implies that management
strategies should prioritize the cultivation of an Innovation Culture, encouraging openness
to novel ideas and approaches among staff. Third, the significant, though weak, moderating
effect of Gender on the relationship between Innovation Culture and Organizational
Performance underscores the importance of diversity in promoting a culture of innovation
and improving overall performance. This suggests that greater efforts should be made to
promote gender equality and inclusivity within the organization.



MODEL MODAL INTELEK UNTUK PRESTASI ORGANISASI MELALUI BUDAYA
INOVASI DALAM ORGANISASI POLIS ABU DHABI

ABSTRAK

Kebimbangan utama yang mendorong kajian semasa berpunca daripada sifat tidak ketara
modal intelek dalam Polis Abu Dhabi. Terdapat pandangan yang terhad tentang cara
pelbagai jenis sumber tidak ketara diuruskan oleh Polis Abu Dhabi dengan cara yang
kelebihan daya saing tersebut diperoleh dan dikekalkan. Modal intelek (IC) dilihat sebagai
pemacu utama bagi organisasi untuk mencapai kejayaan dalam pengetahuan berkaitan
ekonomi. Kerja ini menyiasat kesan tiga elemen IC, iaitu modal insan (HC), modal struktur
(SC), dan modal hubungan (RC), terhadap budaya inovasi dan prestasi organisasi dalam
organisasi Polis Abu Dhabi. Data yang diperolehi daripada 392 kakitangan organisasi
Polis Abu Dhabi adalah berdasarkan horizon masa keratan rentas. Kajian mendapati
hubungan yang signifikan antara IC dan kedua-dua Budaya Inovasi dan Prestasi
Organisasi, dengan pekali laluan masing-masing 0.643 dan 0.254. Budaya Inovasi juga
didapati mempengaruhi Prestasi Organisasi dengan ketara, dengan pekali laluan 0.627.
Selanjutnya, Budaya Inovasi didapati menjadi pengantara sebahagian antara IC dan
Prestasi Organisasi, dengan kesan tidak langsung 0.403, menunjukkan bahawa Budaya
Inovasi memainkan peranan penting dalam menukar IC kepada Prestasi Organisasi yang
dipertingkatkan. Akhirnya, Jantina didapati mempunyai kesan sederhana, walaupun lemah,
ke atas hubungan antara Budaya Inovasi dan Prestasi Organisasi, dengan pekali laluan
0.083. Penemuan ini menyerlahkan kepentingan IC dan Budaya Inovasi, serta peranan
Jantina, dalam meningkatkan Prestasi Organisasi dalam Organisasi Polis Abu Dhabi. Oleh
itu, seperti yang dijangkakan, organisasi yang mempunyai tahap modal intelek yang lebih
tinggi meletakkan nilai yang lebih tinggi untuk mencapai prestasi yang lebih tinggi dengan
ketara. Penyelidikan ini- mempunyai kesan untuk kedua-dua aspek teori dan praktikal. Dari
perspektif teori, kajian ini menggunakan paradigma modal intelek yang lebih komprehensif.
daripada penyelidikan terdahulu melalui menangani budaya inovasi, jantina dan tiga
komponen modal intelek utama, iaitu modal insan, struktur dan hubungan dalam satu model
penyelidikan. Untuk prospek praktikal, kajian ini menekankan keperluan untuk pelaburan
strategik dalam modal insan, modal perhubungan, dan modal struktur untuk meningkatkan
keberkesanan operasi. Kedua, penyelidikan itu menekankan peranan pengantaraan penting
Budaya Inovasi, mencadangkan bahawa memupuk persekitaran inovasi boleh memudahkan
penukaran IC kepada peningkatan prestasi ketara. Ini membayangkan bahawa strategi
pengurusan harus mengutamakan penanaman Budaya Inovasi, menggalakkan keterbukaan
kepada idea dan pendekatan baru di kalangan kakitangan. Ketiga, kesan sederhana Jantina
yang ketara, walaupun lemah, ke atas hubungan antara Budaya Inovasi dan Prestasi
Organisasi menggariskan kepentingan kepelbagaian dalam mempromosikan budaya
inovasi dan meningkatkan prestasi keseluruhan. Ini menunjukkan bahawa usaha yang lebih
besar harus dibuat untuk menggalakkan kesaksamaan jantina dan keterangkuman dalam
organisasi.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

This is the introductory chapter of the research, and it provides an overview of the
overall research. The chapter has started with the introduction, research background,
problem statement, objectives and research questions of the research. Scope of the research
and limitation are emphasized, respectively. Lastly, the overall structure of the research has

been presented. with an outline of each chapter followed by a summary of the chapter.

1.2 Background

The increase of the organizational performance is not the result of macroeconomic
policies or financial balance, but the result of technical progress, innovation and quality of
human, structural and relational factors that, in turn, are heavily influenced by investment in
knowledge, research and development (Gogan et al., 2019). The innovative performance of
acompany in the twenty-first century, in line with the Europe 2020 goals requires knowledge
and intellectual capital management (which are key areas for most organizations), but
particularly for those that are knowledge-intensive.The key factor of this creative
performance is the intellectual capital, considered one of the most critical, yet strategic value
that an organization can have. The intellectual capital with maximum efficiency, finding
innovative solutions to reduce consumption of resources — these are two directions which
must be taken in order to implement intellectual capital management in a knowledge-
intensive company through changes in organizational structure, culture and processes
(Alshamsi et al., 2019). Previous research (Alderei et al., 2022; Gogan et al., 2019; Alshamsi

1



et al., 2019) confirms the existence of a strong and positive relationship between intellectual
capital and organizational performance. However, this link should be confirmed in other

fields as well in different countries.

1.2.1 Introduction to UAE country

The UAE is one of the leading countries in the Middle East that has achieved rapid
growth in its economy over the last decades. In a few years, the UAE has built several public
organisations, which reflects the state trends toward improving the provided services to the
public. The government has confirmed its commitment toward increasing it’s spending on
the public sector; most of these infrastructures are designed to meet the government vision
2021, which in line with the national agenda “competitive knowledge economy” (UAE,
2017). This vision has remarked by 12 key performance indicators; the most related four key
performance indicators to the public organisations are:

1. Increase the share of UAE nationals in the workforce

2. Increase Emiratisation rate in the public sector

3. Achieving a high rank in the global innovation index

4. Increasing share of 'knowledge workers' in the labour force.

In the United Arab Emirates (UAE), each emirate's governmental operations are
divided between the federal and local administrations. (i.e. state), as defined by the UAE’s
constitution (Government.ae, 2019). Federal government entities have exclusive legislative
jurisdiction over particular areas. For example, the Public sector entities at the individual
emirate level having authority over any subjects not designated to the federal government's
exclusive jurisdiction. Despite differences in their aims, scope and responsibilities,
government entities at each level as a key role in improving UAE’s social and economic

development.



Innovation on a regular basis has become a primary requirement for viability in the
current scenario characterized by increasing competition and globalization. Innovation
always has been a fact to survive in an economy of the free market. Hence, creating
something fresh and innovative is not an option anymore but is necessary for all similar
organisations. The innovation output indicator evaluates the level up to which the sectors of
innovation that come up with ideas are credible to reach the market to provide better jobs.
By referring to the Global Innovation Index (2017), the Arab region in terms of innovation
outputs does not do so well comparing the Europe, East Asia, North American countries.
Arab countries scores between 11 and 36 in the same report. When comparing the UAE to
Arab region countries, the UAE ahead of its neighbours in terms of innovation outputs score.
However, is it significantly behind its western and Asian counterparts outside the
organisations, which gives the organisations an opportunity to succeed in the competing
global economy (Ameen and Ahmad, 2013:2016). Moreover, researchers such as Andrews
(2015) believed that intellectual capital is positively in relation to the innovation of an

organisation.

1.2.2 Innovation level in Arab regions

The capacity of innovation and its role in enhancing the development process has a
wide display of factors, policies, institutions having a driving force to strengthen the
country’s innovation, which includes institutional environment, funding of human capital,
social inclusion, regulatory, and the legal framework, the infrastructure required for research
ad development, and the use and adoption of communication and information technologies.
In the latest Global Competitiveness Report (2018), the UAE ranks 15 among 137 countries
in term of innovation capacity. When comparing to Arab and neighbouring countries, it is
obvious that the UAE is a way step ahead from also the Gulf countries, especially Saudi

Arabia that appears to be one of the biggest oil exporters in the whole world holding as the
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rank of 64. Qatar also lagging behind the UAE ranking 34 among 137 countries included in

this report as showing in Figure 1.1 (Alshamsi et al., 2019; Ahmed et al., 2019).
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Figure 1.1: Capacity for innovation ranking in UAE compare to neighbouring

It needs a significant realization of intellectual capital being real and offering value.
As the UAE leads all the countries of the Arab world and the region in labour market
efficiency, quality of overall infrastructure, organisational innovation ranking, and capacity
for innovation yet, organisational innovation can be improved. As show in Figure 1.1 above
and Figure 1.2 below, UAE is one of the countries that leading between the Arab region in
term of labour market efficiency, quality of overall infrastructure, organisational innovation
ranking, and capacity for innovation, yet, organisational innovation can be improved

(Ahmed et al., 2019; Alshamsi et al., 2019).
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Figure 1.2: Stage of development in the UAE

Most of the intellectual capital research been performed to developed world and
countries in the west. Yet, intellectual capital has global appeal as it was studied in Egypt,
Ireland, Mexico, Germany, Australia, Portugal, Malaysia, and others. A huge interest or phe-
nomenon growth exists in the Arab region (Al-Shamsi et al., 2019). A national transition
toward a knowledge-based economy warrants the implementation of IC programs within all

federal/central, semi-government, state/regional, organizations and entities (APO, 2013).

1.2.3 Intellectual capital and organizational performance

Intellectual capital (IC), which is associated with producing value for organizations,
may provide organisations in the knowledge economy with a competitive advantage and
improved performance (Ahmed et al., 2019). IC are also thought to add value to physical
and financial assets (Dzenopoljac et al., 2017). The most important factor considered
responsible for how an organisation performs and sustains intellectual capital. In addition,

intellectual capital seizes flows and stocks of the overall knowledge base of a firm. The
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research claims that the multidisciplinary nature that is offered to by intellectual capital
perspective and a valuation and relevance difficulty. Fronting powerful competition that
exists globally is recognized extensively about intellectual capital as a main source of growth
of the economy (Ahmed et al., 2019; Alshamsi et al., 2019).

The concept of intellectual capitals (ICs) became quite popular in the late 1990s. As
a consequence, the IC were envisaged as a combination of knowledge and abilities, which
may clearly provide a firm with a long-term competitive advantage (Tarus, 2015). Sharabati
(2013) defined IC as the employees' key competencies comprising individual knowledge and
skills. Smriti and das (2018) Identified IC as the stocks and information flows available
within an organisation. Moreover, Li (2018) noted that assessing IC may aid in the
formulation of company strategies and the allocation of corporate resources. According to
Meles et al. (2016), there are three interconnected groups of reasons in favour of IC
measurement: The increasing importance of IC as a factor of corporate growth; only IC
ensure long-term competitive advantage in the market; and IC provide a continual and
endless source of innovations.

According to Sharabati et al. (2016), the key driving force behind the continued rise
of the national and global knowledge economies is IC development. Market success can now
be measured by productivity and innovation, which are aided intentionally by the efficient
management of both visible and intangible assets such as IC (Shkolik, 2016). IC regarded
critical business assets that have an impact on the company's strategic performance. The
ability of the organisation to create value is dependent on greater usage of IC, and the impact
of IC efficiency on financial performance varies by sector (Malkawi, 2018). As a result of
the rise of the knowledge economy, practitioners are being driven to identify and measure

IC for successful management (Jaara et al., 2016).



The people identify innovation as a new tool that place a significant role in
strengthening the efficiency of a firm (Ameen et al., 2019). As competition is getting more
intense and the environment is getting more uncertain, innovation has become important for
the growth of the promotion as well as for survival (Alkhateri et al., 2018). In order to
survive, firms must be able to adapt and evolve like their competitors make use of new
processes and products for enhancing their power of competition. In an economic
environment that keeps on fluctuating and changes rapidly in regard of markets, technology,
customer preferences, an environment full of competition, and financial issues, firms face
an ‘either innovate or die’ scenario, innovation counts as the ultimate solution of survival.

Therefore, Organizations must innovate to respond to changing client needs and
lifestyles, as well as to capitalise on possibilities provided by technology and changing
marketplaces, structures, and dynamics (Donate et al., 2018). Innovation is a method of
responding to changes in a company's internal or external environment, as well as a proactive
activity made to affect the environment (Adams et al., 2016). The adoption of innovation is
meant to ensure adaptive behaviour, altering the organisation to maintain or improve its
performance (Blok et al., 2015). According to Serrat (2017), innovation is the process of
taking creative ideas and transforming them into usable goods or work techniques. This is in
contrast to how these authors understood invention as the process of creating new ideas. Flor
and Oltra (2018) defined innovation as the capacity to integrate two or more bodies of
knowledge. Geisler et al. (2015), on the other hand, saw innovation as the creative and
commercial manifestation of organisational learning. Dogan, (2019) defined innovation as a
prospective new combination that results in extreme departures from the past, rendering a
significant portion of acquired knowledge.

On the other side, Innovation denotes new methods to public action, as well as the

skill of conceiving and developing ideas and activities in ways that are superior to those



previously employed in public administration (Anttiroiko et al., 2011), Many scholars
believe that the goal of innovation is to improve public-sector performance (Borins, 2014),
The quest for new ideas and concepts, technologies, techniques and methods, approaches,
systems, and processes to generate important connections between the government and
society to meet new social issues may be characterised as the need for innovation in the
public sector (Bekkers et al., 2011). These issues may be addressed through many forms of
innovation, such as social innovations that seek to build new methods for interacting and
institutional formats that include society in the search for answers to their problems
(Harrisson et al., 2016). Despite the growing focus on stimulating innovative approaches in
the public sector, definitions, research and empirically guided policy advice are still limited

in Gulf cooperation council countries.

In recent decades, research on organizational performance has demonstrated that
there is a growing awareness among police services in the United Arab Emirates (UAE) and
the United Kingdom alike that this would be reciprocally beneficial for all stakeholders if
the police services themselves focused on improving performance of the organization (Abu
Dhabi Police, 2014; Dubai Police, 2014; Home Office, 2011). This is not to imply that
present levels of organisational performance within the police are inadequate, but as social
standards and expectations continue to develop, current approaches to performance
management must be reviewed in order to maintain the police force ready to face new
problems (Dubai Police, 2014). Some police agencies in Abu Dhabi have already taken the
initiative and adopted a service-led strategy as part of their future planning, however not all
such efforts are at the same maturity level (Al Ramahi, 2015). Because each police agency
reflects a different geographical and socioeconomic demography, it is equally important to

recognise that a “one-size-fits-all” approach to policing is neither legitimate nor practicable

(Chiu, 2012).



Similar in regards to several writers and practitioners have noted that increasing
performance through innovation is rarely simple in law enforcement. Change is typically
met with opposition in these institutions, and police personnel frequently face difficulties in
adopting new initiatives (Capowich and Roehl, 1994; Sadd and Grinc, 1994; Sparrow,
Moore, and Kennedy, 1990; Eterno et al., 2021). Surprisingly, there are little indications
regarding the key characteristics of police performance linked with eight innovations, such
as crime control efficacy and community satisfaction with services delivered (Braga and
Weisburd, 2006). However, it has been proven that police innovation (the introduction of
new ideas, procedures, technologies, or strategies that aim to improve police performance
and service delivery) may reduce crime and strengthen relationships with the communities
they serve (Eterno et al., 2021).

In times of austerity and growing demand, applying organisational performance
concepts to the police service should result in immediate improvements to perceived service
levels as well as the experiences of police officers who confront operational problems every
day. The connection between IC and innovation culture has become a hot subject in
academia and the public sector. The purpose of this research is to explain the link between
IC and innovation culture. This research also looks at the role of innovation culture in
mediating the relationship between IC practices and organisational performance and the role
of gender in moderating the relationship between innovation culture and organisational
performance. Finally, this research can help police managers understand how to connect IC
practices with an innovation culture in order to sustain outstanding organisational
performance.

The development and sustenance of an innovation culture within an organization
present several challenges that can potentially hinder its effectiveness. One critical issue in

many organizations, including potentially the Abu Dhabi Police Organization, is resistance



to change. The propensity to adhere to established routines may lead to an aversion to new
ideas, thereby undermining the cultivation of an innovation culture (Brisson-Banks, 2010).
Leadership also plays a crucial role in fostering an innovation culture. If an organization's
leaders do not actively support and encourage innovation, it can significantly inhibit the
development of an innovation culture (Anderson, Poto¢nik, and Zhou, 2014). Furthermore,
innovation often entails risk-taking and venturing into unexplored areas, which may not
always yield success. Hence, risk aversion within the organization can stifle the innovation
culture (Caniéls, Lenaerts, and Gelderman, 2018).

Resource allocation is another significant factor influencing innovation culture. The
absence of necessary resources such as time, personnel, and funding can obstruct innovation
(Cheng and Huizingh, 2014). Moreover, reward systems within the organization can impact
the motivation to innovate. When innovative behavior is not duly recognized or rewarded,
employees may be less motivated to engage in innovative practices (De Spiegelaere, Van
Gyes, De Witte, Niesen, and VVan Hootegem, 2014). Lastly, communication is a cornerstone
of an effective innovation culture. Poor communication can impede the sharing of ideas,
inhibiting the collective creativity needed for an innovation culture to thrive (Lansisalmi,
Kiviméki, Aalto, and Ruoranen, 2006). Therefore, while these issues are common in many
organizations, their relevance and impact may vary in the context of the Abu Dhabi Police

Organization and should be investigated further.

1.2.4 Gender reform initiatives in the UAE

Women have made tremendous strides in the UAE. Located on the Arabian Penin-
sula, Dubai is the second largest of the seven emirates that make up the United Arab Emirates
(AlRasheed, 2021). According to the Global Gender Gap Index, the UAE has ranked among
the Gulf Cooperation Council countries in terms of their performance on gender equality

(AlMansoori and AlDarmaki, 2022). Sheikh Mohammed bin Rashid Al Maktoum, Vice
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President and Prime Minister of the UAE recently appointed the UAE Gender Balance Coun-
cil to oversee the implementation of the Gender Inequality Index. The Council's vision is to
improve the UAE's ranking on gender equality and enable the country to be in the top 25
percent of nations in the world by 2021 (The Cabinet, United Arab Emirates, 2016). In recent
years, many women in Dubai have started to choose careers previously male-dominated and
the number of women choosing to work in the police force has increased. More than 1,400
women officers are now serving in Dubai, four decades after the first 17 women joined the
Metropolitan Police in 1977, and currently the number of female officers in the Dubai De-

partment accounts for about 10 percent of the total police force (Chu, 2018).

This research selected the UAE for investigation because it is one of the few coun-
tries in the Arab region in which different levels of government organisations have supported
KM programs as part of its 2021 vision (DSG, 2014) to transition from an oil-based economy
to a knowledge-based economy in the wake of declining oil prices. Due to the UAE’s efforts
regarding KM, it has been ranked first in the Arab world and 42nd overall in the knowledge
economy index created by the World Bank (DSG, 2014). Therefore, the UAE is a perfect
context in which to compare the IC and subsequent performance of public sector organisa-
tions at the federal, state and semi-government levels (Balasubramanian et al., 2020).

Several previous studies, such as (Denopoljac et al., 2016; Gogan et al., 2016; G. B.
Kamath, 2015; D.-j. Lin et al., 2018; Maria Morariu, 2014), have focused on examining the
financial effect indicators of the IC components, but the impact of each component driver
has been neglected. According to Cabrilo et al. (2014), examining the gap between human
and structural capital drivers leads to an improvement in the role of IC in overall perfor-
mance. According to Cabrilo, Uzelac, and Cosic (2009), each component of an IC composite
has many drivers that interact with one another to achieve the desired performance. Perfor-

mance lag is caused by the absence of one or more of the component's drivers.
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Since there is evidence that IC influences performance (Obeidat et al., 2018; Lin et
al., 2018), innovation culture (Obeidat et al., 2018) and that there is a direct relationship
between IC, innovation (Allarakhia, 2018; Hejazi et al., 2018; J. Li and Yu, 2018) and per-
formance Khalique et al. (2018); Matos (2018). Moreover, the established organisation may
preserve their leadership through the combination of their strategic resources with the devel-
opment of new complementary resources that respond to the challenges of the digital era
(Forcadel et al., 2020). On the other hand, IC and innovation all are raised topics in the
business world within the police environment. However, little attention has been paid to
organisational performance. To close this research gap, this research categorized that IC
would enhance organisational performance through innovation culture.

Finally, As suggested by Sousa and Guimaraes (2014), innovation culture in justice
organisations is a field that needs to be explored, given the lack of such studies when com-
pared to innovation studies in general public administration. Innovation in justice means
updating administrative practices that are often tied to the reputation of these institutions.
This implies letting go of certain traditional beliefs and methods (Motta, 2010) in favor of
innovation. Changes resulting from the adoption of IC and innovation culture in organisa-
tions of justice can be seen as a way to improve the performance of the system. Hence,
additional research is needed in this area. This research was conducted to close this gap.

The literature suffers from the lack of sufficient understanding of such organizational
procedures in relation to handling of knowledge and intangibles. A main obstacle to
achieving a more thorough comprehension can be directly attributable to the notion that
knowledge resources are intrinsically intangible . Due to the complexity in recognizing such
intangible resources clearly and explicitly (Spender, 1996; Szulanski, 2000), there is an
insufficient insight on how various kinds of intangible resources, and specifically IC, are

managed by the organization. This in turns raises the other concern that inspires current
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research. In spite of the intangible essence of intellectual capital, the organization possesses
other more easily tangible characteristics which could be employed for the purpose of
illuminating either the properties or exploit of its knowledge. In this respect, according to
Turner and Makhija (2006), an especially helpful attribute of the organization is labeled as
organizational control systems. “Regardless of how control systems are defined, they have
a critical feature that has typically been overlooked in the literature: their ability to manage
the flow of knowledge within the firm” (Turner and Makhija, 2006).

According to studies, IC has been used mostly in private organisations, while its use
in public organisations is still comparably restricted and in its early phases (Alshamsi et al.,
2019). As a result, further research is needed to bridge this gap and investigate this link in
this sector (Antony et al., 2017b; Rodgers et al., 2019). As a result, the UAE was the focus
of this investigation. The UAE's public sector, including the police force, is more mature and
established than those of other Middle Eastern and Arab countries (Anadol et al., 2015; Al-
Ahbabi et al., 2017). In this context, the researcher performed comprehensive research on
the use of IC in UAE government institutions, particularly police departments.

To summarise, there is a scarcity of studies that explore the role of innovation culture
as a mediator in the relationship between IC and policing organisation performance. Police
departments are in alarming need of appropriate and updated practices for IC which in turns
help in delivering the most relevant IC, thus enhancing services performance. The sector of
police organisations, like in the UAE, can play a critical role in the economic and social
growth. This research proposes to bridge the identified IC gaps and make various theoretical
and practical additions to the current body of literature. Thus, to achieve remarkable
outstanding organisational performance, an empirical investigating of the intellectual
capital, innovation culture, gender and organisational performance in the Police department

in UAE Similarly, which will positively impact the organisational overall development.
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1.3 Problem statement

In accordance with UAE Vision 2025, the government identifies goal that must be
met: "boost government performance at all levels (UAE Vision 2025)." To achieve this aim,
the government is focusing its efforts on improving the country's performance by
implementing a roadmap plan based on three pillars: financial capital, human capital, and
technical capital (Byat and Sultan, 2019). Public sector organisations are focused with
improving performance through innovation (Thingvad and Klausen, 2016). However,
research on the importance of innovation in achieving beneficial results has been equivocal.
Numerous studies have shown a link between innovation and performance, but the results
have been varied, and no consensus has been established (Ovuakporie et al., 2021). Unlike
studies in the private sector, which have focused on the performance of product innovations,
studies in the public sector have focused on the impact of organisational innovations.

Unfortunately, the UAE is one of the countries that suffer from the proper use of
natural resources (Ali and Sami, 2016), which represent a real obstacle to the government
for long-term sustainability, also to achieve its UAE vision 2025. In this context, managing
scarce resources efficiently is one of the government challenges that need to be solved. Based
on the UAE economic vision 2025, the government focuses more on increasing the share of
the local workforce and improving their knowledge and innovation level, which is
considered as the main key of improving the country economy (Livsey, 2019). In this regard,
the government has neglected the integral role of other components of the intellectual capital,
which works along with the human capital to improve the macro-performance. According to
Pulic (2000) and Dumay and Garanina (2013), human capital and structural capital represent
the essential components of the IC, which integrates with the capital employed of the
organisation to achieve high performance. Development capital is viewed as a piece of

scholarly capital and can be depicted as capital-related with inexhaustibility. Schumpeter
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(1964) expressed that development is a key factor for riches; thusly it ought to be viewed as
a significant piece of the outside data. According to several literatures, innovation culture
might have a mediator impact for the relationship of intellectual capital and organisational
performance (Kamukama and Ntayi, 2011; Inkinen, 2015; Wanget al., 2021).

Despite rapid economic development, the United Arab Emirates (UAE) grapples
with optimizing public sector performance. This challenge is particularly pressing in the Abu
Dhabi Police Organization. As part of the UAE Vision 2025, the government is focused on
boosting its performance across all sectors (UAE Vision 2025). This goal is imperative
considering the country's resource constraints, making efficient management of existing
resources a crucial factor for achieving long-term sustainability (Ali and Sami, 2022).
Research findings indicate that Intellectual Capital (IC) consisting of human, relational, and
structural capital — significantly contributes to organizational performance (Saeed and
Hayati, 2019). However, within the Abu Dhabi Police Organization, there is a notable
deficiency in harnessing these aspects of IC, which could have potential ramifications on
performance. Specifically, the mediating role of innovation culture in the relationship
between IC and performance is often overlooked, representing a significant challenge (Wang
etal., 2021).

The issue is compounded by the fact that many public organizations in the UAE
maintain traditional organizational structures, focusing more on physical capital than IC.
This focus hinders the integration and effective use of IC, limiting potential for innovative
problem-solving and overall performance enhancement (Saeed and Hayati, 2019).
Moreover, there's a visible gender imbalance within police organizations. Though there have
been efforts to adjust gender ratios, the absence of robust gender equality policies might
hinder progress and change in organizational norms, which can potentially impact the

innovation culture and overall organizational performance (Haake, 2018).
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Furthermore, despite the wealth of information and knowledge within police
organizations, there is often a lack of a systematic approach to managing this knowledge.
The failure of the Abu Dhabi Police Organization to fully harness the potential benefits of
IC has led to decreased levels of administrative innovation, thereby affecting overall
performance (Alshamsi et al., 2019). Consequently, there's an urgent need to explore the
intricate relationship between IC, innovation culture, and gender in augmenting
organizational performance within the Abu Dhabi Police Organization. This research seeks
to fill this gap and offers vital insights to enhance performance, a critical step towards
realizing UAE Vision 2025.

Police organisations that have high awareness about intellectual capital have the
possibility to continuously improvement (Ahmed et al., 2019). These organisations
identified the importance of information and knowledge, constantly updating production,
supervising projects sites, as well as promoting analytical workers with decisions capable of
taking actions in favour of mutual benefit (organisation-employee and vice versa) (Ahmed
et al., 2019). Furthermore, in today's workplace environment, individuals are a critical
resource for police organisations and a significant factor of police performance, as evidenced
by inventive work and motivation (Alkhateri et al., 2018). Interestingly, Innovation
emphasizes on the increasing necessity for today's organisations to proactively address
future difficulties and concerns by undergoing significant transformations in their
surroundings (Alareefi et al., 2019). Organizations can no longer survive by just adapting to
external change or innovating in terms of system and culture (Camison and Villar, 2014). In
addition, in recent years, with increasing competition and tremendously changing
technology, people's desires follow the innovation behaviour, invention, creativity, and new
ideas (Bateman, and Moore, 2016). It has been viewed as new ideas of system, method or

device introducing something new where an employee can innovate a variety of ways that
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changes from minor to the major implication of the service or other facilities (Fartash et al.,
2018; Mohamed et al., 2019).

Police officers and agencies regularly deal with a plethora of information, and in
order for police organizations to ensure the successful investigation efforts of its members,
they must guarantee that distilled and organised knowledge is available to them at any given
time. In police investigations, knowledge is both time-critical and intensive in nature. Quick
and easy access to information which is optimally organised is indispensable to the
prevention of crime, protection of life and guardianship of the law— the core of police work.
However, in Abu Dhabi police organization there is a lack of four dimensions of intellectual
capital that human capital, structural capital, social capital, and relational capital (Alshamsi
et al., 2019). This low level of intellectual capital has caused a low level of administrative
innovation, which affected the overall perormance of the police organizations in Abu Dhabi.

The current police culture is widely identified as a major cause of uneven interactions
(e.g., Crank, 2004; Fielding, 1994; Reiner, 2000). This police culture is usually characterised
as being centred on masculine (macho/masculinist), conservative, and racially charged
standards and ideas (see, for instance, Haarr, 2005; Loftus, 2010; McCarthy, 2013; Haake,
2018). Organizations commonly utilise quantitative approaches to promote gender equality,
in which the problem of gender inequality is thought to be addressed by changing the
numbers of the minority gender (i.e., women in the case of the police) (Muhonen, Liljeroth,
and Lindqvist Scolten, 2012; Haake, 2018).

Gender equality policies, on the other hand, are crucial in changing police leaders'
conceptions of inclusion and exclusion based on their gender, allowing for a transformation
in norms inside police organisations. Furthermore, according to the doing gender approach,
gender notions are generated by society and organisational structures, cultures, and practises.

As a result, this position maintains that gender differences should be understood as socially
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and culturally generated rather than natural or biological (Connell and Messerschmidt, 2005;
West and Zimmerman, 1987, 2009; Haake, 2018). Thus, the goal of this research is to
examine the criteria for gender equality in police organisational performance. To what extent
may strategies targeted at expanding the number of female workforces be seen as aiding in
the creation of new norms which support substantial changes in gender equality (i.e.,
experiences of involvement for both men and women officers) within the Abu Dhabi police
centre. Therefore, Despite the enormous significance of IC and innovation in driving high
performance (Bryson, 2018), a number of empirical studies have been performed to explore
the link between these two elements and organisational performance in a variety of business
areas (Audenaert et al., 2019). However, empirical studies focusing on the relationship
between these factors are still rare in government organisations, notably in police
departments (Cashore et al., 2021). Public sector organisations have used innovation to
enhance and improve the services they provide to their communities and users in order to
improve their quality of life.

This strategy's failure to implement the full scope of intellectual capital would have
an impact on the rate of improvement. Following these impacts, the current research
challenge may be described in terms of the sort of influence that intellectual capital may
have on the performance of public organisations in the UAE, as well as finding out the
impact of innovation culture as a mediator factor. While organisations globally are paying
more concern toward the importance of the intellectual capital role, public organisations in
the UAE are concern towards an organisational structure that aligns with the traditional
approach, which focuses more on the physical capital (Saeed and Hayati, 2019). The
majority of managers feel that their present structures are successful or extremely effective
in accomplishing company goals with traditional resources. Nonetheless, many public

organisations in the UAE are based on conventional and functional structures that lack the
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flexibility needed to adapt to a changing economic landscape as well as the capacity to

accomplish end objectives efficiently (Matos, 2018).

1.4 Research questions

From the previous section, intellectual capital and innovation culture are proposed to
enhance organisational performance. Consequently, the following research questions have
been developed:

1. What is the relationship between intellectual capital factors (human capital, relational
capital, and structural capital) and organizational performance in UAE police
organisation?

2. What is the relationship between intellectual capital factors (human capital, relational
capital, and structural capital) towards innovation culture in UAE police organisation?

3. Does innovation culture mediate the relationship between intellectual capital factors
(human capital, relational capital, and structural capital) and organizational perfor-
mance in UAE police organisation?

4. Does gender moderate the relationship between innovation culture and organizational

performance in UAE police organisation?

1.5 Research objectives

The research aims to determine the role of IC, innovation culture, gender to enhance
organisational performance. These objectives have been developed and should be fulfilled
at the conclusion of the research. Specifically, the objectives are as follows:

1. To examine relationship between intellectual capital factors (human capital, rela-
tional capital, and structural capital) and organizational performance in UAE police

organisation.
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2. To measure the relationship between intellectual capital factors (human capital, rela-
tional capital, and structural capital) towards innovation culture in Abu Dhabi police
organisation.

3. To analyse the mediator effect of innovation culture on the relationship between In-
tellectual capital factors (human capital, relational capital, and structural capital) and
organizational performance in UAE police organisation?

4. To examine the moderator effects of gender on the relationship between innovation

culture and organizational performance in UAE police organisation?

1.6 Significance of the research

The significance of the research is conveyed in a variety of ways. First, in recent
years, academics have focused heavily on the role of IC in organisational performance in
emerging nations. Because the UAE, the country's leading developing country, is undergoing
significant economic transition, our research fills a void by assessing the effects of various
IC components on organisational performance. Second, there is a paucity of current research
on quantifying the contributions of IC to innovation, as well as in-depth investigations of IC
components and innovation (Subramaniam and Yount, 2015). Verbano and Crema (2016)
emphasised the need of investigating how IC components impact creativity and perfor-
mance.

According to Gharama, Khalifa, and Al-Shibami (2020), There is no progress with-
out weighing risk, and risk-balanced against benefits may create a culture that is nurtured
for creativity. As a result, IC and innovation have been driving factors in the prevention and
control of crime by both local and official police organisations. (Harris, 2009). Furthermore,
IC and innovation can strengthen the police administration's powerful preventative capacity
in combating crime (Griffith and Rubera, 2014). Similarly, the linkage provides crime pre-

vention measures used by individuals and groups of citizens (Khalifa and Mewad, 2017). In
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the employee innovativeness, the calling system is used for tracing out crime and dealing

with numerous problems that respond swiftly to the site via police cars (Barry, 2017).

This research provides a significant academic addition to the normative literature by
developing a unique and thorough theoretical framework and evaluating and confirming it
using different IC methods. This research will add to the related literature review on the
influence of IC management on performance in the UAE, which has paid little attention to
IC-related concerns in the nation. This research offers the organisation with an assessment
of the role of the IC components in improving public sector performance. Along with the
government's tendency toward globalising its public sector, the majority of the country's
sectors aim to grow their operations internationally. This research stresses the need of im-
plementing the important components of the IC in order to improve the performance of these

organizations.

1.7 Scope of the research

The UAE government composed of 49 federal governments (UAE Cabinet, 2019)
and 204 local authorities (Government.ae, 2019). However, the use of IC is still limited and
in its development. A analysis of all of the UAE's government authorities revealed that the
Ministry of Interior (MOI) would be one of the best public sector authorities in the UAE
(SKGEP, 2018). The MOI was ranked first among all public authorities in the UAE (SKGEP,
2018; MOI, 2019). It has been a trailblazer in the application of modern approaches,
strategies, and management tools (MOI, 2019). The MOI structure consists of seven police
agencies: Abu Dhabi Police, Dubai Police, Sharjah Police, Ajman Police, Umm Al Quwain
Police, Fujairah Police, and Ras Al Khaimah Police.

Furthermore, according to Alosani and Yusoff (2018), Some of these agencies used
some of these tools just temporarily to handle specific circumstances; they did not use

continuous improvement techniques on a regular basis. Except for the Abu Dhabi police
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organization, none of the UAE's government authorities, including municipal authorities in
Dubai and even police agencies, used IC on a regular and systematic basis police
organizations. As a result, the Abu Dhabi police organization was selected as the research's
scope. The reason for this was its maturity in employing IC in comparison to other
government authorities and police agencies in the UAE (Alshamsi et al., 2019). Thus, the
primary goal of this research is to evaluate the function of IC in improving the organisational
performance of police agencies, with the Abu Dhabi police organizatio. The Abu Dhabi
police organization is one of the UAE government agencies in charge of enforcing the law
within the Emirate of Abu Dhabi police organization borders, executing the Abu Dhabi
Government's policy through enhancing safety and security, and preparing to face
difficulties (Alosani and Yusoff, 2018). The Abu Dhabi police organization aims are to
improve the quality of life in the local community by adhering to the constitutional rights of
law enforcement and ensuring the community's security and safety. However, respondent in
this research are Abu Dhabi police employees only.

Choosing the Abu Dhabi Police Offices as the subject of this study can be justified
for several reasons. Primarily, the Abu Dhabi Police Offices represents a well-established
organization in the UAE with a clear hierarchical structure and extensive administrative pro-
cedures, making it an ideal entity to examine the role of intellectual capital, innovation cul-
ture, and gender in influencing organizational performance. Furthermore, the Abu Dhabi
Police has been undergoing significant transformations over the past years to enhance its
effectiveness and efficiency, providing a rich context to investigate the dynamics of intel-
lectual capital and innovation culture. Moreover, as the Abu Dhabi Police Offices has been
increasing the involvement of women in its ranks, it is a valuable case to study the moderat-
ing effects of gender on the relationship between innovation culture and organizational per-

formance. Lastly, by focusing on a public service organization like the police, the findings
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of the study could have significant policy implications and practical benefits not only for the
police services but also for other public sector organizations in the UAE and beyond. This

choice, therefore, enhances the relevance and impact of the research.

1.8 Limitations of the research

The following limitations were discovered while performing this research:As a
limitation is the respondents for this research desgined to the service sector mainly to police
employees, and not including to the others services providers. Thus, this model solely
designated to police organisations in UAE. Also, data collection conducted based on online
by providing them the designated link, and the respondents may face difficulty in
understanding the jargon questions. However, to decrease any error, dual language provided
to the respondents to avoid misinterpretation.Finally, the quantitative technique used in the
survey questionnaire was incapable of revealing how respondents responded when
answering the questionnaire, regardless of whether the respondents were impacted by the
surroundings. It was also unable of determining whether the person properly comprehended
the questions. Moreover, the pandemic COVID-19 occurrence delays the response since
obstacles appear such as lockdown which put the researcher in a very tough position to

distribute and collect the data back.

1.9 Operational definition

The major terms and their definitions that would be used in this research are given
below:
Intellectual capital: Refers to the accumulation of knowledge by the infra-structure

projects, which allows it to function the project effectively (DZenopoljac et al. 2019).
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Human capital: It is an intangible asset embedded in an individual such as
knowledge, skills, education and experiences. Human capital includes all payment and bene-
fits provided by the infrastructure projects to its employees for the purpose of de-veloping

knowledge and productivity (Akhmetshin et al., 2018).

Structural capital: Refers to organisational intangible assets in written format such
as proce-dures, systems, technology, patent and trademarks. Structural capital (SC) refers to
the knowledge that the project manages to explain, systematize, and internalize and that at

the beginning can be latent in the people and teams of the company (Zambon, 2017).

Relational capital: Refers to project relationship with external parties such as
alliances, mar-ket channels, customers and suppliers, and government and industry
networks. Re-lational capital refers to the generated value from the good relationship with
the stakeholders to  the infrastructure projects. This relationship includes suppliers,

government bodies, vendors, and other parties (Jordao et al. 2020).

Innovation culture: It is the work environment that leaders cultivate in order to
nurture unorthodox thinking and its application. Workplaces that foster a culture of
innovation generally subscribe to the belief that innovation is not the province of top

leadership but can come from anyone in the organization (Gallardo-Vazquez et al., 2019).

Organisation performance: The organizational performance is determined by the
effectiveness and efficiency with which a police department or law enforcement agency
accomplishes its mandated objectives and duties. The organization performance is affected

by both the internal environment and the external environment (Corvellec, 2018).
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1.10 Structure of the thesis

This section explains the goal of each chapter of the research. The description of each
chapter is provided in the table below. This thesis is divided into five chapters based on the

provided aims and proposed approach, the contents of which are summarized below:

Chapter 1  Chapter one describes the introduction of the research that includes the
background of the research, research problem, research objective, and
the research question of the research. It also explains the research scope,
research limitation, as well as the significance of the research.

Chapter 2 Chapter two reviews and discuss the previous research that related to this
research, which includes the definitions of the terms for this research,
past studies on IC, innovation culture, and performance reviews of
relevant theories , and theoretical framework for the research.

Chapter 3  Chapter three discusses the research method, the structure of the research
design, questionnaire development, population and sampling, data
collection and data analysis procedure

Chapter 4  Chapter four describes the analysis of the result collected using the
questionnaire, that explains regarding several tests to meet the objective
of the research.

Chapter 5  Chapter five concludes the overall findings of the research. It discusses
the finding summary, contribution, limitations, and future work

directions of the research.

1.11 Summary

The first chapter discusses the research's introduction and problem statement, as well

as the objective that must be attained in this research, which includes the scope of the
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research of the research. This chapter serves as the research's introductory or opening content
before heading on to chapter two, which gives the detailed description of the research's

literature review.
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CHAPTER 2

LITERATURE REVIEW

2.1 Introduction

In this chapter the discusscion about the literature review of the organisational
performance of the police sector in UAE, as well the literature on intellectual capital,
innovation culture, gender and organisational performance were presented. Then, the

development of the hypothesis according to the research framework is discussed.

2.2 The Public Sector in the UAE

Recently, police forces in the United Arab Emirates were measured and graded on a
variety of Key Performance Indicators (KPIs) on a straight like-for-like basis (Abu Dhabi
Police, 2014). These included the number of crimes committed (reported), the number of
crimes discovered or solved, complaints against police personnel, and the number of
emergency calls answered to within the target period.

To resolve and avert potential concerns about policing performance, and more
crucially, to respond to changing needs and expectations of stakeholders, the Association of
Chief Police Officers (ACPO) in the UAE established an annual conference created to
address and share knowledge on policing performance (EIP, 2012a). In its tenth year, the
conference covered a variety of problems concerning policing performance, including
debating and exchanging ideas and knowledge about policing best practises. According to
Chief Constable Mohmad Fahy of the Greater UAE Police, “policing must undergo
transformational change in order to continue service delivery with less resources” (EIP,

2012a). The UAE police appear to be aware that this would be a time-consuming and perhaps
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difficult procedure. They recognise, however, that it is important to connect the police force
with the expectations of external stakeholders such as the public and the government.

Developing an efficient and organised police service that shares common values but
recognises the unique needs of local communities is not an easy task, and there is a clear
have to share knowledge and best practises to facilitate this paradigm shift quickly and cost-
effectively, while maintaining employee engagement and commitment. Fahy (EIP, 2012a:1)
continued: These developments, along with increased levels of cooperation, partnerships,
and outsourcing, are having a significant impact on individuals. The consequences can be
evident in their behaviours, relationships, and overall well-being, and they pose threats to
their performance, integrity, and professional standards.

This statement is especially significant in the context of this research because it is
hoped that by understanding the concepts and frameworks associated with organisational
performance, the worst risks and threats to security, integrity, and professional standards can
be mitigated, if not avoided entirely. Perhaps the most refreshing aspect of the modern
approach to policing, as demonstrated by the 2012 EIP conference, is the willingness to face
“wicked issues” (EIP, 2012b:2), that is, difficulties and challenges in service and
performance that do not have a simple solution. This essential remark is both helpful and
perceptive, because the police force must frequently make difficult decisions regarding
resource allocation and must therefore be prepared to confront these concerns honestly as
part of an ongoing quality-driven culture.

People aspects are critical at Abu Ahabi Police (ADP) because they are what drive
the organisation. It is important to investigate the Police College's viewpoints in order to
comprehend the ADP's culture. All new recruits are required to attend the Police College for
training, education, and fitness. This is a difficult process that is utilised to convert pupils

from citizens to soldiers. There are two ways to graduate from Police College. In the first,
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students stay at the college for 4 years and 7 months, living there for the duration of their
studies save for weekends and summer vacations. The second option is for students who
have previously completed their university education.

They attend college for about a year, focusing on basic training and academic courses
for police officers (Abu Dhabi Police, 2014). Looking back, the researcher is happy for
having graduated via the second path, because the one-year training period was tough and
demanding. Students are frequently yelled at or verbally assaulted. Physical training was
expected and welcomed as part of the programme. Every college student is taught three
slogans. The first is that ‘good acts effect you alone, but negative deeds harm the entire team.'
‘When you get an order, you must carry it out without hesitation, even if you believe it is
wrong and don't understand why it must be done.' The third slogan reads, ‘Allah [God
Almighty], UAE, the president.' This phrase is intended to instil respect and affection for the
leadership.

The value of training in the police environment cannot be overstated (Abu Dhabi
Police, 2014). After graduation, all police officers strive to excel. Graduates from the first
path often work in security’'s main business, such as CID, crime scene, and investigative
divisions. They produce outstanding outcomes in their careers, but they may be perceived as
less inventive than graduates from the second path. These individuals typically work in
departments that provide public services, such as information technology and vehicle
registration. As a result, this segmentation indirectly benefits performance excellence.

ADRP trains all of its workers at the top universities and employs cutting-edge
technology. The Minister has established a clear strategic goal, key performance indicators
(KPIs), and targets. Abu Dhabi is presently one of the world's safest cities, and government
services are easily accessible via civilian smart phones (Abu Dhabi Police, 2014). However,

performance excellence is in the process of being created. The government's aim is for the
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UAE to be the safest country in the world, with the most convenient and creative public
services (Abu Dhabi Police, 2014).

Due to very high standards, continuous follow-up, and time restrictions,
organisational performance has become a burden for certain officers. This is a challenge for
the key business divisions since the high demands for performance perfection are luxuries
they cannot afford. They achieve greatness by ensuring safety. The researcher's experience
as an awards assessor revealed that the requirement to provide information to support the
excellence of performance has been imposed on specific personnel (whose duty it is to
answer all questions posed), but that this does not always make sense in relation to their
actual jobs.

Finally, ADP's culture includes numerous characteristics like as obedience, religious
beliefs, and respect for leaders. These components are instilled in police personnel from their
first days at Police College, and they are imposed and enforced from the top of the
organisation. ADP's definition of performance is straightforward and publicly available to
the public. Abu Dhabi's objective is to become the safest city in the world, which ADP has
been striving towards for many years (Abu Dhabi Police, 2014). Despite the hurdles and

obstacles, they continue to advance.

2.2.1 Police performance in the UAE

Until very recently police forces across the United Arab Emirates (UAE). were
measured and ranked on a direct like-for-like basis over a number of Key Performance
indicators (KPIs) (Meher and Mishra, 2021). These included the number of crimes
committed (reported), the number detected, or solved, complaints against police officers and
the number of emergency calls responded to within the target time.

To address and avert potential concerns about policing performance, and more

importantly to respond to the changing needs and expectations of stakeholders, the
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Association of Chief Police Officers (ACPO) in the UAE established an annual conference
specifically to address and share knowledge on performance in policing. In its twelfth year,
the conference addressed a range of issues surrounding policing performance, including
discussing and sharing ideas and knowledge about policing best practice. In the words of
Chief Constable Mohmad Fahy of Greater UAE Police: “Policing must undergo
transformational change to sustain service delivery with fewer resources” (Goswami and
Agrawal, 2020). The police forces of UAE appear to be clear that this will be an intensive
and potentially uncomfortable process. However, they recognise it is necessary to align the
police service with the expectations of external stakeholders such as the public and
Government.

To develop an efficient and organised police service which shares common values
but acknowledges the unique requirements of local areas is not a straightforward task and
there is a clear need to share knowledge and best practice to facilitate this paradigm shift
quickly and cost-effectively, whilst retaining employee engagement and commitment
(Martinez-Martinez et al., 2021). These changes, together with increasing levels of
collaboration, partnerships and outsourcing, are having profound effects on people. The
effects can be seen in their behaviours, interactions and wellbeing, and bring consequent
risks to performance, integrity and professional standards.

This statement has particular significance within the context of this research, because
by understanding the concepts and frameworks associated with employee creativity , it is
hoped that the worst risks and threats to security, integrity and professional standards can
be8 mitigated, if not avoided altogether. Perhaps what is most refreshing about the
contemporary approach to policing as shown by the 2012 EIP conference is the willingness
to address “wicked issues”, specifically, problems and challenges in service and performance

which have no straightforward answer (Ritala et al., 2018). This important point is both
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valuable and insightful, because the police service must often make difficult decisions about
the allocation of resources, and so must be prepared to address these issues candidly as part
of an ongoing quality-driven culture.

Some police services in Abu Dhabi Police in the UAE, have already taken the
initiative and implemented a service-led strategy within their future planning, although not
all such initiatives are at the same level of maturity (Al Ramahi, 2015). Since each police
service represents a diverse geography and social demographic, it should also be
acknowledged that a ‘one-size-fits-all’ approach to policing is neither valid nor indeed
feasible (Fernandez-Pérez de la Lastra et al., 2020). The application of employee creativity
principles to the police service in times of austerity and increasing demand should result in
direct improvements to perceived service levels and also to the experiences of police officers
who face operational challenges every day. In light of the challenges inherent in this
contextual setting, this research critically considers relevant academic theory to identify and
form examples of transferable best practice around employee creativity, and test the effect
of this theory in the Abu Dhabi Police (ADP) by using mixed research methods (Al Ramahi,

2015).

2.2.2 Abu Dhabi police innovation culture

The United Arab Emirates, abbreviated as the UAE, or shortened to "the Emirates”,
is a country that is situated in the Arabian Gulf. The country is a federation of seven emirates.
Abu Dhabi is the capital city of the country. UAE experienced a rapid growth in the past few
decades due to the oil discovery, leading the country to be one of the most developed
countries in the Middle-East region. Abu Dhabi is the largest among the other emirates and
it is famous for oil industry.The city of Abu Dhabi has witnessed a major growth in its
population over the past two decades. This growth has resulted in a significant increase in

the number of services in the city. Abu Dhabi Police Department (ADPD) has been striving
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to provide the best quality of service to the residents of the city. The ADPD is currently

working on the development of a services and response centers.

Abu Dhabi, being the capital of the United Arab Emirates (UAE), exhibits a rich

culture characterized by its traditions, heritage, and rapid modernization. This distinctive

blend of the old and the new is reflected in its organizational culture as well, particularly in

the context of innovation culture.

Respect for Tradition with Modern Vision: While traditions and local customs are
deeply respected in Abu Dhabi, the Emirate also has a forward-looking vision to
become a leading global player in various sectors, including technology, renewable
energy, and digital economy. This mirrors the innovative culture within
organizations where respect for established processes is balanced with the pursuit of
novel and efficient solutions.

Investment in Human Capital: Abu Dhabi places significant emphasis on education
and skill development, seeing it as key to their future prosperity. This aligns with the
concept of intellectual capital, a critical component of innovation culture, where
organizations invest in enhancing the skills, knowledge, and competencies of their
employees to drive innovation and performance.

Collaboration and Diversity: Abu Dhabi's culture encourages collaboration and
values diversity, drawing people from across the globe to work and live. This diverse
workforce brings a variety of perspectives and ideas, fostering an innovation culture
that encourages creativity and problem-solving from various angles.

Embracing Digital Transformation: Abu Dhabi has been at the forefront of digital
transformation, adopting the latest technologies in public services, infrastructure, and

business operations. This echoes the innovation culture within organizations where
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technology and digital tools are embraced to optimize processes, improve services,

and generate new solutions.

e Leadership and Vision: The leadership in Abu Dhabi provides a clear vision for
growth and development, setting ambitious goals and creating an enabling
environment for innovation. This reflects in the organizational culture where
leadership plays a key role in setting the direction for innovation and encouraging a
culture that values creativity, risk-taking, and learning.

e Sustainability and Resilience: Abu Dhabi's culture also prioritizes sustainability and
resilience, as demonstrated by its initiatives in renewable energy, environmental
conservation, and economic diversification. This resilience aligns with the
innovation culture in organizations, which encourages adaptability, continuous
improvement, and sustainability in their operations.

While these cultural aspects do facilitate an innovation culture, it's essential for
organizations in Abu Dhabi to consciously develop and nurture such a culture, aligning it
with their specific context, strategy, and objectives. Studies from recent years may provide
more nuanced insights into this topic, given the rapid pace of change in Abu Dhabi and the

UAE as a whole (AlShehabi et al., 2021; AlMarri, 2022).

In ADP, concentration on the human factors is vital, because they are what drives the
organisation. To understand the ADP’s culture, it is necessary to explore views of the Police
College. All new recruits attend the Police College for training, researching, and
conditioning. This is an arduous process used to transform students from civilians to soldiers.
There are two routes through Police College. In the first, the students remain at the college
for 4 years and 7 months, living in the college for the whole period of their studies except
weekends and summer holidays. The second route is for students who have already

graduated from university.
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They spend almost one year at the college focusing on basic training and police
officer academic studies. Looking back, the researcher is grateful for having graduated
through the second route, because this one year was harsh and intensive training. Students
are often shouted at or verbally abused. Physical training was normal, and the most welcome
part of the course (Escriba-Carda et al., 2020). Every student at the college learns three
slogans. The first is: ‘Good deeds affect you alone, bad ones affect the whole team’ ‘When
you receive an order you must execute it without any kind of hesitation, even if you think it
is wrong and don't know why it should be done.” The third slogan is: ‘Allah [God Almighty],
UAE, the president’ .This slogan is designed to generate respect and love towards the
leadership.

A high importance is placed on training in the police environment. After graduation,
all police officers try to perform perfectly. Graduates from the first route tend to work in the
core business of security, such as CID, crime scene and investigation departments. They
deliver excellent results in their jobs; but are perhaps viewed as less innovative than
graduates from the second route (lgbal et al., 2019). These people usually work in
departments that provide services to the public such as information technology and car
registration. This segmentation is therefore indirectly serving excellence of performance.

ADP trains all employees at the best institutes, and also uses the most sophisticated
technologies. Strategic vision, KPIs and targets are clear and set out by the Minister. Abu
Dhabi is currently one of the safest cities in the world and governmental services are readily
available through civilian smart phones. However, excellence of performance is in the
process of being developed. The government’s vision is for the UAE to be the safest country
in the world, supported by the easiest and most innovative services to the public (Sheikh,

2021).
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Performance has become a burden for some officers due to incredibly high standards,
constant follow-up and time constraints. This poses a problem to the core business
departments, since the high demands of excellence of performance are luxuries they cannot
afford. They achieve excellence by maintaining security. It was evident from the researcher's
experience as an awards assessor that the requirement to provide information to support
excellence of performance has been imposed upon specific personnel (whose duty is to
answer all of the questions posed) but that this does not always make sense in relation to
their actual jobs (Usai et al., 2020).

In conclusion, ADP’s culture consists of many elements such as obedience, religious
values and respect to leaders. These elements are impressed upon police officers from their
earliest days in Police College, and imposed and followed up from the top of the
organisation. ADP's definition of performance is clear and widely transparent to the public.
It is Abu Dhabi’s goal to become the safest city in the world, which is something ADP has
been aspiring towards for many years. Despite the challenges and obstacles, they keep

moving forward.

2.3 Organisational performance

Organizational performance refers to the effectiveness and efficiency with which a
police department or law enforcement agency accomplishes its mandated objectives and
duties. This may encompass a broad range of measures including crime reduction rates, case
resolution rates, community satisfaction levels, responsiveness to incidents, compliance with
legal and regulatory standards, operational efficiency, personnel management effectiveness,
and the level of innovation and adaptability to emerging security challenges. Essentially, it
captures the quality and success of police services as provided to the community. (Sun Ying,
2009). Wang Jiabao asserts that service performance is a complex concept, and that the

premise of establishing the concept of service innovation is to clarify the factors that affect
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service innovation performance, which generally include the service idea, the leader's
support for service innovation, the service innovation organisational structure, and the
service innovation flow design and completion situation.

Practices that encourage supplier collaboration and deeper customer connections, for
example, improve a company's organisational success (Droge et al., 2012). Close
interpersonal interactions enable the establishment of cooperative norms and protect against
risks that are inadequately foreseen in explicit contracts when there is service co-production
between employees from the two parties (Guo and Ng, 2011), resulting in improved
organisational performance. Similarly, a positive link has been discovered between
relationship qualities (e.g., trust, commitment, asset specificity, information sharing) and a
firm's operational or relational performance (Wacker et al., 2016). Such constructs
frequently include characteristics of organisational performance such as customer service
and service quality enhancements (Cai et al., 2011). Furthermore, evidence of bidirectional
causation — or the relationship-performance spiral — exists (Autry and Golicic, 2010). The
relationship strength/quality and performance link has a cyclical relationship throughout
time, with relationship strength/quality being both a prerequisite and a result of performance.
Similarly, it has been claimed that the relationship characteristics of trust, transparency,
communication intensity, and openness are cyclical, influencing company performance via
feedback loops (Akkermans et al., 2004). As a result, the features of a firm's inter-firm
interactions frequently influence its organisational success. However, there is a need to

expand on this link in the context of servitization.

2.3.1 The importance of organization performance

Performance is regarded as the most important concept in assessing organisations, as
well as a critical aspect in attaining successful management in organisations (Corvellec,

2018). However, examination of what performance is and how to quantify it is restricted
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(Corvellec, 2018). According to Mayne (2017), a performance measurement system is a set
of indicators used to assess the efficacy and efficiency of all operations inside an
organisation. A performance assessment system assists managers in making sound decisions,
successfully planning, and monitoring and regulating all activities inside an organisation
(Garengo and Bititci, 2007).

According to Bititci, Carrie, and McDevitt (1997), organisational performance
assessment is a critical business activity essential to the survival and profitability of any firm.
Performance measurement reveals the health of the company and, in most cases, assists
management in realigning its plans to improve on the measurements. In general, firm
performance has been evaluated from a variety of angles. Financial and non-financial
performance indicators are two of the most used in the management literature. Non-financial
indicators of business value include customer happiness (Ittner and Larcker, 1998), service
quality (Banker, Potter, and Srinivasan, 2005), and staff satisfaction (lttner and Larcker,
2003). Ittner and Larcker (1998) discovered a non-financial performance metric (e.g.,
customer satisfaction) to be related to overall accounting performance, although others have
utilised customer happiness and service quality to assess managerial success. According to
Kaplan and Norton (2005), these metrics are stronger predictors of future financial
performance than accounting measurements and are useful in evaluating and encouraging
management performance. The combined effect of financial and non-financial performance
is significant because current profit and other financial measures reflect the effects of past
and current activities, whereas non-financial measures reflect the impact of current
managerial actions that will not be reflected in financial performance for some time.
Individual or combination measurement has been employed in a variety of empirical service

studies to better understand the influence of service businesses' strategic activities on both
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present and future value (Anning-Dorson, 2016a, 2016b, 2017b; Morris, Shirokova, and

Shatalov, 2013).

2.4 Intellectual capital in the police sector

United Arab of Emirates (it's additionally called Emirates) is one of the affluent
Middle East nations. In 2013, the number of inhabitants in the United Arab Emirates was
9.2 million, of which 1.4 million were UAE nationals, and 7.8 million were outsiders. Abu
Dhabi is the capital of UAE, while there are other six emirates, which are Ajman, Dubai,
Fujairah, Ras Al Khaimah, Sharjah and Umm Al Quwain. A level ruler oversees every
Emirate; one next to the other, they structure a corresponding system of the Federal Supreme
Council. A ruler (more often than not the Emir of Abu Dhabi) is picked as leader of the
United Arab Emirates. Islam is the official religion of the United Arab Emirates and Arabic
is the official language (albeit English, Urdu and Hindi are generally spoken, with English
being the tone of business and instruction, particularly in Abu Dhabi and Dubai). The UAE
has an awesome foundation for the entire nation, particularly for Abu Dhabi and Dubai. This
report means to assess and give a foundation of the framework ventures for the capital of
UAE (Abu Dhabi).

The leap in the land sector along and improving the infrastructure in the UAE this
year has contributed to making this nation a global tourist destination. In this way, the
tourism commitment to the UAE GDP expanded from 3% in the mid-1990s to more than
16.5% before the end of 2010. This pattern is supported by enormous open interests in
tourism projects ($ 47 billion per year) its capacity, the establishment of new terminals and
ports.

The government of the UAE paid great attention toward the country infrastructure.
In this aim, the government strived to ensure rapid development of the country infrastructure,

for this purpose, the government directs a large portion of the revenue toward the country
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infrastructure development and improvement. This orientation is due to the country vision
2021, which is considered as a national target that transforms the country to become the best
on the planet. Under the leadership of the UAE's Green Growth Strategy, the test is to ensure
that this progress occurs in an easy way.

The extensive urbanization activities, for example the Abu Dhabi 2030 Vision and
the Dubai 2020 Urban Master Plan, play a key role in achieving the UAE's goal. Abu Dhabi
continues to build the infrastructure needed for modern capital, and the World Expo is
facilitating several new projects in Dubai in 2020. AED 30 billion ($ 8.174 billion) is spent
on infrastructure at the exhibition site and in the city; profitable profits coming.

From a government perspective, the UAE plans to spend 6 billion dirhams (USD
1.63 billion) on major infrastructure developments, including street systems and elected
structures. In particular, a generous initiative by the government and the Khalifa Initiative
"In the Emirate of Sharjah, Ajman, Umm Al Quwain, Ras Al Khaimah and Fujairah, aims
to ensure that tenants from the UAE should appreciate offices that are indistinguishable from
those living in the UAE in Abu Dhabi and Dubai.

The idea of intellectual capital is a valuable analytical tool for evaluating
organisational effectiveness in police departments. Intellectual capital may be divided into
three types of knowledge assets: organisational, human, and social capital (Snell and Morris,
2014). The framework allows for an analysis of how a company generates information and
learns from strategic issues. Because "value is created, in part, from the organization's
potential to develop and acquire knowledge locally and to utilise it throughout the
organisation,” an intellectual capital strategy is beneficial here. What a company learns in
one area may possibly be reproduced, changed, and integrated in another” (Snell and Morris,

2014).
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Intellectual capital is a derived word that roughly refers to the pool of knowledge
available to an individual or organisation (Feiwel, 1975). However, theorists emphasise that
intellectual capital is only helpful if it can be converted or translated into a form that is
worthwhile or valuable to the body that possesses it (Roos et al., 1998). Indeed, the capacity
to leverage intellectual capital is considered to be dependent on the kind and breadth of all
three types of capital. For example, according to Nahapiet and Ghoshal's (1998)
conceptualization, a business can only hope to turn its knowledge into an organisational
advantage if it has the appropriate social capital. The interaction of different types of
intellectual capital is the foundation of the firm's resource-based perspective (Reed et al.,
2006).

The UAE is a good example of countries that have recognized the value of IC. The
government has invested significant resources in developing the ICT infrastructure to bolster
knowledge management(Rashid and Yeop, 2020). The culture of excellence in the UAE
federal government has culminated into innovative practices to guarantee the desired change
(Ngah, Tai, and Bontis, 2016). Intellectual capital has become an integral element to the
reform paradigms in the region leading to good governance, smart leadership, and a positive
reputation(Rashid and Yeop, 2020).

Although intellectual capital originated in the private sector and was intended to
enhance the profitability and efficiency of private firms, it was subsequently borrowed by
the public sector, which discovered in it a formula for protecting its knowledge capital. This
is not to claim that intellectual capital is a novel concept in the public sector (Riege and
Lindsay 2006). Since the 1980s, most OECD nations have highlighted the importance of
knowledge as a significant source for successful policymaking. However, the
acknowledgment and implementation of intellectual capital systems, structures, and

instruments has been relatively new to the public sector. According to Bridgman and Davis
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(2004), the more public policies are founded on scientific and knowledge-based sources, the
more likely they are to succeed and accomplish the intended objectives for the government
and society as a whole. When knowledge informs policy, it optimises possibilities while
minimising risks associated with the adoption of new and untested policies. More
significantly, governments today face intense pressure from their citizens, who expect

higher-quality services at a lower cost to taxpayers (Biygautane and Al-Yahya, 2016).

Many managerial approaches (often referred to as New Public Management
practises) were brought into the public sector to increase efficiency, decision-making quality,
and responsiveness to the public. To begin, the primary motivator of organisational and
operational excellence was result-based performance. As a result, managers used to prioritise
observable work and output quality (Wiig 2000). Then, the involvement of information
technology and the usage of computers provided order and efficacy to the operation of
government agencies. Due to a variety of factors, including economic, cultural, globalisation
waves, and the world shifting to a “knowledge economy” or “knowledge society” (Wiig
1997 and 2000; Arab Knowledge Report, 2009), attention has shifted to knowledge
management, which has emerged as the new key ingredient to organisational excellence.

Riege and Lindsay (2006) outlined the key factors of the public sector's recent
embrace of intellectual capital. First, one of the long-standing goals of governments across
the world has been to improve the efficacy of public service delivery. The implementation
of intellectual capital projects would enhance knowledge transfer and sharing among
employees. Second, enhancing, expanding, or upgrading current knowledge repertoires or
creating new ones makes existing knowledge inside the organization's limits accessible and
safeguarded. Third, depending on information to guide decisions and policies increases the
chance of success and achievement of desired goals, as well as making the decision-making

process clear and coherent. Fourth, improved responsiveness and participation in public-
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private partnerships will result in both higher returns on taxpayer dollars and better service
delivery (Biygautane and Al-Yahya, 2016).

Furthermore, intellectual capital projects should strive to enhance the intellectual
capacities of society and build a “knowledge-competitive” workforce. This would enable the
optimal exploitation of existing knowledge and human capital resources for the general
benefit of society as Biygautane and Al-Yahya have done (2016). Intellectual capital in the
public sector is not just a tool for improving organisational performance; it is also a route
through which the public's interests and concerns are spoken, allowing them to participate
in policymaking. All of these elements, in the end, contribute to the overall well-being of
society and the transparency of the government machinery.

The scarcity of research on intellectual capital in the Arab public sector is an
unavoidable fact (Al-Yahya, 2016). This is mostly due to high levels of illiteracy, poor
RandD spending, and a lack of ICT (Mohamed et al., 2008). If the current scenario continues,
the Arab world will fall farther behind the rest of the globe in its efforts to transition to a
knowledge-based economy. There is a growing corpus of literature on intellectual capital,
although it is mostly from a Western perspective. Most Arab nations inherited their past
colonial legacies' public administrative traditions, and thus confront significant problems in
making the government machinery functional and achieving the intended objectives and
outputs (Boumarafi and Jabnoun, 2008). Little research has been conducted on the factors
that impede the success of intellectual capital initiatives in the Arab region, despite the fact
that the region now requires intellectual capital more than ever before due to the changing
nature of global competitiveness and the transition to a “knowledge economy” or

“knowledge society” in which RandD is the primary requirement.
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2.5 The intellectual capital (IC)

As a result of the advent of the new economy, intellectual capital has become a hot
subject (Ganand and Saleh, 2018). According to Bramhandkar et al. (2017), the so-called
new economy, also known as the information economy, has moved focus to organisations'
intangible assets and how they are handled. This is reinforced by Clarke et al. (2016), who
claimed that for organisations functioning in this new economy, intellectual capital, rather
than physical capital, is seen as the most valuable asset. The value of intellectual capital
stems from the reality that intangible assets are more valuable than physical goods (Chen et
al., 2012). Furthermore, (Brunold and Durst, 2012) stated that in order for these
organisations to stay competitive, they must take a systematic approach to intellectual
capital.

Intellectual capital has evolved significantly throughout time. Initially, IC was
defined as the gap between an organization's book value and market value (Stewart and
Stephanie, 1994). IC was defined as "knowledge that can be transformed into value.” Stahle
and Hong, (2002) proposed that IC is the ability to create value in the face of continual
change. Furthermore, Youndt et al. (2004) defined IC as the total of all knowledge applied
in company operations to obtain a competitive advantage. However, the most widely
accepted definition of intellectual capital must be that provided by Sofianp et al. (2004), who
defined it as “the possession of knowledge and experience, professional knowledge and skill,
goal relationships, and technological capabilities that, when applied, provide organisations
with a competitive advantage.” As a consequence, it is possible to infer that intellectual
capital is made up of resources and talents that are uncommon, unique, valuable, and non-
substitutable, all of which contribute to superior performance and a long-term competitive

advantage for firms (Kamukama et al., 2011).
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There are several approaches for assessing intellectual capital in the literature. (Chen
etal., 2012) define IC as having four components: people, customer, process, and innovation.
According to Sveiby (1998), IC is primarily split into three components: individual
competence, internal structure, and external structure. However, the most widely
acknowledged IC framework consists of three components: human capital (people
resources), structural capital (organisational values), and relational capital (relationships)
(see: Bontis, 2000; Chen, 2008; Hsu and Fang, 2009; Shih et al., 2010,; Dzenopoljac et al.,
2017). Furthermore, Kamukama et al. (2010) said that these three IC dimensions are
interconnected and hence have a major impact on a firm's value position and performance.
This is confirmed by Ngah and Ibrahim (2011), who stated that for organisations to fulfil
their goals, intellectual capital must comprise human capital, structural capital, and relational

capital since they are interconnected and linked with each other (Dzenopoljac et al., 2017).

2.6.1 Definition of intellectual capital

Stewart (1997) defines intellectual capital as "the accumulation of all information,
skills, and expertise acquired by employees, which substantially contribute to the attainment
of competitive advantages.” Edvinsson and Sullivan (1996) define IC as knowledge assets
that can be converted into value. In another research, IC is defined as the total knowledge
resources within and outside of the company (Hsu and Sabherwal, 2011). According to
Smriti and Das (2017), IC is defined as the knowledge, competency, and dedication
demonstrated by an organization's personnel.

Knowledge assets are associated with intellectual capital (Marr et al., 2004).
Furthermore, intellectual capital includes intangible assets that are not recorded in financial
statements of corporate organisations (Fornell, 2000; Schiuma et al., 2008), while
intellectual capital accounts for 80 percent or more of a company's market value (Fornell,

2000). The carliest use of the term *‘intellectual capital™ is ascribed to an economist named
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John Kenneth (Anghel, 2008). Stewart defined intellectual capital as a collection of each
individual's expertise, information, intellectual property rights, and experience in a
commercial entity (Stewart, 1997). However, there is a more comprehensive definition:
intellectual capital is the sum of all knowledge stocks that enterprises use to gain a
competitive advantage (Subramaniam and Youndt, 2005). According to a broader IC
definition, it is the gap between a company's market value and book value that is employed
for financial purposes (Schiuma et al., 2008; Schiuma and Lerro, 2008).

A phenomenon must be precisely defined in order to be managed and measured.
When it comes to defining a specific definition, IC represents a research issue with
conceptual clarity but tremendous variation and diversity. The first step in reflecting the
comprehensive effect that IC has on current and future performance is to properly define the
word. According to Hall (1992), IC is a company's value driver that converts manufacturing
resources into assets with improved value. Stewart (1997) described IC as the collective
brainpower of a company.

This concept of IC encompasses numerous types of knowledge, important
information, intellectual property, and experience (Bontis, 1999). Sullivan (2000) claimed
that IC represents company knowledge that has the potential to be translated into concrete
profit, which is one of the most appealing and prominent definitions of IC. This definition
explains the underlying nature of IC since it regards IC's effect on corporate performance as
a potential, contingent on managers' ability to achieve this potential (Denopoljac et al.,
2016). Stewart (1997) provided an important definition of IC, stating that IC is the total of
everything everyone in a firm knows that gives it a competitive edge.

Intellectual property (IC) is intellectual material, knowledge, experience, intellectual
property, and information that can be used to generate profit (Bontis and Fitz-enz, 2002).

However, this definition focuses just on IC's ability to generate money, or monetary worth,
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and does not account for the entirety of IC's character. In this context, Dumay (2016)
correctly contends that in order for IC to boost corporate value, it must provide monetary,
utilitarian, social, and long-term value. Monetary value is the common denominator of all
acts undertaken by businesses, and hence it is essential for all forms of value production.
However, the development of monetary value is an essential but not exclusive prerequisite
for long-term success. The usefulness of a company's products is referred to as utility value.
It is assumed that if 1C is managed effectively, it would bring the necessary utility value to
the market. Social value is defined as the benefits that a firm provides to society (Nahapiet
and Ghosal, 1998). Finally, sustainable value indicates the company's ability to meet current
market and societal needs without jeopardising future value development. In this case, IC is
critical since the investment in IC and reaping the advantages occurred at various points in
time, similar to the behaviour of RandD spending. Without a doubt, if a company's IC
generates monetary, utility, social, and long-term value, the company's financial and market
performance will increase.

Based on the aforementioned criteria, IC is defined in this research as the group of
knowledge assets owned and/or controlled by an organisation and, most importantly, drive
organisational value creation mechanisms for targeted corporate key stakeholders. Adopting
the notion of knowledge asset to describe IC components allows for the consideration of not
only organisational intangible assets, but also tangible assets combining knowledge and

knowledge assets as the foundation of organisational capabilities, as knowledge resources.

47



Table 2.1: Definition of intellectual capital

Definition

Authors

Intellectual Capital is perceived as an organization’s

competencies.

Exchanging and creating knowledge should not be the only
factors stressed upon, but stress should also encompass

knowledge deployment and usage.

Knowledge that can be transformed into value

The total of all knowledge applied in company operations to
obtain a competitive advantage.

The possession of knowledge and experience, professional
knowledge and skill, goal relationships, and technological
capabilities that, when applied, provide organisations with a

competitive advantage.

Reich (2010)

Teece (1998)

Stahle andHong(2002)

Youndt et al. (2004)

Sofianp et al. (2004)

The accumulation of all information, skills, and expertise
acquired by employees, which substantially contribute to the

attainment of competitive advantages.

Knowledge assets that can be converted into value.

The total knowledge resources within and outside of the

company.

The knowledge, competency, and dedication demonstrated

by an organization's personnel.

|
" Stewart (1997)

Edvinsson and Sullivan
(1996)

Hsu and Sabherwal (2011)

Smiriti and Das (2017)

It is critical to managing IC in order to properly use the organization's material

resources and achieve the stated goals. According to Kim et al. (2011), IC consists of non-

financial assets that will provide future advantages. IC includes all intangible assets and
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information that are efficiently used in producing value and economic performance, as well
as gaining a competitive advantage (Youndt et al., 2004). Databases, information,
experience, professional skills, customer relationships, and organisational structures are
examples of assets and knowledge (Cisneros and Hernandez-Perlines, 2018).

Bontis (1998) divided IC into three components: human capital (HC), structural
capital (SC), and relational capital (RC) (RC). HC is the information that employees bring
home with them when their shift is finished. Experience, creativity, knowledge, team effort,
tolerance, contentment, employee flexibility, drive, learning ability, education, loyalty, and
formal training are all part of HC (Obeidat et al., 2018; Zawaideh et al., 2018). SC is the
knowledge that remains with the firm when employees depart, and it typically includes all
corporate information that is not taken by employees. Corporate culture, organisational
routines, procedures, databases, systems (Bontis and Serenko, 2009), information
technology, innovation, product innovation, process optimization, and explicit knowledge
are all examples of SC (Kamukama and Sulait, 2017). It also includes the non-human storage
facilities that house the organization's intangible wealth.

SC s also linked to established knowledge and classified experience that is preserved
in databases, patents, manuals, structures, systems, and procedures (Abualoush et al.,
2018b). RC includes the organization's relationships with its external stakeholders, which
include partners, clients, and suppliers (Han and Li, 2015). RC, like SC, is an intangible
asset, and it is based on the establishment, maintenance, and promotion of high-quality
relationships with any organisation, persons, or groups recognised to have an influence on

the company's business (Kamukama and Sulait, 2017).

2.6.2 Importance of intellectual capital in services sector

As evidenced by several previous relevant research, the notion of IC is considered as

an intangible yet important commodity, as well as the most effective competitive weapon
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influencing organisational success (Abualoush et al., 2018b). The creation of IC is heavily
reliant on human knowledge, creativity, competence, and valued talents. It is general
knowledge that IC plays an important role in the information-based economy. In reality,
because it plays a significant role in all parts of administration, enhancing the importance
and efficacy of management, IC is today recognised as a critical component of the
administrative process (Sivalogathasan and Wu, 2015; Cabrilo and Dahms, 2018).

The intangibles must be managed for the purpose of fully exploiting human and
structural capital. Edvinsson and Malone (1997) believe that ICM allows organizations to
simultaneously leverage human and structural capitals. Wiig (1997) pointed out that ICM is
somewhat beyond the knowledge management (KM). According to Wiig, ICM is aimed at
renewing and maximizing the value of the organization’s intellectual capital. He further
discusses that,

“Progressive managers consider ICM and KM to be vital for sustained viability.
Recent practices support this notion and have provided important approaches and tools. ICM
focuses on renewing and maximizing the enterprise-wide value of intellectual assets. KM
supports ICM by focusing on detailed systematic, explicit processes overlap, and synergy
between ICM and KM. Advanced enterprises pursued deliberate strategies to coordinate and
exploit them. From ICM perspectives, they create balanced intellectual capital portfolios that
they implement with KM approaches and tools” (Wiig, 1997).”

Edvinsson (1997) is of the believe that the challenge lies in the very act of process
management that involves the development of IC via the generating of values, to collecting,
capturing, and knowledge sharing, to leveraging and capitalizing of the said values.
Knowledge management intends to enhance value creation of an organization via the
efficient utilization of knowledge. IC, on the other hand, enhances an organization’s

capability in the context of value generation via the identification, capture, leveraging, and
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recycling IC, which encompasses value creation and extraction. A crucial factor of IC is
called ‘organizational capital’, which refers to “the use of structural competence and
knowledge for recycling, leveraging and sustainability” (Edvinsson, 1997). The whole
process involving value creation should end up with value-adding organizational capital.
The Navigator concentrates upon value creation, whereas organizational capital emphasizes
value extraction. As per Edvinsson (1997), the correct management of IC is advantageous to
an organization, which will invariably result in a steeper learning curve, a shortened lead
time to application; increase in costs and investments, or the recycling of structural and
organizational capital; increased value added due to enhanced interactions, and finally, fresh
value creation through established connections and combinations.

An organization may intend to employ a system to measure its IC. As explained
earlier, intangibles are precious resources and pivotal to organizations since they could
determine their future. Accordingly, it is imperative that firms embark on capturing and
measuring IC to extract valuable information through which managers can take right and
effective strategic decisions. As Roos (1998) asserted, the process of measuring IC is so
difficult. The rationale behind such difficulty is threefold: (1) Time delays, (e.g. human
resource training) (2) IC is not perceived as a zero-sum game (this implies that a tiny amount
of investments may engender huge profits, and substantial investments may bring about zero
income (3) Intangibles are quantified on non-financial aspects such as hours and ratios,
rather than mere financials. According to Roos (1998), in order to measure intellectual
capital, an organization ought to “go beyond financial indicators, have a clearly defined
business orientation, and a distinct operational commitment to moving ahead.”

As Johanson et al. (2001) argued, dozens of conceptualizations and frameworks have
been put forwarded for measuring intellectual capital, among others, Human Resource

Accounting for human resource in the 1960s, and Balanced Scorecard (Kaplan and Norton,
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1992), IC, and Intellectual Asset Monitor in the 1990s (Sveiby, 1997). In this context,
Johanson et al. (2001) posed some questions, which were (1) what are the kind of intangibles
measured? (2) What method is used for measurements? and (3) What are the measurements
being utilized for? Taking into account three organizations in the investigations, the scholars
confirmed that a formal measurement routine (MR) can be a conduit that creates ‘tacit’
knowledge vis-a-vis norms (search rules) and activities (routines), whereby there would be
a possibility for more readily networking of a huge number of personnel, customers and
analysts. There have not any formalized MRs so far, although several informal MRs have
been embarked upon. In effect, MR is a type of management control and is a tool employed
for evaluating performance to enable intangibles by which the value of the stock of
knowledge would be augmented. According to Sveiby (1997), “If we measure the new with
the tools of the old, we won’t see the new”. 21 accepted models exist for IC measurement

(Bontis, 1999; Sullivan, 2000).

2.6 Underlying Theories of the research

Generally, a theoryes is specifically designed to assist in understanding what notion
is behind the phenomenon under investigation. In fact, a theory provides a picture of the
logical linkage between various concepts/constructs, allowing us to better understand the
relationship among them, and how they affect one another (Ahmed et al., 2020). According
to the source, in most scientific situations there are alternative theories to explain certain
phenomena. In identifying the appropriate theory for this research, the researcher is engaged
in a rigorous review within the domain of research.

In this part, there are four theories that are relevant to proceed with this research.
This research reviewed each of the theories to provide the details as a comparison to other
literature that related toln the most elaborate theories, the researcher verifies that Intellectual

human capital, Resource-based view, Knowledge-based view and intellectual capital theory
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are interested theories, which are able to explain the relationship between the research’s
variables. These theories were developed to understand how organizations achieve
sustainable competitive advantages.

The theoretical framework of this study is grounded in four key theories — Human
Capital Theory, Resource-Based View (RBV) Theory, Knowledge-Based View (KBV)
Theory, and Intellectual Capital Standard Theory. The interconnectedness of these theories,
as established in recent literature, substantiates the analysis of the roles of intellectual capital
(IC), innovation culture, gender, and organizational performance (OP) within the Abu Dhabi
Police Organisation.

Human Capital Theory: The foundational premise of this theory is that individuals'
skills, knowledge, and competencies are crucial for organizational performance and
competitiveness (Muduli, 2018). As human capital is a central facet of IC, this theory
provides the basis for exploring the impact of human capital (as an aspect of 1C) on OP.

Resource-Based View Theory: This theory emphasizes that a firm's resources,
including tangible and intangible assets, are pivotal to gaining a competitive edge and
achieving superior performance (Barney, Ketchen, and Wright, 2018). In the context of this
study, IC can be viewed as a unique and strategic resource that could enhance the
performance of the Abu Dhabi Police Organisation.

Knowledge-Based View Theory: This theory extends the RBV by underscoring
knowledge as a strategically significant resource (Eisenhardt and Martin, 2018). The KBV
is particularly pertinent to this study as it elaborates on the role of innovation culture (a
manifestation of the organization's knowledge utilization practices) in mediating the
relationship between I1C and OP.

Intellectual Capital Standard Theory: This theory presents a comprehensive

framework for understanding IC in terms of human, relational, and structural capital (Sveiby,
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2018). By leveraging this theory, the study deepens the understanding of IC's components,
their interaction with innovation culture and gender, and their influence on OP.
Collectively, these theories provide a robust foundation for the study, shedding light
on how IC, innovation culture, gender, and OP interact in the context of the Abu Dhabi
Police Organisation. Consequently, the integration of these theories helps elucidate complex

dynamics that contribute to enhancing OP.

2.7.1 Human capital theory

As for the theoretical foundations of human capital, its historical context and forms
of measurement, it is found that the theories of human capital argue that knowledge and
health determine the increase of individual productivity and economic growth, this is how
Schultz (1960) presented for the first time in his Teller Lecture the term human capital, who
developed his theory around this concept at the beginning of the 60s, and then Becker and
Mincer delve into it. However, the central hypothesis is earlier and is clearly expressed by
Adam Smith (1776) in chapter ten of the book The Wealth of Nations, where he writes that
man "who has been educated at the cost of much work and time and must to be able to
perform work that reimburses the cost of their training with at least the ordinary benefits of
a capital of equal value ".

Later, at the dawn of the twentieth century, Fischer (1988) developed a concept of
capital that considered as such "all stock of resources that allow originating future income
streams”, allowing to include in the investment both the training of people like the
manufacture of machines. Schultz defined that the decisive factors of production for the
improvement of the welfare of the poor are not the space, the energy and the availability of
cultivable land but the improvement of the quality of the population, the advances in the
knowledge and the improvement of abilities; In turn, it determined human capital as that

which includes qualitative components, such as skill, knowledge and similar attributes that
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affect the individual's capacity to perform productive work. He also stated that the expenses
introduced to improve these capacities increase the value of the labor productivity and will
produce a positive return.

Later, Becker (1964), considered the systematizer of Schultz's contributions,
formally developed the theory of human capital in his book Human Capital. In essence, its
basic idea was to consider education and training as investments made by rational individuals
in order to increase their productive efficiency and their income. He also assumed that the
economic agent (individual) when deciding whether or not to invest in their education,
arbitrates between the costs of the investment (for example, the opportunity cost - salary that
is lost due to researching - and the direct costs, that is to say, the expenses of studies) and

the benefits that will obtain in the future, if it continues forming.

Based on the foregoing, it is established that investment in human capital, defined by
Becker (1964), guarantees increases in the productivity of individuals based on increases in
their stock of knowledge, while investment in health capital (defined by Grossman)
determines the total amount of time a person can spend generating profits in money and
merchandise (thus increasing their utility function).It should be noted that Barro (1990)
elaborated an endogenous growth model and showed that investment in human capital
includes education and job training; Of course, human and non-human capital do not need
to be a perfect substitute in production. In this way, production could show returns to scale
in the two types of capital, if taken together, but have decreasing returns to scale if taken
separately. Barro (1990) also states that the product, apart from the physical capital and the
level of education, depends on the number of hours worked and health capital of the workers,
which reflects their productivity and the decrease in their absenteeism workplace.

The experts who focus in the area of economics or business management they

consider the efforts or performance of the individuals highly credible in the employee
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creativity similarly; quality of the workers increases the efficiency or quality of the
organizational operations (Allameh, 2018). Smith (1776) suggested that individual or worker
efficiency, knowledge, ability, capability and intellectuality in the production process of the
organization is the evidence to get boosted the organisational performance adequately.
Currently; employees of the organizations are considered as the human capital that increases
the overall performance because of their commitment and dedication to using their abilities
and knowledge in the development of organizational efficiency and performance
(Edvinsson, 2013). The theory is based upon the human should be considered as the capital
for the organization as other assets are being used to perform the activities of the organization
such as tangible and intangible assets that constitutes the capital for the organization
similarly; in the case of the employees they are also being considered as the human capital
for the organization and contributes to the organizational development and increases the

performance as well (Briner et al., 2012).

2.7.2 The Resource-based view theory

Penrose (1959) was the person who originally introduced the resource-based view
(RBV) and afterward, Wernerfelt (1984) and Rumelt (1984) tried to realize the notion. The
RBV of the firm assumes that company’s sustainable advantage in a given market can be
determined by the organization’s resources and capabilities. RBV proponents hold that
organizations are distinctive entities defined by their private resources (Barney, 1991).
Intellectual capital of the organization is classified under such resources (Marr et al., 2003).
Penrose (1959) places importance on the internal resources of a company, which in this
context means the productive services that are derived from a company’s own resources. In
order to understand the important role of the organization's "inherited" assets, the
environment is visualized in the entrepreneur's mind, detailing opportunities and constraints

that they might come across. This image would influence an entity’s behavior. She noted
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that the main difference between economic activity within an organization and economic
activity within the market lies in the fact that economic activity within the organization is
rendered in an administrative firm, whereas economic activity inside the context of market
Is not. She also pointed out the fact that both markets and organizations interact with their
respective environments, and each being co-dependent on the other for their respective
survival.

Penrose (1959) believes that a firm is much larger than an administrative body; it is
regarded as more of a gathering of resources that are productive, where the usage of these
resources is determined via administrative decisions. Capital of an organization embraces
tangible resources, such as plant, equipment, land, and natural resources, raw materials,
semi-finished goods, waste products and byproducts, and even the unsold stock of finished
goods. Humans are also considered to be a firm’s resource - unskilled and skilled labor,
clerical, administrative, financial, legal, technical, and managerial staff. Penrose (1959)
further posits that in actuality, it is not the resources themselves that are inputs to the
production processes, itis only vital towards the delivery of services. Resources are regarded
as a collection of available services that could be described separately from their usage,
whereas services could not be described as much. This distinction is what spelled out the
differences, or rather, uniqueness, of individual firms. Besides, she referred managerial
capability, product or factor market and uncertainty as impediments to the organizational
development.

Wernerfelt (1984) developed the notion additionally by stating the fact that strategy
balances the deployment of available assets, and the expansion of novel potential resources.
Barney (1991), based on prior work, suggested four benchmarks for evaluating what types
of resources that are capable of championing sustainable competitive advantages: (1)

valuable, (2) rare compared to the competition (3) imitable and (4) non-substitutable.
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According to Roos and Roos (1997), the only resource that met the aforementioned
benchmarks is “knowledge” irrespective of whether it is termed as invisible assets,
absorptive capacity, core competencies, strategic assets, core capabilities, intangible
resources, organizational memory, or other concepts with similar meaning. Roos and Roos
(1997) refer to IC as the most contributing factor to gaining competitive advantage. They
further pointed out that a systematic method for measuring IC is considerably pivotal to

organizations irrespective of the industry, size, age, ownership, and geographical factors.

2.7.3 The Knowledge-based view theory

It is widely acknowledged that the knowledge-based view (KBV) of the firm is a
recent addition to the RBV (Balogun and Jenkins, 2003). KBV posits that knowledge is
imperative to strategic resource, and acts as an extension to the RBV of the firm (De Carolis,
2002). KBVs extension to RBV is expected to be enough in the context of the current
economic context. In the context of this work, intangible assets are regarded as highly valued
resources (Bontis, Dragonetti, Jacobsen, and Roos, 1999).

Assuming that knowledge is regarded as a resource, it theoretically connects RBV to
the KBV (Ariely, 2003). The KBV residing in the firm is a current addition to the RBV,
which is made possible by inherent capabilities of a firm (Malerba and Orsenigo, 2000).
Competition is framed by capabilities, and the idea of increasing return was first put forth
by Edith Penrose (1959), and was further refined by Wernerfelt (1984), and Rumelt (1984).
They are regarded as developers and refiners of modern RBV in firms (Foss, 1997). KBV of
the firm acts as an extension of RBV, as it regards organizations as heterogeneous bodies
that are filled with knowledge (Hoskisson et al., 1999). Organizations acting on resource
base are increasingly being filled with knowledge based assets (Roos et al., 1997). there are

some parties who regard knowledge in terms of creative capacity. Instead of deriving values
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from intangible resources, the core of the knowledge-based perspective is made up of value
criteria within the organization itself. The knowledge-based perspective is integrated into
the system or management theory, where it is regarded as a system that is made up of parts
that are interdependent (Cole, 2004).

Despite the fact that it is imperative to investigate each component that makes up an
organization, it is also salient that we do not lose sight of the relationship between these
respective components and the organization. As a matter of fact, IC is regarded as a

combination of interdependent intangible assets.

2.7.4 Intellectual capital standard theory

According to the theories of economic growth, specifically according to Solow's
neoclassical theory of Solow (1956), the increase of capital and labor mean an increase in
productivity and economic growth; for Denison (1957) the capital increase and the increase
of work revert to progress and investment in intangibles; (Romer, 1994, Lucas Jr, 1988,
Barro, 1991) with the theory of human capital, Becker et al. (1990) treat intellectual capital
in their theories. They conclude that they have observed how the research trend of
intellectual capital has been dominated by accounting and management perspectives with a
little influence of psychology and sociology. That is why they see the need to highlight a
theory of intellectual capital that emphasizes the human attributes of individuals and working
groups. They have developed a double conception of human capital and at the same time
they have identified a new component of structural capital labeled with fluid structural
capital against what is crystallized structural capital. For Allee (1999) the manager must
have a broader vision of the company when it comes to modeling intellectual capital. That
is, the dynamics must take into account that the company is in a social and environmental

environment with the influence of external agents. The models do not include these dynamic
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changes with society or with the land and its resources. However, it is beginning to
appreciate that there are companies with multiple coincidences creating so-called
"communities of practice” in which the union between companies comes hand in hand with
a common sense of purpose (Al-Ahmad Chaar and Easa, 2021).

In turn, the companies are also located in between other communities where they act
as collective nodes in a broad social system. This would imply interdependence between
organizations and society that is ignored in the management and business models.
Companies and organizations are, in addition to the fabric of this broad society, dependent
on this social system at the level of employees, customers and other stakeholders. For
example, the quality of the knowledge of the workers of a company in a certain locality is
determined to a certain extent by the quality of the education that public and private
organizations offer in that locality.

According to Edvinsson and Malone (1999), the IC is composed of Human,
Structural, Client, Organizational, Innovation and Process Capital. They define it in this way
in the Skandia Navigator Model, whose main objective was to generate a tool to direct the
decision-making process. Stewart (2007) coincided with Edvinsson and Malone (1999) in
the inclusion of Human, Structural and Client Capital. For Guthrie and Petty (2000),
Intellectual Capital is composed of three groups: internal, external and talents. Defining the
Internal Capital as the capital of internal systems and corporate knowledge, in which the
energy and organizational culture is an integral part. On the other hand, the External Capital
forms the logic, refers to the external order of the organization and corresponds to the capital
of customers, suppliers, brands, patents and business prestige. Finally, Guthrie and Petty
(2000) understands the Talent Capital by the people who make up the core of the

organization, its competences and aptitudes.

60



Nahapiet and Ghoshal (1998) and Bontis, Chua Chong Keow, and Richardson
(2000), point out that Intellectual Capital is made up of Human, Structural and Relational
capital. Sullivan (2000) make reference to what was proposed by Nahapiet and Ghoshal
(1998), with respect to the components of Intellectual Capital, by dividing them into: the
wealth generated by the knowledge, skills and abilities of people (human intelligence); for
the culture, routines, protocols, procedures, technological development and intellectual
property of the organization (intelligence of the organization) and the relationships and
actions shared with external or social agents (competitive and social intelligence). On the
basis of the proposals of the cited authors, they are understood as components of Intellectual
Capital, Human Capital, Relational Capital and Structural Capital (Organizational Capital,
Technological Capital and Intellectual Property). Several authors converge on the fact that
Intellectual Capital is composed of Human Capital, Structural Capital and Relational Capital,

which in turn are under the influence of Social and Cultural Capital.

2.7 Factors of intellectual capital

The second critical stage in reflecting the various and complicated character of IC is
to give a thorough classification. Many scholars have made important contributions to
tackling the challenge of IC classification during the previous few decades (Dzenopoljac et
al., 2017). The most common classification in the literature focuses on two (dichotomous)
or three (trichotomous) components. One of the early dichotomous categorizations was
proposed by Hall (1992), who divided IC into two groups based on their capacity to be seen
independently of human resources. Human capital refers to intangibles found within human
resources (HC).

HC is made up of many types of information that may be classed as general or
specialised. Organizational capital, technological capital, and relational capital, on the other

hand, are types of IC that are distinct from human resources (Bontis et al., 2000). Petty and
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Guthrie (2017) suggested another significant dichotomous classification of IC, claiming that
it consists of two elements: organisational (structural) capital and HC. Pulic (2015), who
created the VAIC, also took this technique.

Many empirical academic research such (Bontis, 1998; Bontis et al., 2000; Cabrita
and Bontis, 2008; Andriessen, 2004; Chan, 2009; Pike and Roos, 2004; (Kujansivu and
Lonnqvist, 2007; Lev and Zarowin, 1999; Arora and Gambardella, 1990; Van der Meer-
Kooistra and Zijlstra, 2001)., like the one given in this research, have used this measure of
IC's relative contribution to value generation as a foundation. The fundamental problem of
these two-sided IC categorizations is that they leave out an essential, external component of
IC, which is relational capital. Trichotomous categorizations are becoming increasingly
common in the academic literature on IC (Bontis, 2011), and they have extended the
perspective on IC by adding external I1C, such as relational capital. Dzenopoljac et al. created
one such classification (2017). The essential parts of IC, according to him, are internal
structure, external structure, and staff skills. Morover, the internal structure generally
comprises that organization systems, databases, procedures, and routines. Relationships
with external stakeholders are part of the external structure. Employee competences
encompass individuals' individual experience, expertise, and talents. Skandia, a Swedish
insurance firm, was one among the first to make information about IC public in 1994, as part
of their annual report. Leif Edvinsson developed this IC management method and disclosure.
Intangible assets are classified as HC, structural capital (SC), and client capital in Skandia's
report (Bontis, 2004). Individual employee knowledge was included in HC, whereas
corporate culture, information management, databases, and the like were included in SC.

According to the Skandia categorization, the last component of IC is customer
capital, which reflects a company's capacity to capitalise on the impacts of excellent

relationships with its clients as well as its external business networks. The three-element
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categorization of 1C was adopted by many other studies. Bontis (2015) is one such author
who focuses on human, structural, and consumer capital. The MERITUM project proposed
another three-element classification in Measuring Intangibles to Understand and Improve
Innovation Management (2002), commonly known as the MERITUM Guidelines. The
Guidelines define IC as a combination of human, structural, and relational capital
exploitation. Sullivan (2000) was another author who supported the trichotomous
classification. However, he emphasised that it was critical to have sufficient business
procedures in place to convert IC into intellectual property. In this manner, the indirect
character of IC in terms of value generation was recognised (Dzenopoljac et al., 2017).
Another scholar that proposed for a three-segment classification of IC was Lev
(2001). He changed the methodology by proposing the notion of three intangible nexuses
that determine the value-creation process. These were the nexuses of discovery,
organisational processes, and human resources. Lev (2001) pointed out that the parts of
tangible and intangible resources are interconnected, making it impossible to distinguish
between them. In line with the research of Kamukama et al. (2013). Table 2.2: show the

factors of Intellectual capital through the various literature.

Table 2.2: Factors of intelectual capital

Operationalization
Field Human Structural Social Relational Literature
ggzlrlty of Augier and
Intell’igence Teece (2005),
' 2001
Skills, Patents, Trade Lev (2001),
. Schankerman
. Education secrets,
Economics (1998),
level, Trademarks,
Faculties Copyrights, etc Zucker,
pyrIgnts, Darby. and
supportedby
federal Brewer
(1998)
grant
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Edvinsson

and Sullivan,
(1996),
Eisenhardt
and Martin
Skills at Intellectual (2000), Hall
employee, property, TraQe Corporate Consumer trust, (1993),
Strateav/ Knowledge | secrets,Copyrights, | culture, Network Relationshi Hudson
gy worker Database, ties,Shared . P (1993), Lane
Management/ with .
Turnover Regulatory codes, Trust, and Lubatkin
Human ) stakeholders,
rate, routines, Process Norms, . (1998),
Resources . - Strategic .
Experience, | manuals, Obligations, alliance Nahapiet and
Education, Information Identification Ghoshal
Experience | system (1998),
Stewart
(1997),
Subramaniam
and Youndt,
(2005)
Customer
Market refatipnshits. Brooking
. . Customer
information, ] . (1997),
. satisfaction, i
Market sensing Fernstrém
Customer
. procedures, New (2005),
Creative loyalty,
4 product ; Stewart
skills, Shared mental Retention
- development (1997),
. Negotiating model, Trust, rate, Brand .
Marketing : procedures, i : Srivastava,
skillsof i l Personal equity,Price
Packaging design, | . . Fahey, and
sales force, . interaction tolerance, .
Implementing ) . Christensen
Know-how . Relationship
promation, with (2001)
Customer Madhavan
. . external
relationship and Grover
stakeholders,
management . (1998)
Strategic
partners
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Alavi and
Information Leidner
system, Intranet, (2001)
. Individual Database, Organizational Griffith,
Information .
Svstem knowledge, | Routines, culture, Sawyer, and
y Skills Documents, Team culture Neale (2003),
Problem solution Schultze and
sets Leidner
(2002)
Information supply chain Menor et al.
Operations Skilled system, State-of- . PP y_ (2007) , Choi
. integration ,
Management | work force art manufacturing subply base andKrause
processes PRl (2006)

2.8.1 Human capital

Human capital is one of the most significant resources on which organisations rely
since it allows them to adapt to environmental changes in novel ways (Kong, 2010).
Furthermore, human capital is seen as critical since it influences organisational performance
(Santos-Rodrigues et al., 2013). Furthermore, (De Pablos et al., 2003) said that the value of
human capital is derived from its potential to increase the efficacy and efficiency of
organisations, therefore gaining a competitive edge. As a result, human capital is regarded
as the most important intellectual capital component because the firm's existence is
dependent on it (Kianto et al., 2010).

Human capital (HC) is described as "the total of an employee's competence,
knowledge, skills, innovativeness, attitude, dedication, wisdom, and experience" (Wang et
al., 2014). Human capital is made up of the values, attitudes, and habits of the individuals in
the organisation, as well as the leadership that inspires people to show their full potential in
the organisation (Tarus and Sitienei, 2015). It should be emphasised that the human capital
of one organisation differs from that of another, giving the qualities of being unique, scarce,

and irreplaceable (Ngah and Ibrahim, 2011). Furthermore, Hussi (2004) and Abadula (2010)
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found that human capital is not entirely controlled by the company, which separates it from
the firm's other resources. As a result, Chen et al. (2012) recommended that organisations
continually invest in their human capital in order to strengthen their competitive edge.

One of the components of intellectual property is human capital. Professional
competency, social competence, employee motivation, and leadership ability are all
examples of human capital. Professional competence is the experience and knowledge
earned in a firm and in an employee's career. Training, higher education options, practical
experience through employment, courses, and seminars are all factors that contribute to
professional competence. Social competence, for example, comprises interpersonal skills,
the capacity to interact effectively with people, the ability to communicate, and the ability
to talk in a constructive manner; social competence improves employees' collaboration and
learning ability (Swart, 2006).

Furthermore, employee motivation is a critical factor in every organisation.
Motivated personnel are more eager and dedicated to take on new responsibilities. Such
eagerness to perform leads to increased productivity in a company. Businesses engage in
employee motivation through different ways such as fair remuneration, including workers
in decision making, giving bonuses, commissions, promotion possibilities, and decision-
making flexibility. Leadership capacity is a component of intellectual capital as well.
Leaders with a strong capacity to lead are individuals who can carry out administrative
responsibilities seamlessly (Subramaniam, 2005). Leadership skill also involves the capacity
to conceive, convey, and implement strategy and vision.

Human capital, according to Bontis (1998), is the knowledge of individuals in a
business. According to Swart (2006), human capital is movable and does not belong to any
one organisation because employees own the human capital. According to Swart (2006),

human capital is essential because it is a strategic source of creativity and invention in a
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corporation; human capital is seen as the basis of intellectual capital and is a fundamental
component in the performance of intellectual capital activities. According to Joia (2007)'s
research, human capital is the primary engine of a firm's growth. Proper human capital
management may aid in the creation of other intellectual assets inside a company. Certain
types of human capital may be industry-specific. This is due to the fact that certain personnel
have been taught and have expertise in disciplines such as accounting, engineering, and
medical. Employees having professional expertise in certain fields may be needed to register
with specific professional organisations in order to demonstrate their degree of knowledge
and skill. Organizations may demand employees to acquire professional qualifications in
specific areas since such individuals may contribute more to the firm's value generation
process (Abdulaali, 2018).

On the othe side, organizations have no ownership of their people or their skills and
competences. Employees’ future economic advantages may be difficult to predict due to the
potential of significant staff turnover. When workers depart, they do not leave behind the
skills and information that they have gained, but rather their competences. The only thing
left for the organisation is structural capital, which may have been earned through human
capital (Abdulaali, 2018). Estimating human capital offers several problems, which leads to
the lack of a reliable value that can be used to measure a firm's success based on human
capital employment. As a result, comparing the human capital performance of one
organisation to another is challenging. There is also the issue of tracking the future economic
gains that human capital is anticipated to bring. As a result, it is difficult to account for
human capital on the financial sheet. Human capital cannot be accounted for in the financial
accounts since the future advantages are difficult to predict (Zambon, 2017). It is critical for
firms to get information about human capital that may help them allocate human resources

more effectively (Youndt, 2004).
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2.8.2 Structural capital

Structural capital is concerned with the procedures and structures of the organisation,
which eventually impact organisational innovation, making it an essential organisational
resource (Kong, 2010). Furthermore, (Santos-Rodrigues et al., 2013) showed that structural
capital is employed to retain organisational human capital. This is because structural capital
serves as a supportive framework for HC a set, providing the required atmosphere for
individuals to contribute their human capital and expertise (Ngah and Ibrahim, 2011).
According to Abadulai (2012), structural capital (SC) refers to organisational skills that are
used to meet internal and external problems. Structural capital may also be described as non-
human knowledge storehouses such as organisational culture, procedures, data bases,
information systems, patents, copyrights, trademarks, and so on (see Sharabati, 2010, Kianto
et al., 2012; wang et al., 2014). Joshi et al. (2013) defined structural capital as knowledge
generated and owned by an organisation. Unlike human capital, structural capital is held by
the company (Mention and Bontis, 2013) and may thus be exchanged, duplicated, and shared
within the enterprise (Zambon, 2012). As a result, SC is regarded as the dimension that
enables IC to be assessed and developed in an organisation (Toth and Jonas, 2017).

Product innovation, company culture, managerial instruments, Information
technology (IT) and explicit knowledge, internal cooperation, and process optimization are
all examples of structural capital. Product innovation improves an organization's future
(Zambon, 2017). This is because innovation ensures the creation of new goods, which
improves the organization's competitiveness and survival. Product innovation gives birth to
patents and copyrights, among other things. Corporate culture is also a component of
structural capital. Corporate culture refers to the beliefs and conventions that affect
knowledge transfer and job relationships. A healthy company culture guarantees policy
compliance while also instilling the habit of innovation and improvement. Management
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instruments tend to assist leaders' efforts and affect how choices are made, and this includes
the communication channels utilised during decision making. Process optimization refers to
the continual improvement of internal procedures and processes. Internal collaboration refers
to how employees in an organisation may collaborate and share information (Abdulaali,
2018).

Structural capital consists of a variety of aspects such as processes, systems,
structures, intellectual assets, and different intangible assets. Nonhuman knowledge in the
organisation comprises proprietary software, computer programmes, databases,
organisational culture and structure, trademarks, and patents, among other things (Choong,
2008). Structural capital refers to the parts and assets that may be differentiated from human
capital inside a company. Because it is produced by human capital, structural capital is
heavily reliant on it. Individuals inside an organisation, for example, create patents (Joia,
2007). In contrast to human capital, which is owned by the organization's employees,
structural capital is knowledge held by the organisation. Structural knowledge persists in the
organisation even after workers leave. Human capital is utilised in organisations to develop
structural capital, which is used by organisations to gain a competitive edge and create value.
People tend to work better and more efficiently when they have access to structural capital.
According to Youndt (2004), the value development process involves the translation of
human capital into structural capital, and structural capital assists employees in the value
creation process (Subramaniam, 2005).

Furthermore, Structural capital is often maintained in organisational databases and
utilised in business operations. Structural capital contains organisational know-how, which
is often employed in daily routines and is documented in papers and rules inside an
organisation. Structural capital contributes to the creation of a competitive advantage and is

divided into two categories: organisational infrastructure and intellectual property inside an
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organisation. An organization's infrastructure consists of its procedures, rules, and processes.
Trademarks and patents, for example, are examples of intellectual property. (Abdulaali,
2018). In short, IC is a synergistic process, which means employees can gain more than
theirs in-vest. The process of IC is of greater importance to promote collaboration among
employees for services. IC capability can also describe as the ability of employees to create
frameworks for solving problems and deal challenges through using the IC they adapted.
Knowledge application allows employees to apply the IC gained from the internal or external
of the organazation and used it for their own purpose. Employees can reduce their mistakes,

improve their efficiency and decrease redundancy by applying IC effectively.

2.8.3 Relational capital

Relational capital is based on the idea of connecting internal intellectual resources
with external stakeholders, therefore impacting an organization's potential to produce value
(Wang et al., 2014). Relational capital (RC) is described by (Mondal and Ghosh, 2012) as
"knowledge inherent in relationships with each stakeholder that influences the firm's life."
According to Pearse (2009), relational capital helps both the organisation and its people
equally because they both own it. Furthermore, Pablos (2003) stated that relational capital is
critical in realising the wealth-creation potential of human and structural capital. As a result,
Joshi et al. (2013) stated that building and maintaining relationship capital is critical for
successful organisations. Customer relationships, supplier relationships, public ties, and
investor relationships are all examples of relational capital. The relationship between an
organisation and its customers is referred to as a customer relationship. Aspects such as
strong customer service contribute to a positive client connection. Supplier relationships
refer to the connection with suppliers, both present and future (Abdulaali, 2018). Managing

supplier connections entails engaging in actions that enhance relationships during the
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purchase process. Businesses take measures to strengthen investor relationships, such as
providing correct information to investors to help them make decisions (Zambon, 2017).
Morover, relational capital, for example, is established by communication between
the organisation and its customers; customer capital includes variables such as market share,
profit per customer, and customer retention rate. The information accessible in diverse

connections inside the organisation is referred to as relational capital (Abdulaali, 2018).

2.8 Previous research on intellectual capital factors

Several previous studies have focused on the impact of intellectual capital
dimensions on the firm performance; Table 2.3 shows some of these previous studies, which
clarify the research aim, methodology, and findings of each research.

There is no doubt that almost all organisations are becoming IC-driven in order to
enhance organisational efficiency in this information era. The capacity of the organisation
to sustain a competitive edge will almost certainly guarantee improved organisational
performance. The same is true for organisations, and organisations are ranked depending on
their performance. Similarly, Ganand and Saleh (2018) recognised IC as a way of
establishing or sustaining an organisational competitive advantage in a highly competitive
context. Given that an organization's ambition to get a competitive edge has a beneficial
influence on overall organisational performance. At the organisational level, it raises the
financial worth of the organisation while also improving performance through greater
efficiency, productivity, quality, and innovation (Dzenopoljac et al., 2017; Wang and Wang,
2012).

IC has been viewed to be of significant benefit to organisations in the places of
serving as strategic resources, providing competitive advantage, and serving as the primary
driver for the implementation of the organization's business strategy (Clarke et al., 2016).

Clarke et al. (2016) identified long-term total strategic performance of the organisation as
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the primary goal of IC. This backs with earlier writers' claims that 1C has significant benefits

in organisational strategy planning.

Author(s)

Table 2.3: Summary of previous studies

Research aim

Methodology

Finding

Lin et al.
(2018)

Gogan,
Artene,
Sarca, and
Draghici
(2016)

Maria
Morariu
(2014)

Kamath
(2015)

Dzenopoljac,
Janosevic,
and Bontis

(2016)

Dzenopoljac,
Yaacoub,
Elkanj, and
Bontis (2017)

This research aims to in-
vestigate the correlation
between intellectual cap-
ital components and in-
frastructure companies
performance
The purpose of this re-
search is to examine the
relationship between in-
tellectual capital and or-
ganisation performance
in four distribution com-
panies

This research aims to in-

vestigate the association

between intellectual cap-
ital and traditional firm
performance in public
Romanian companies

This research aims to in-
vestigate the impact of
intellectual capital on
firm performance and
market valuation in In-
dian firms

The aims of this research
to investigate if the intel-
lectual capital creates
value to the information
communication technol-
ogy companies in Serbia
Investigating the impact
of IC on firms perfor-
mance and efficiency in
GCC

The co-integration test is
conducted to test the corre-
lation among the research
variables into two directs

The Pearson correlation test
is applied by this research
to examine the relationship

‘The VAIC model is used
by this research to test the
association between IC and
traditional performance.
The multiple regression is
used to determine the im-

formance
The multiple linear regres-
sion is employed by this re-
search to determine the im-
pact of IC on firm perfor-
mance and market valua-
tion. The VAIC methodol-
ogy is used
The VAIC methodology is
used

The VAIC model is used to
measure the impact of the
value added of intellectual
capital on the form perfor-
mance and efficiency
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The result of this research
showed a significant rela-
tionship between intellectual
capital components and firm
performance in infrastruc-
ture industry
The finding of this research
confirmed a significant rela-
tionship from three intellec-
tual capital components that
human capital, structural
capital, and relational capi-
tal with the organisation
performance
The result of this research
showed a significant and
negative association be-
tween VAHC and the per-
formance indicator market

| value, as it impacted signifi-

. pact of VAIC and firm per- |

cantly and positively by the
company size
The finding of this research
revealed a significant impact
from the IC on both market
valuation and firm perfor-
mance

The finding of this research
showed a non-significant
contribution from two com-
ponents of IC that human
capital and structural capital

The result of this research
showed a significant impact
on some firm performance
such as return on assets and



Wang et al.
(2014)

To investigate the im-
pact of knowledge shar-
ing on firm performance
with the mediating of IC

To examine the contri-
bution of intellectual
capital on the overall

performance of cultural

and social organisations

Liu (2017)

This research aims to ex-
plore the intellectual
capital impacts on or-
ganisational perfor-
mance in lranian listed
companies

Asiaei and
Jusoh (2015)

Anshori
(2007)

The purpose of this re-
search is to research the
effect of intellectual cap-
ital on the performance
of insurance companies.
The market was released

in 2005.

The research aims at
identifying the nature of
the relationship between
knowledge management
and intellectual capital,

testing the impact of

knowledge dimensions
on intellectual capital

Salman
(2009)

Structural equation model-
ing methodology is used

The multiple linear regres-
sion is used to determine
the contribution of IC on

the firm performance

Partial least square regres-
sion analysis technique is
used to examine the impact
of intellectual capital di-
mensions on the organisa-
tional performance

net profit margin, while re-
turn on equity has no signif-
icant impact

A significant impact has
found from the I1C on the
firm performance, in addi-
tion to a significant mediat-
ing impact of 1C between
knowledge sharing and firm
performance
The result of this research
find a significant and posi-
tive impact on firm perfor-
mance, also a significant
mediating of social capital
between human, structural,
relational, and firm perfor-
mance
The result of this research
showed a significant impact
from intellectual capital on
the organisational perfor-
mance, also confirm that in-
creasing these companies in-
vestment in human and
structural capital lead to im-

. prove the organisational per-

The quantitative analysis
was used in this research.
The hypotheses were tested
through the linear regres-
sion model.

Proposed Model of the Re-
lationship between
Knowledge Management
and Intellectual Capital in
the Hospital Sector
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formance
The effect of intellectual
capital on the banks' perfor-
mance was concluded, thus
achieving a competitive ad-
vantage and earning profit.

The research found that
there are fundamental differ-
ences between hospitals re-
garding the availability of
basic components of
knowledge management.
There are also significant
differences between hospi-
tals regarding the availabil-
ity of the basic components
of intellectual capital.



Blunas and The research sought to Reviewing the concept of The present research at-

Amina show the role of intellec- | intellectual capital and its tempted to integrate the
(2009) tual capital in achieving components and how to knowledge capital and the
the competitive ad- manage it in a changing en- | achievement of innovation,
vantage vironment. and to determine the extent

of adoption by the deans of
the colleges sample re-
search.

2.9  The relationship between intellectual and organisational performance

Intellectual capital is recognized as a central source of competitive advantage. It
focuses on intangible resources that contribute to value creation of an organization
(Edvinsson and Malone, 1997; Lev, 2000; Subramaniam and Youndt, 2005). IC captures
“the sum of all knowledge firms utilized for competitive advantage” (Subramaniam and
Youndt, 2005). In prior research, IC found to significantly affect organizational performance
(Chen et al., 2005; Subramaniam and Youndt, 2005). However, most of the cases only
having intangible resources do not guarantee sustained competitive advantage. It is
important to know as how to utilize/process such resource throughout the organization.

Human capital is the most inventive attribute for an organisation to respond in
response to external changes, contributing to organisational performance through
knowledge, experience, and talents utilised to increase organisational efficiency (Tarus and
Sitienei, 2015). According to current research, human capital is the most significant factor

in improving organisational performance (Tarus and Sitienei, 2015).
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Structural capital is also an essential component of organisational performance since
procedures, internal culture, management, technical expertise, and other factors all
contribute to the growth of the organization's enhanced performance (Herzog, 2011). As a
result, academics are viewing structural capital as a component of intellectual capital that
significantly improves organisational performance (Gamal et al., 2011).

Relational capital is based on the organization's relationship with the outside and
inside of the organisation; thus, it is necessary to have good relations with customers,
suppliers, the public, investors, and others because they provide the best information and
valuable feedback based on the organization's performance (Asiaei and Joush, 2015). As a
result, it is critical for researchers to incorporate relational capital as part of the intellectual
capital that improves organisational performance.

According to (Obeidat et al., 2018), intellectual capital has a substantial link with
business performance regardless of the industry in which an organisation works. Kujansivu
and Lonngvist (2018) carried out research to investigate the link between intellectual capital
and company performance in terms of profitability and productivity. The findings revealed
that intellectual capital has a substantial link with productivity but not with profitability.
Furthermore, Zeghal and Maaloul (2015) discovered a substantial positive link between
intellectual capital and a firm's financial success in a research of 300 UK firms. Tseng (2010)
discovered that intellectual capital has a substantial influence on organisational performance.
Furthermore, (Vishnu and Gupta, 2014) found that intellectual capital had a favourable
impact on company performance. Human capital, on the other hand, has a strong negative
association with business performance, according to Firer and Stainbank (2013).
Furthermore, Kamath (2013) asserted that there is no link between intellectual capital and

company performance (Obeidat et al., 2018).
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On the other side, In the business environment of today, intellectual capital is one of
the most critical factors that bring about development and competitiveness in organizations.
Intellectual capital tends to be intangible in nature and there tend to be challenged when it
comes to determining its value. Commonly used ways of defining and describing intellectual
capital include in terms of creating value and enhancing the competitive advantage and the
success of an organization (Obeidat et at., 2017). The intellectual capital assists in creating
wealth and in the production of other high valued assets. Intellectual capital in a business
includes the wealth of the ideas and the ability for innovation which highly determines the
future of the firm. In the past, individuals believed that organizational performance was
dependent on the financial and expense items. However, this approach no longer holds
researchers have come to the assumption that the success of organizations is highly
dependent on the intellectual capital items which contribute to organizational performance.

According to Yang (2009), intellectual property has three main elements which
include the human capital, the structural capital and the relational capital. Human capital
includes the skills and the creativity of the workers which is increased through investments
in the in the training programs. Human capital includes the skills and expertise of the
employees in an organization. If the employees are more efficient, they are likely to boost
the performance of the business. Structural capital is also a component of intellectual capital
which includes the nonhuman assets in an organization (Daum, 2003). It consists of the
copyrights, the patents, procedures and rules, and policies that aid in decision making.
Relational capital refers to the relationship of the firm with the external stakeholders
(Subramaniam, 2005). This includes the trust, the experience and the knowledge which
forms the critical relationship between a business and the customers. It’s the relational
capital that prevents external stakeholders such as customers from abandoning the

commercial relationship (Daum, 2003).
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Intellectual capital is not a new concept for the organizations it exists in a few
decades that focuses upon developing organizational performance with the help of available
resources; however; there are a number of studies conducted that supports this concept such
as Engstrom et al. (2003); Kim et al. (2012) and Sharabati et al. (2013): A research conducted
in the hospitality industry that concluded human and structural capital are the main features
to increase the organizational performance. Previous studies that are being conducted by
Bontis, 1998; Bontis et al., 2000; Seleim et al., 2004; Wang and Chang, 2005; Cabrita and
Bontis, 2008; Kamukama et al., 2010; Sharabati et al., 2010 endorse that there is a significant
positive relationship between the intellectual capital and organizational performance. In the
current research; the research gap will be bridged by using the three independent variables
that are human, structure and relational capital. The previous studies focuses upon two
factors that are human and structure while the third variable that is relational is not being
considered by the previous studies and currently researchers are using these three variables
in order to develop the different conclusion in different situation to come up with the better
solution to the society or the industrial sector regarding increasing the organizational
performance through the use of intellectual capital.

Therfore, the three main components of intellectual capital are human capital,
structural capital, capital employed, and external capital (Ahmed et al., 2019; Afroz and
Chowdhury, 2019; Kalkan et al., 2014; Nuryaman, 2015). According to Kalkan et al. (2014),
human capital is the primary source of a company's intangible assets. Companies are
constantly on the lookout for knowledgeable people with specialised skills who can assist
them in meeting their financial objectives and creating company value. Non-human capital
that supports human capital is known as structural capital (Kalkan et al., 2014).

Structural capital is capital that offers infrastructural support to improve employee

performance. The third and final component of intellectual capital is capital utilised; it is
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also known as relational capital or capital employed (Nuryaman, 2015). Capital employed
assists companies in maintaining positive relationships with both external and internal
stakeholders, which include, but are not limited to, customers, consumers, the government,
workers, creditors, and suppliers.

Berzkalne and Zelgalve (2014) investigated the link between intellectual capital and
business value. Over a seven-year period, they collected data from 64 firms. The link was
investigated using correlation analysis. Tobin's Q was used to calculate company value, and
the value-added intellectual coefficient (VAIC) was utilised to calculate intellectual capital
value. The research discovered a positive and statistically significant connection between
intellectual capital and business value.

Ahmed et al. (2019) evaluated intellectual capital using the VAIC model and
measured company value using Tobin's Q. Iranmahd et al. (2014) investigated the influence
of intellectual capital on business value and financing costs. From 2005 to 2012, the
information was gathered from Tehran's publicly traded companies. The VAIC technique
was used to calculate intellectual capital, and the market value was utilised to calculate
company value. The researchers determined that neither intellectual capital nor its
components had a significant relationship with company value using correlation and
regression analysis.

Over a six-year period, Nejati and Pirayesh (2015) examined the link between
intellectual capital and business value using 132 firms from the Tehran Stock Exchange.
Intellectual capital and company value were found to have a positive connection. There was
also a substantial link between applied capital, structural capital, human capital efficiency,
and the company's intellectual capital.

Furthermore, both invention speed and quality are essential to innovation

performance, and numerous research findings suggest that IC, particularly HC, has a
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substantial favourable influence on both of these elements of innovation (Afroz and
Chowdhury, 2019).

In terms of the link between innovation and OP, Mara Ruiz-Jiménez and del Mar
Fuentes-Fuentes (2013) see innovation as a crucial facilitator for better OP and long-term
competitive advantage in a quickly changing and complicated corporate environment.
Existing empirical evidence suggests that innovation leads to OP. According to Sadikoglu
and Zehir (2010), innovativeness may help organisations improve their managerial
competencies, resulting in more efficient and timely responses to environmental changes and
higher OP. Similarly, Alipour and Karimi (2011) contend that innovative businesses are
better positioned to meet shifting client needs, resulting in improved company efficiency.
Furthermore, both innovation pace and innovation quality are essential in the context of OP
(Wang and Wang, 2012). Innovation speed may assist a business in improving operational
efficiency and service quality (Liao et al., 2010) and introducing new goods or services in
less time and at a cheaper cost than rivals, leading in improved OP (Tidd et al., 2005).
Similarly, the quality of innovation may lead to higher performance through innovative
ideas, research and development efforts, and so on (Singh, 2008).

One of the major arguments of KBV, as highlighted by Shujahat et al. (2018), is that
effective IC resources enhance innovation, which in turn augments OP. As evidenced by
prior empirical studies, this theoretical logic implies that innovation plays a mediating role
in the connection between I1C and OP. For example, HC not only improves an organization's
decision-making and learning capacities, but also its productivity and profitability through
innovative ideas and originality in goods and services (Chiu and Chen, 2016; Masa'deh et
al., 2016). In the context of the Iraqi telecom sector, Al-Hakim and Hassan (2016) discovered
a partial mediation impact of innovation on the connection between IC and OP. Wang,

Sharma, and Cao (2016), Wang, Wang, Cao, and Ye (2016), and Wang and Wang (2012),
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in particular, found a substantial mediation of innovation pace and quality between the
connection between RC and company performance. established a favourable and clear

relationship between IC and performance.

2.10 The relationship between intellectual and innovation culture

ICs is a strong predictor of firm performance and a significant precursor for
innovation, and innovation is the firm's key characteristic (Hussain et al., 2019). According
to (Lee, Leong, Hew, and Ooi, 2013), IC (human capital, relational capital, and structural
capital) are all positively and substantially connected to technological innovation (i.e.
product and process innovation). Furthermore, the interrelationships between the IC
dimensions are revealed to be favourable and important. According to (Obeidat et al. 2016),
an organization's innovation capabilities is based on the knowledge and skills gained not just
from internal resources but also through interactions with its external stakeholders. Adoption
of I1C such as Human capital, Relational capital, and Structural capital, on the other hand,
can result in increased innovation and company success (Inkinen, 2016). According to
(Hussain et al., 2019). He gathered data from SMEs across Azad Jammu and Kashmir to
better understand the link between IC and innovation. It was discovered that human capital,
relational capital, and structural capital all have a positive and significant impact on the
innovation capacity of SMEs in AJandK. In the higher education sector, it was discovered
that IC influences innovation quality and speed both directly and indirectly (Igbal et al 2019).
Similarly, (Monteiro, 2016) believe that organisations may encourage innovation in their
goods, services, and processes by investing in human capital, relational capital, and
structural capital.

According to Wang and Wang (2012). Human capital (HC) practises, both explicit
and implicit, foster creativity. HC has a greater impact on innovation pace. Tacit HC has a

greater impact on the quality of innovation. In reality, the impact of IC is critical to the
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sustainability of innovation (Al-hakim and Hassan, 2016). Despite the fact that research has
found conflicting findings in the link between IC and innovation. A vast number of empirical
investigations have demonstrated that IC procedures have a beneficial influence on
innovation (e.g. Obeidat et al., 2016; Al-hakim and Hassan, 2016). Furthermore, both
invention speed and quality are essential to innovation performance, and numerous research
findings demonstrate that IC, specifically SC, has a substantial favourable influence on both

elements of innovation (Wang and Ye, 2016; Wang and Wang, 2012).

2.11 The role of innovation culture in UAE police organization

To achieve competitive success, corporate organisations must avoid being inactive
and instead remain continually active as well as increasingly inventive (Gallardo-Vézquez
et al., 2019). The present competitive environment has been defined several times as
globalised, chaotic, unpredictable, dynamic, and increasingly competitive (Chen, Liu, and
Chu 2014; Elbeltagi and Elsetouhi 2015). Companies functioning in such an environment
are compelled to innovate in order to enhance their performance (Chen, Liu, and Chu 2014),
achieve success, and acquire a competitive edge (Cabello-Medina et al., 2011; Mart n-de-
Castro et al., 2013). Innovation is presently seen as a must-have need for company existence
(Chen, Liu, and Chu 2014). The “creation of new information and ideas to support new
business outcomes” (Buenechea-elberdin, Saenz, and Kianto, 2018) is what innovation
entails.

Paying attention to innovation and providing products/services in response to
changing consumer requirements are the most essential aims of every business in an era
marked by short product life cycles, dynamic marketplaces, and complicated procedures
(Roldan, 2018). Innovation is the process of developing new information and ideas in order
to enhance business outcomes, improve company processes, and create new

products/services (Plessis and Africa 2007). It is believed that in today's global economic
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system and rising competition, creativity and innovation are critical to an organization's
survival and success (Hosseini, Tekmedash, and Karami, 2019). For most organisations,
continual innovation is the only way to ensure existence. According to Chen and Huang
(2009), research has demonstrated that innovation and innovative methods have a substantial
impact on market share and consumer satisfaction. As a result, it may be claimed that, if
thoroughly investigated and utilised, innovation can also produce optimal advantages for the
organisation.

In quickly changing corporate settings, innovation culture is critical for gaining a
competitive edge and enhancing organisational performance (Tamayo-Torres et al., 2016).
As aresult, many businesses are striving to become innovators in order to deal with increased
market complexity and competitive intensity (YuSheng and Ibrahim, 2019; Song, 2015). To
achieve these objectives, effective paths must be identified via which banks may successfully
diversify types of innovation, gain a competitive edge, and fulfil the unique expectations of
clients (Song, 2015).

To meet customer needs, institutions must offer new goods and procedures.
Innovation is essential for sustaining growth and gaining a competitive edge. According to
(Hidaytalla, 2017), innovation is “critical to retaining a sustained competitive edge in today's
global competitiveness.” The use of new ideas in goods, processes, services, management,
and marketing is referred to as innovation (Hidaytalla, 2017; Igbal et al., 2019). It might
range from a significant modification to a million minor adjustments that enhance the
organization's operations (Dostar, 2014; Igbal et al., 2019; Wang and Wang, 2012). In its
best form, innovation may improve performance, address issues, raise value, and boost
competitive advantage, all of which are critical to the idea of differentiated strategy (lgbal et

al., 2019; Dostar, 2014).
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Several studies have identified innovation as a significant source of competitive
dvantage for organisations (Rosenbusch, Brinckmann, and Bausch, 2011). Furthermore, the
capacity to capitalise on innovation is a primary engine and driver of economic progress
(Torun, 2007). Modern economies, according to Torun (2007), are founded on ideas that are
transformed into creative products. As a result, in such a competitive climate, improving
innovation performance has become an inescapable decision for organisations. for this will
encourage the production of a steady stream of competitive and creative products and
services, therefore fostering growth and profit (Fathi, and Easa, 2012). Organizations should
consider that various types of innovation need different management and resources, since
this will have an impact on their ability to innovate (Ali, Inditex, and Isla, 2012).
Additionally, technological advancement has forced the hand of the industry so much so that
the industry and technology cannot be separated. Although retail and corporate service
institutions have been a powerful force in fuelling global economic growth and innovation,
their omnipresence as service providers are now at risk. For a institution to create value for
itself, it needs to have the capability and capacity to exploit its intellectual capital, which is
their human asset.

Innovation is widely recognised as a critical component in enhancing organisational
performance and a source of competitive advantage (Aziz and Samad, 2016). Innovation is
critical for an organization's long-term growth and survival, as well as its future (Silver et
al., 2016). Given the influence of the unstable business climate, technological developments,
and competitive pressures on management and organisational sustainability (Wang and
Wang, 2012), organisations are obliged to re-evaluate existing methods in order to address
these difficulties and produce new ideas. As a result, in order for an organisation to be
creative, a culture of creativity and innovation must be fostered (Horibe, 2016). Culture is

one of the most important factors influencing innovation (Horibe, 2016). It is also one of the
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most important components of an organization's operation (Schein, 2015). Through
particular activities like as strategy orientation, person selection and deployment, recognition
and rewards, and multi-functional teams, culture may assist foster creative behaviour (Hogan
and Coote, 2014). Given its importance in creating new ideas, organisational culture is
critical to managing innovation (Zaabi et al., 2017). As a result, an organisation that
incorporates innovation into its culture is more likely to succeed (Naranjo-Valencia et al.,
2016).

According to Al-Otaibi and Al-Zahrani (2009), innovation is the process of
producing and introducing a new or significantly revised version of a product or service into
the market in order to fulfil the requirements and desires of customers. Furthermore, Crossan
and Apaydin (2010) defined innovation as the creation or adoption, assimilation, and
exploitation of value-added novelty in economic and social spheres; renewal and expansion
of products, services, and markets; development of new manufacturing methods, and
establishment of new management systems (Zainal Abidin et al., 2011). Innovation has also
been described as anything technological (product and service) or administrative (process)
that aids companies in recognising and satisfying the requirements and wants of consumers
or potential customers at a profit (kerlavaj et al., 2010). According to wang and wang (2012),
innovation is a component of a company's ideology and receptivity to new ideas. They
included the capacity to innovate in their model, which is described as "the organization's
ability to effectively adapt or execute new ideas, processes, or products." According to
Lundvall (1985), innovation stems from collected knowledge and experience and might take
the form of an incremental technological change or an increase in technical potential (Prifti
and Alimehmeti, 2017).

According to Berry et al. (2006), defining innovation in service organisations is more

challenging than in physical items. For both the service and manufacturing industries, the
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majority of definitions distinguish between "product” and "process” (Tether et al., 2002).
However, several researchers have attempted to define this word. According to Flikkema et
al. (2010), innovation is a multidisciplinary process of developing, realising, and marketing
combinations of current and/or new services and products with the ultimate goal of creating
meaningful customer experiences (Flikkema et al., 2010).

Services sector innovations are a combination of replicated innovations and "minor"
non-replicated modifications to tackle single client concerns (Sunbo and Gallouj, 2000).
Toivonen and Tuominen (2006) defined innovation as "a new service or renewal of an
existing service that is put into practise and benefits the organisation.” They emphasised that
in order to be considered an innovation, the renewal must be novel not just to its creator, but
also in a larger context, and it must have some aspect that may be replicated in different
contexts (\Vos, 2010). To apply new ideas, inventions, and discoveries that result in the
development of new products or services, managerial strategy, procedures, work methods,
and technology is defined as an organization's proclivity to apply new ideas, inventions, and
discoveries that result in the development of new products or services, managerial strategy,
procedures, work methods, and technology (Chahal and Bakshi, 2015).

The adoption or invention of new goods, services, work processes, and management
procedures to achieve an organisational competitive edge has been characterised as an
innovation culture (Drucker, 2014). In an unstable environment, innovation culture refers to
the development, acceptance, and implementation of new ideas, processes, products, and
services, as well as the ability to adjust or adapt (Le and Lei., 2018). Goh, on the other hand
(2005). A culture of innovation is a deliberate modification in current products, services,
ideas, and activities that are new to the end user or unit of adoption. As a result of the

literature, it can be stated that innovation culture is a vital attitude in any management team
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and any organisation for them to be inventive, therefore coming up with new ideas for their
organization's competitive edge and durability.

To meet customer needs, institutions must offer new goods and procedures. A culture
of innovation is essential for sustaining growth and gaining a competitive edge. According
to Hidaytalla (2017), innovation is "crucial in sustaining a sustainable competitive edge in
today's global competitiveness.” The use of new ideas in goods, processes, services,
management, and marketing is referred to as innovation (Hidaytalla, 2017; Igbal et al.,
2019). It might range from a significant modification to a million minor adjustments that
enhance the organization's operations ( (Igbal et al 2019; Nastaran, Reza, and Dostar, 2014;
Wang and Wang, 2012). In its ideal form, innovation culture may improve performance,
address problems, raise value, and boost competitive advantage, all of which are critical to

the concept of differentiated strategy (Igbal et al., 2019; Nastaran, Reza, and Dostar, 2014).

2.12 The relationship between innovation culture and organisational performance

Existing literature emphasised the critical importance of an innovation culture in
organisational performance (Dobni, 2008; Akbari and Monzavi, 2015). Hurley and Hult
(1998), for example, observed that organisational culture is closely related to organisational
innovation. Similarly, Lendel and Varmus (2011) concluded that incorporating innovation
into organisational culture and management procedures helps organisations achieve
extraordinary success. Innovation is also one of the key factors that impact performance and
contribute to achieving a competitive advantage (Leal-Rodrguez et al., 2015). Furthermore,
it improves an organization's profit, growth, market share (Kung and Schmid, 2015), return
on assets (Ndicu, 2018), and sales growth (Choi and Williams, 2014).

In numerous studies, businesses' innovation capability has been identified as a major
determinant and an intangible asset for creating value and long-term competitive advantage,

which ultimately leads to superior performance (Obeidat et al., 2016; Kianto, 2016; Inkinen,
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2016). Companies undertake continuous attempts to accomplish improvements and changes
in an innovation process, which leads not only to making maximum use of present resources
but also to introducing new intangible assets to firms (Igbal et al., 2019). Firms with
exceptional innovativeness, on the other hand, are more effective in reacting to consumer
expectations and requirements (Chiu and Chen, 2016; Masa'deh et al., 2016). In the existing
research, a large and positive link between innovation capabilities and corporate success is
pretty well established. Igbal et al. (2019), Mara Ruiz-Jiménez and del Mar Fuentes-Fuentes
(2013), and Wang and Wang (2012), for example, have claimed that innovation improves
company success. As a result, it is critical to have a better understanding of the link between

innovation and organisational performance.

2.13 The mediating role of innovation culture between IC and OP

Innovation culture refers to the shared common values, beliefs, and assumptions of
organisational members that could facilitate the innovation process (Hofstede, 1980).
Innovativeness is typically used to describe the propensity of a firm to introduce new
processes, products, or ideas (Hult et al., 2004). It is an aspect of organisational culture,
affecting the propensity of a firm to innovate (Kyrgidou and Spyropoulou, 2013). Recent
research on the role of innovation-oriented corporate culture in raising a firm’s
innovativeness shows the ways in which culture can positively affect organisational
performance (Lewin and Kim, 2004; Acar and Acar, 2012; Kraus et al., 2012; Stock et al.,
2013). This orientation towards an “innovation culture” is much more pronounced in
Western countries than in former socialist economies. As mentioned previously, research
and development during the socialist period were typically detached from the organisational
sectors. A specific microenvironment at an organistional-level can either restrain or facilitate
the development of IC, innovation, and consequently firm performance. These social and

cultural determinants of innovation dynamics have been supported by a radical change in the
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concept of innovation within the new innovation paradigm (Mytelka and Smith, 2002) in the
1990s, which shifted the concept of innovation from its neoclassical technical and
technological nature towards a complex social phenomenon. The concept of innovation and
national innovation capacities (Furman et al., 2002) evolved into processes embedded in a
broader institutional context, involving socio-cultural and political factors through which
innovation becomes contextual, path-dependent, locally specific, and institutionally shaped.

Innovation then develops into a hybrid process, not only restrained at a macro level
including the wider socio-economic environment but also going on to be understood as a
specific type of mindset, requiring a specific microenvironment at an organisation-level that
fosters creativity and innovativeness.

On the other side, according to Alrowwad et al. (2020) in their research found out
that on the research of Innovation and intellectual capital were identified as intermediary
variables between transformational leadership, transactional leadership, and organisational
performance, and their findings support the hypothesis that intellectual capital and
innovation played mediating roles in transformational and transactional leadership and
organisational performance. And, in this regard, innovation serves as a bridge between
intellectual capital and organisational performance.

Innovation culture has a significant influence on an organization's performance,
competitiveness, and growth, as well as the desired effect of innovation on customer
happiness, staff productivity, service quality, market value, and firm share, as well as
customer retention. In addition, innovation culture has the ability to produce economic value
for the company, boosting revenues and enhancing and improving performance (Erez et al.,
2016). According to Schumpeter (1934), innovation is “the creation of new opportunities for
extra value-added, taking into consideration not just conventional product/process

innovation in manufacturing but also market, organisational, and resource input innovation.”
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Innovations are the result of “creative destruction” (Schumpeter, 1934), which disrupts
market equilibriums and creates new possibilities (Wikhamn et al., 2018). The definition of
innovation is "the introduction, acceptance, and execution of ideas or actions that are novel
to the adopting organisation” (Nelson and Winter, 1977). Innovation is also described as the
development and creation of new information and ideas to support new business results, with
the goal of enhancing company processes and internal structures, as well as generating
competitive market products and services (Masa'deh et al., 2017). In particular, innovation
IS a process that finds chances for the creation of new services or products. The adoption of
new ideas and information to develop and enhance new goods is referred to as innovation.
Because the quality of innovation is utilised to sustain survival, development, and a
competitive position, knowledge resources are necessary to generate innovation in order to
attain superior performance (Subramaniam and Youndt, 2005). On the other side, innovation
is defined as a new concept realised in a new product, process, or service, resulting in
expanded job possibilities as well as value creation for the inventive business organisation
(Cheng and Chen, 2013; Erez et al., 2016).

According to Afuah (1998), innovation is the incorporation of new information into
integrated  goods, processes, and services. Technological, logistical, and
administrative/organizational aspects are used to evaluate innovations. The organisational
structure offers the internal configuration, which includes communication channels and
resources required for innovation to occur. Thus, organisational capacity offers companies
with the inputs needed for innovation, which can lead to higher performance. For every firm,
innovation is seen as critical to long-term success and economic growth (Jia et al., 2018).
Innovation is the incorporation of new knowledge into goods, processes, and services. In the
context of an organisation, innovation is defined as a technology, strategy, or management

practise that is implemented for the first time, regardless of whether it has previously been
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used by the organisations or users, or as a significant reorganisation or improvement within
a given process (Varadarajan, 2018). Innovation is also the creation of a new concept and its
application to a new product, method, or service, all of which contribute to economic growth,
increased employment, and profit generating (Afuah, 1998). According to Bessant et al.
(1994), continuous improvement approaches do not always provide benefits and are
especially challenging to maintain over time. As a consequence, they argued that promoting
innovation and ongoing progress will be aided by establishing an acceptable culture. Several
elements, including culture, impact the effective execution of continuous improvement
programmes, according to Fryer et al. (2007). It is important to create and sustain a culture
that encourages employees to innovate and generate new ideas that contribute to the
development of processes, services, and products (Skerlavaj et al., 2010). As a result,
organisations may be able to adapt to environmental changes more successfully, resulting in

long-term competitive advantage and performance (Calantone et al., 2002).

2.14 The impact of gender

The Swedish police describe equality as the equal treatment of all people, regardless
of gender, sexual orientation, ethnicity, religious belief, handicap, or age (National Police
Board, 2010). Haake (2018) emphasised one of these equality characteristics in his research:
gender equality. Women make up about 42% of all police officers in Sweden, but only about
30% of sworn officers. Despite the declared objective of recruiting more women to the police
force, particularly to senior/management positions, only around 25% of leaders at all levels
are women, and just 19% of leaders in sworn police sectors are women (National Police
Board, 2014). Women make up just 9 percent of the police force in compared to other
countries, with levels as low as 2% in other areas of the world. Women contribute for around
25% of the total labour force in most industrialised countries, with Scandinavian countries

accounting for approximately 30% (UN Women, 2011/2012). These numbers illustrate the
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worldwide relevance of investigating diversity and gender equality in policing and at the
level of police management in order to give suggestions for global activities that promote
senior policewomen. In this context, the UAE example might highlight more general trends
and problems when it comes to achieving gender equality in the police. The research also
contributes to the research on gender issues in the police by examining quantitative gender
equality as well as the effects of gender on organisational performance in the Abu Dhabi

police centre.

2.14.1 Overview of gender in police organisation

Previous research has shown that the police force has a macho organisational culture
in which those who do not adhere to male values and norms are marginalised (Myers, Forest,
and Miller, 2004). One possible explanation is the concept of 'hegemonic masculinity’'
(Fielding, 1994). The "macho cop™ mentality of the police force may also have an influence
on female officers' internal career choices (Westmarland, 2001). Male dominance and
masculine organisational culture, according to research, are the reasons of challenges in
being accepted among people who are not male, white, and heterosexual; policewomen must
adapt to this culture in order to fit in and avoid rejection (Frewin and Tuffin, 1998; Myers et
al., 2004). Other scholars, however, are sceptical of the idea of a universal (male) police
culture (Chan, 2007).

What impact may the increase in the number of women and gender equality activities
within police organisations have on police culture? The previous research, at the very least,
shown that having women as leaders may be a cause of change in police culture (Silvestri,
2006, 2007). According to Kingshott (2013), policewomen not only excel in all aspects of
police work and management, but they also provide a caring and empathetic dynamic to the

police force that helps everyone.
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According to a prior research, female police commanders must demonstrate that they
are skilled and trustworthy in order to be accepted (Archbold and Schulz, 2008; Burke and
Mikkelsen, 2005; Haake, Rantatalo, and Lindberg, 2015). According to Haarr and Morash
(2013), policewomen frequently feel compelled to respond to male officers' judgments of
their competency. Women must exceed men to be eligible, and even if women are successful
as leaders in such macho areas, they are generally viewed as less talented than men
(Archbold and Schulz, 2008; Seklecki and Paynich, 2007).

Other research indicates that male police officers express reservations about female
officers' abilities, capabilities, and physical strength in performing police work (Chu and
Tsao, 2014; Dodge, Valcore, and Gomez, 2011). Despite the fact that they state that women
and men are equally successful in all aspects of policing, male police officers continue to
maintain stereotypical views about policing and continue to see female officers unfavourably
(Mufti and Collins, 2014). According to research findings, while male officers feel equal
treatment is essential, they are sceptical of female cops' abilities. Male officers who have
worked in the police force for a long time have highly negative attitudes of women in
policing (Chu, 2013).

This internal gender segregation in the division of labour is generally maintained
because women are valued based on their social skills and how well they treat other women,
children, and the elderly (berg, 2001; Dahlgren, 2007). As a result, women are more likely
to be involved in support activities, office and administrative responsibilities, and jobs
related to communities, municipalities, schools, and social services (De Guzman and Frank,
2003). Those participating in this type of local community crime prevention are viewed as
"others," as though they are not performing genuine police work. Combating crime is the

norm of genuine police work (Garcia, 2005). Women are both statistically underrepresented
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and socially excluded in crime-fighting imagery in police-related advertising (Rabe-Hemp
and Beichner, 2011).

Gender is being undone or redone inside the police force, according to some research
(Haake et al., 2015; Morash and Haarr, 2012; Rabe-Hemp, 2008). Rabe-Hemp (2008), for
example, refutes the idea that women are more likely than men to participate in supportive
behaviours. The notion that female police officers display stereotypically feminine
characteristics while doing policing tasks may thus be seen as an overly simplistic
interpretation of the significance and effect of gender in policing. Morash and Haarr (2012)
argue that policewomen do more than only reinforce outmoded female—male stereotypes and
hierarchies that devalue female-associated, caring traits. Morash and Haarr (2012), on the
other hand, provide multifaceted, positive occupational identities that aren't usually
connected with gender.

According to a Swedish research Haake et al. (2015), both men and women
appreciate human resource issues and enabling and caring for subordinates. Instead, only
female police commanders emphasise the daring aspects of police leadership, emphasising
the need to be bold, brazen, and fearless in the face of confrontation. Male leaders' comments
regarding traditionally male leadership qualities, on the other hand, are largely absent from
the interviews. According to the researchers, this is because female leaders feel forced to
display what are perceived as masculine qualities in order to earn trust (Haake et al., 2015;

Haake, 2018).

2.14.2 The moderating role of gender

Previous research has connected IC to an innovation culture, which may improve the
quality and performance of services provided by police officers. However, further research
is needed to determine how gender influences the relationship between innovation culture

and organisational performance, particularly among female police officers who frequently
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encounter problems managing home and work commitments. Against this backdrop,
Ogungbamila and Olasenia (2019) investigated the extent to which gender moderates the
link between employment demand and police personnel's work-life quality. Participants
were 944 police officers (429 females and 515 men) ranging in age from 24 to 60 years (M
= 38.66 years, SD = 8.43). Three-step hierarchical multiple regression was used to evaluate
the research hypotheses. The findings revealed that job demand resulted in a considerable
reduction in the quality of work-life of police officers. Furthermore, research demonstrates
that gender substantially influenced the link between job demand and quality of work-life,
with female police employees having a higher quality of work-life than their male
colleagues. According to the conclusions of Ogungbamila and Olasenia's (2019) research,
gender is a key element in police personnel's work-life satisfaction. In order to enhance the
working conditions of Nigerian police officers. Therefore, in the same circumstance,
investing in gender as a moderator on the UAE police workforce is required to comprehend
the gender diversity influence on organisational performance in Abu Dhabi.

In this research, we examine whether gender variations modify the relationship
between IC and organisational performance. We regard gender as a social and cultural
construct, rather than a stereotypical characteristic, as Kantor proposed (2002). As a result,
we move beyond a narrow understanding of gender (female disadvantage and subordination)
to embrace its cultural and social elements.

The research takes a gender-based approach (Kelan, 2010; West and Zimmerman,
1987, 2009). Gender has no fixed or predictable boundaries. Gender, on the other hand, is
something that individuals do in social situations. It is either a verb or a practise (Shields and
Dic-icco, 2011; West and Zimmerman, 1987). Gender distinguishes males and women.
While these disparities may appear to be important, they are simply socially and culturally

generated (Connell and Messerschmidt, 2005; West and Zimmerman, 1987, 2009). Gender
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Is created via societal and organisational structures, cultures, and behaviours. The 'doing
gender process' seeks to identify how discourse and other activities are carried out in a way
that maintains gendered norms.

Conforming to social norms for socially recognised gender categories is an interest-
ing topic. Questions on how gender can be undone or remade to deconstruct gender can be
answered when gender is understood in context, such as the police (Kelan, 2010; Mavin and
Grandy, 2012; Morash and Haarr, 2012).

Knowing the standards of an organisation is an essential part of how gender is done
(Haake, 2009). Traditional gender is learned and reproduced in organisations through doing
gender; consequently, redoing gender is a process of learning and producing new and diverse
ways of gender.

The research in question focuses on how discussion (as an activity or ‘doing') of
police leadership is linked to gender and gender equality. This research analyses similarities
and contrasts in the way men and women speak about female leadership, gender equality,
and gender parity to assess whether this discourse fosters the growth of gender equality and
experiences of inclusion inside the police organisation or not.

The findings of earlier research (Kingshott, 2013; Silvestri, 2006, 2007) suggest that
increasing the number of female police leaders can lead to a change in “macho” norms and
cultures within the police force (producing qualitative gender equality). If gender varies sub-
stantially among leadership roles, explaining the police organisation, the police leadership,
and gender equality initiatives can in itself be a means to boost the number of women in
leadership positions and promote experiences of inclusion in the police organisation. Perhaps
increasing the number of women in leadership roles isn't enough to achieve gender equality

and boost the experiences of inclusion
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2.15 The measurement of organization performance in UAE police organisation

The concept of organisational performance can be stated simply as the sum of all the
actions carried out by the organisation. It also encompasses the accumulation of
multidimensional concepts impacted by various organisational strategies and activities.
Superior performance is determined by the “fit” quality of the organization's strategic
direction and its resources (Masa'deh et al., 2016). It is also contingent on the organization's
ability to develop, protect, and employ its intangible knowledge assets (Luxmi, 2014).
Organizational performance is described as a company's capacity to access and manage a
diverse set of organisational resources in order to fulfil its goals and objectives (Smriti and

Das, 2018).

Scholars usually feel that a performance measurement system is vital for businesses
because it gives information on the organization's operational quality, aids in the creation of
strategic plans, and analyses organisational goal achievement (Obeidat and Otibi, 2015). As
a result, in this research, the Balanced Scorecard (BSC) technique was used to evaluate
banking performance. BSC was chosen for the purpose because it includes both financial
measurements, which include financial indicator-based metrics, and non-financial measures,
which examine customers, internal processes, and learning and growth perspectives.
According to Kaplan and Norton (1992), the measure of customers measures what truly
matters to customers, the measure of internal processes measures the critical internal
processes that organisations must achieve in order to implement their strategy, and the
measure of learning and growth perspectives is concerned with the establishment of
consistent impetus for learning and growth (Corvellec, 2018). However, research into what
performance is and how to define it is limited (Corvellec, 2018). A performance measuring
system, according to Mayne (2017), is a set of indicators used to assess the efficacy and

efficiency of all processes within an organisation. A performance evaluation system supports
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managers in making informed judgments, successfully planning, and monitoring and

regulating all internal organisational activities (Garengo and Bititci, 2007).

Despite these benefits, researchers and practitioners face a number of challenges in
defining an effective and precise technique for assessing organisational performance
(Devece et al., 2017). It is difficult to comprehend and accurately analyse organisational
performance because to its complex nature, structure, scope, and breadth (Bergeron, 2018).
Furthermore, organisational performance is a multidimensional notion; so, including these

characteristics is necessary in order to obtain a consistent assessment (Sondakh et al., 2017).

Prior research found that police indicators should take into account efficiency and
effectiveness, as well as stakeholders' needs, views, and expectations (Najafi et al., 2009;
Legrand and Bronitt, 2012; Davis et al., 2015; Rosenbaum et al., 2015). As a response of
these criticisms, a plethora of performance indicators concentrating on process efficiency
and effectiveness, results, and quality have been developed (Neyroud, 2008). Governments
frequently embrace efficiency and effectiveness because such measures provide various
assessments of the worth or even burden on public money; these metrics are also viewed as
a test of excellent policing policies (Legrand and Bronitt, 2012; Najafi et al., 2009). As a
result, practitioners and academics have adopted the balanced scorecard (BSC) as a model
for measuring organisational performance in law enforcement agencies (Alosani and Y usoff,
2018; Al-Dhaafri et al., 2016; Al-Dhaafri and Al Swidi, 2013). BSC is divided into four
categories: financial, customer, internal process, and learning and growth (Kaplan and
Norton, 1992). It incorporates and evaluates all of these factors by attaining strategic goals
(effectiveness goal), optimising resource utilisation in producing desired outputs (efficiency
goal), and establishing balance and cause and effect in its viewpoints (Najafi et al., 2009).

Organizational performance (OP) can be broadly categorized into three main aspects:
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Financial Performance: This includes quantitative measures such as revenue,
profitability, return on investment, earnings per share, and other financial ratios. These are
traditional measures of a company's financial health and its ability to generate returns for its

stakeholders.

Operational Performance: This involves measures of efficiency, productivity,
quality, and customer satisfaction. It includes things like cycle time, throughput, waste,
defect rates, and customer satisfaction scores. These measures reflect the organization's

operational efficiency and effectiveness.

Strategic Performance: This involves measures that indicate how well an
organization is achieving its strategic goals. It may include factors like market share, new
product introduction, innovation rate, and other measures of strategic accomplishment. This

aspect reflects how well the organization is moving towards its long-term objectives.

These three aspects often overlap and influence each other. For instance, strong
operational performance can contribute to improved financial performance, while effective
strategic performance can enhance both operational and financial performance. In the
context of police services, performance might also consider factors like community
satisfaction, crime resolution rates, and the development and implementation of effective

policies and programs.

2.16 Research framework and hypotheses development

Hypotheses are frequently specific predictions about what will occur in a specific
research. They are created by taking into account existing evidence and using reasoning to

predict what will happen in the specific context of interest. Theories are frequently, but not
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always, the source of hypotheses. The hypotheses develop for this research proposed as
follow.

According to Petty and Guthrie (2000), the relevance of intangible assets (e.g.,
human resources) and technology in producing value-added service and performance in
firms. Intellectual capital is equally critical to a firm's long-term success (Bontis, 1998;
Brennan and Connell, 2000; Engstrom et al., 2003). Intangible assets boost firm performance
by bolstering intellectual capital (Baxter and Matear, 2004; Bollen, Vergauwen, and
Schnieders, 2005; Hejazi, Ghanbari, and Alipour, 2016; Sharabati et al., 2010; Wang et al.,
2014; 2016). Recent research also suggests that intellectual capital has an impact on firm
performance, such as innovation, financial returns, and value creation (Andreeva and
Garanina, 2016; Daz-Fernandez, Gonzalez-Rodrguez, and Simonetti, 2015; Hussinki,
Kianto, Vanhala, and Ritala, 2019; Kianto et al., 2017; Pedro et al., 2018). Previous studies
have shown that intellectual capital promotes organisational effectiveness (Musteen, Ahsan
and Park, 2017; Hitt et al., 2001; Usoff et al., 2002; Karp, 2003). Having a competitive
advantage is essential for businesses. This competitive edge requires both physical and
intellectual resources. Intellectual capital, according to Hitt et al. (2001), has a substantial
influence on organisational efficiency, productivity, and innovative culture. Intellectual
capital, according to Usoff et al. (2002), is a critical resource for companies and plays an
essential role in creating value addition. Intellectual capital, according to Musteen, Ahsan,
and Park (2017) and Karp (2003), is not only a source of money generation in business
organisations, but it is also a strategic resource for enhancing corporate performance and
achieving a competitive edge. Pena (2002) discovered that intellectual capital plays a
significant role in the formation of entrepreneurs while confirming the link between
intellectual capital and organisational performance. Berman (2012) investigated the effect

of intellectual capital on organisational performance as well. In the research, productivity,
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organisational profitability, and organisational performance were utilised to evaluate
company performance. According to the research's findings, intellectual capital has a
positive impact on all three aspects of organisational performance. Based on the above, we
hypothesize:

H1. There is a positive effect between intelectual capital and organizational
performance in Abu Dhabi police organization.

Hla: There is a positive effect between human capital and organisational
performance in Abu Dhabi police organization.

H1b: There is a positive effect between structural capital and organisational
performance in Abu Dhabi police organization.

Hilc: There is a positive effect between relational capital and organisational
performance in Abu Dhabi police organization.

To improve innovation, businesses must pay close attention to how they manage
intangible resources, particularly their intellectual capital (IC). IC is considered as a critical
resource for an organization's success as well as its ability to innovate, generate, and sustain
competitive advantage (Cabrilo, 2018). There are three capitals in an organisation that
facilitate innovation: human capital, structural capital, and relational capital (Chahal and
Bakshi, 2015). As a result, innovation covers the knowledge outcome that enables a
company to build competitively valued skills. Furthermore, in today's competitive climate,
businesses that want to continually enhance their IC can keep their competitive edge.
Furthermore, the advancement of IC accelerates innovation, which increases the learning
ability of organisation personnel.

Human capital knowledge, skills, and capacities may be required for innovation
(Subramaniam and Youndt, 2005). Human capital gains explicit and implicit knowledge

through interactions with other employees, leaders, technological, material, and other
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organisational resources. These individuals continue to gain and increase their knowledge
through interaction and learning experiences while performing their tasks, as well as social
networking with various individuals within and outside the organisation. Understanding,
skills, talents, and experiences are human capital components that include innovative ideas
and effective knowledge of the outcomes of innovation (Han and Li, 2015).

Furthermore, human capital is one of the organization's distinct and distinguishing
assets. Because of their specialised knowledge, which contributes to the development of new
ideas, products, and services that are difficult to replicate and imitate by other organisations
(Obeidat et al., 2016), innovation and IC have an impact on leadership style and performance
competitive differentiation. Because good human capital is vital, management assistance
with well-trained human capital assists the company in creating procedures for generating
and executing new ideas and innovations (Varadarajan, 2018). Any change in goods,
services, or procedures necessitates Innovation, which is dependent on knowledge
distributed across the business (Sivalogathasan and Wu, 2015). Knowledge about the firm is
essential in innovation since it is present in various locations and is pervasive inside the
organisation, as well as being available in information systems, databases, and patents. This
organisational knowledge is referred to as the organization's structural capital (Obeidat et
al., 2017). The structural components that pertain to procedures, learning elements, and
practises that indicate the organization's ability to acquire, share, and use external
information are referred to as structural capital. If the company wishes to fulfil its goals and
strategy (Mohammad et al., 2013), it cannot separate human capital from structural capital
(Bontis, 1998); structural capital integrates employee knowledge. As a result, ideas can be
transformed into innovations. Structural capital is the organisational foundation that allows
human capital to innovate. The formation and development of relationships with external

parties or partners affiliated with the company is referred to as relational capital. As a result,
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it comprises a variety of elements, such as collaboration with external partners and marketing
capability (Mohammad et al., 2013). The efficiency of information exchange and the process
of combining producers and customers is dependent on the skills and expertise of team
members in the innovation process, which means that a company with strong human capital
is better able to collect and store market information through relationships with customers
and external parties. In light of more direct human capital, consumer interaction for research
and development is critical for innovation. Furthermore, companies' capacities are evolving
and being used (such as consumers, suppliers, and rivals) to produce new information and
innovative ideas (Kumari et al., 2015). Improved communication procedures result in
information and knowledge sharing in businesses, allowing them to scan their surroundings
for inventive new technologies to drive innovation, which is then strengthened with
consumers and suppliers to mitigate risks associated with innovation creation (Mention and
Bontis, 2013). As a result, the following theory is proposed:

H2. There is a positive effect between intellectual capital and innovation culture in
Abu Dhabi police organization.

H2a: There is a positive effect between human capital and innovation culture in Abu
Dhabi police organization.

H2b: There is a positive effect between structural capital and innovation culture in
Abu Dhabi police organization.

H2c: There is a positive effect between relational capital and innovation culture in
Abu Dhabi police organization.

Existing research has emphasised the importance of an innovation culture in
organisational effectiveness (Dobni, 2008; Akbari and Monzavi, 2015). Hurley and Hult
(1998) discovered, for example, that organisational culture is closely connected to

organisational innovation. Similarly, Lendel and Varmus (2011) came to the conclusion that
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integrating innovation into organisational culture and management procedures helps
organisations achieve extraordinary success. In addition, one of the key components that
impact performance and help in achieving a competitive edge is innovation (Leal-Rodrguez
et al., 2015). Furthermore, it has a beneficial influence on organisations' profit, growth,
market share, return on assets (Ndicu, 2018), and sales growth (Choi and Williams, 2014).

Innovation culture also has a big impact on employees' attitudes, beliefs, and
dedication to assisting an organisation in remaining competitive (Kuratko and Welsch,
2008). This culture may be developed through workplace socialisation, which encourages
employees to learn and exchange ideas in order to contribute to the process of growth
(Skerlavaj et al., 2010). Furthermore, empirical research has demonstrated that an
organization's innovation culture has a favourable and substantial influence on performance
(Rosenbusch et al., 2011; Anderson et al., 2012; Stock et al., 2012; Kuo and Tsai, 2017; Lee
etal., 2017).

To boost organisational performance, organisations pursuing manufacturing
flexibility must-have innovation competencies (Ho, 2011). Furthermore, process innovation
has a greater influence on employee conflict resolution. Product innovation, on the other
hand, appears to have a greater impact on the organisational success (OP). Meanwhile,
knowledge sharing increases the potential for creativity, which ultimately helps businesses
achieve their objectives. As a result, a link exists between innovation and organisational
performance (Green and Cluley, 2014). According to Philipson (2016), there is recognition
that radical innovation can lead to improved corporate performance and competitive
advantage. In comparison, incremental innovation only makes minor improvements to an
already accessible product. In general, incremental innovation helps established firms
maintain control (Yunus, 2018). Incremental innovation may be pushed by a scarcity of

resources, but it may also occur naturally in firms that adopt an excellence-focused culture.
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Products that are constantly improved appear to be a component that permits a company to
maintain market leadership for an extended period of time. Incremental innovation differs
from radical innovation in that it does not require a significant change in the organization's
technology. Furthermore, incremental innovation enables firms to keep their core concepts
while also strengthening their existing capabilities to initiate or implement incremental
innovation (Yunus, 2018). As a result, the following theory is proposed:

H3. There is a positive effect between Innovation culture and organizational
performance in Abu Dhabi police organization.

The innovation culture is a critical organisation, which has a strong effect on
organisational outcomes, and can be defined as the inclination of organisations to implement
new ideas, inventions and discoveries that lead to new products or services, managerial
strategies, procedures, work methods and technology (Chahal and Bakshi, 2015; Maria Ruiz-
Jiménez and del Mar F). In addition, Bessant et al. (1994) suggested that instruments for
continuously improving are not always successful and especially hard to continue in the long
run. They argued that having a suitable culture will allow an organisation to build innovation
and improve. Fryer et al. (2007) also pointed out that several elements, including culture,
influence the successful implementation of programmes for ongoing improvement. It is
crucial to create and sustain a culture so that employees can innovate and generate new ideas
that help processes, services and products to be improved (Skerlavaj et al., 2010). This
enables organisations to successfully adjust to environmental changes, hence achieving
sustainable competitive performance and benefit (Calantone et al., 2002).

In addition, intellectual capital is one method for improving innovation, where
organisations can collect knowledge about their customers and learn to develop and improve
continually (Eng 2011). (Chiarini, 2013; Gunawan and Karimah, 2017). Studies have shown

that successful intellectual capital implementation is dependent on a suitable culture (Antony
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and Banuelas, 2002; Kwak and Anbari, 2004; Cheng, 2007). The use of intellectual capital
thereby increases innovation and helps promote a culture based on continuous innovation
(Byrne et al., 2007). Knapp (2015) underlined the importance of culture in applying
intellectual capital to an organisation as group culture influences the success of the quality
and organisational performance initiatives (Hult, 2004). Accordingly, the following
hypothesis was proposed:

H4: Innovation culture significantly mediates the relationship between Intellectual
capital and organisational performance.

H4a: Innovation culture significantly mediates the relationship between human
capital and organisational performance in Abu Dhabi police organization.

H4b: Innovation culture significantly mediates the relationship between structural
capital and organisational performance in Abu Dhabi police organization.

H4c: Innovation culture significantly mediates the relationship between relational
capital and organisational performance in Abu Dhabi police organization.

Previous research has connected IC to an innovation culture, which may improve the
quality and performance of services provided by police officers. However, further research
Is needed to determine how gender influences the relationship between innovation culture
and organisational performance, particularly among female police officers who frequently
encounter problems managing home and work commitments. Against this backdrop,
Ogungbamila and Olasenia (2019) investigated the extent to which gender moderates the
link between employment demand and police personnel's work-life quality. Participants
were 944 police officers (429 females and 515 men) ranging in age from 24 to 60 years (M
= 38.66 years, SD = 8.43). Three-step hierarchical multiple regression was used to evaluate
the research hypotheses. The findings revealed that job demand resulted in a considerable

reduction in the quality of work-life of police officers. Furthermore, research demonstrates
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that gender substantially influenced the link between job demand and quality of work-life,
with female police employees having a higher quality of work-life than their male
colleagues. According to the conclusions of Ogungbamila and Olasenia’s (2019) research,
gender is a key element in police personnel's work-life satisfaction. In order to enhance the
working conditions of Nigerian police officers. Therefore, in the same circumstance,
investing in gender as a moderator on the UAE police workforce is required to comprehend
the gender diversity influence on organisational performance in Abu Dhabi.

In this research, we assess whether the link between IC and organisational
performance is moderated by gender differences. This paper considers the Gender concept
instead of the stereotypical variable as suggested by Kantor as a social and cultural structure
(2002). We therefore go beyond the restricted views of gender, the cultural and social
components of female disadvantages and subordination.

The research utilises a gender-based perspective (Kelan, 2010; West and
Zimmerman, 1987, 2009). A person's gender has no predetermined or deterministic limits.
Instead, gender is something people do in social relationships. It is a verb or a practise
(Shields and Dicicco, 2011; West and Zimmerman, 1987). Gender means setting men and
women apart. While these distinctions can appear essential, they are only socially and
culturally produced (Connell and Messerschmidt, 2005; West and Zimmerman, 1987, 2009).
Gender is constructed by societal and organisational structures, cultures, and behaviours.
The ‘doing gender process' aims to define how discourse and other activities are performed
in a way that sustains gendered norms.

Conforming to social norms for socially recognised gender categories is an
interesting topic. Questions on how gender can be undone or remade to deconstruct gender
can be answered when gender is understood in context, such as the police (Kelan, 2010;

Mavin and Grandy, 2012; Morash and Haarr, 2012).
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Gender has been identified as an important variable that could potentially moderate
the relationship between Intellectual Capital (IC) and Organizational Performance (OP). As
organizations increasingly recognize the value of diversity and inclusion, understanding how
gender affects the IC-OP relationship has gained significant scholarly interest. According to
recent studies, gender can affect how IC is leveraged and applied within an organization. For
instance, Hur, Moon, and Jung (2018) suggest that female leaders often utilize relational
capital differently compared to their male counterparts, placing greater emphasis on
communication, collaboration, and emotional intelligence. This can lead to differences in
how IC is used to drive organizational performance.

Another perspective was provided by Kong and Ramia (2020), who examined the
role of gender in structural capital, one aspect of IC. They found that gender diversity within
decision-making bodies can lead to more effective use of structural capital, thereby
impacting the overall organizational performance. Lastly, women's participation and
leadership have been linked to innovation in organizations, which is a crucial element of
human capital and a significant driver of organizational performance. A study by Herring
(2019) found a strong correlation between gender diversity and increased innovation and
creativity within teams. This suggests that gender can also influence the relationship between
human capital and organizational performance. Therefore, the exploration of gender as a
moderating variable in the IC-OP relationship can provide valuable insights into how
different aspects of IC are mobilized and how they contribute to OP in gender-diverse
settings.

Knowing the standards of an organisation is an essential part of how gender is done
(Haake, 2009). Traditional gender is learned and reproduced in organisations through doing
gender; consequently, redoing gender is a process of learning and producing new and diverse

ways of gender. Thus, the following hypothesis was proposed:
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H5. Gender significantly Moderate the relationship between innovation culture and
Organizational Performance.

The problem with Organizational Performance (OP) in many settings, including the
police services in the UAE, is multifaceted. OP, a crucial indicator of the efficiency and
effectiveness of an organization, is affected by several internal and external factors. Firstly,
the traditional measures of OP are often limited, focusing primarily on quantifiable and
immediate results. In the context of police services, these might include crime rates, arrest
statistics, and response times. However, these metrics might not fully capture the complexity
and multifaceted nature of policing. They may overlook important qualitative aspects such
as community satisfaction, public trust, and the promotion of social justice. Secondly, OP is
heavily influenced by an organization's Intellectual Capital (IC) - including human,
structural, and relational capital. However, many organizations have difficulties effectively
managing and leveraging their IC, which can hinder their performance. It can be particularly
challenging in public service organizations, like police services, that are often characterized
by hierarchical structures and traditional cultures resistant to change.

Innovation culture can serve as a mediator in the relationship between IC and OP,
fostering an environment that encourages learning, adaptation, and improvement. However,
creating and maintaining such a culture is no easy task, especially in law enforcement
institutions where change is often met with opposition. Lastly, the role of gender, a potential
moderating variable in the relationship between IC and organizational performance, is often
overlooked. Despite the strides made towards gender equality in many sectors, including
police services, gender imbalances persist and can impact how IC is used to enhance
performance. The issues with OP stem from inadequate measurement methods, difficulties

in managing and leveraging IC, challenges in fostering an innovation culture, and gender
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imbalances. Addressing these issues could improve OP, particularly in the context of police

services.

Based on the above-mentioned literature analysis, the conceptual framework

depicted in Figure 2.1 is presented. These practises were briefly discussed in the preceding

section IC, (human capital, structural capital and relational capital), innovation culture,

gender and organisational performance from the previous sections. The research model

postulates IC as independent variables, innovation as mediator, gender as moderator and

organisational performance as the dependent variable. This model was adapting from

(Alshamsi et al., 2019; Obeidat et al., 2018; Wang and Wang, 2012).
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Figure 2.1: Research framework
Table 2.4: Proposed Hypothesis
Hypotheses Proposed Hypothesis
H1 There is a positive effect between intellectual capital and
organisational performance in Abu Dhabi police organization.
H1 There is a positive effect between human capital and organisational
a

performance in Abu Dhabi police organization.
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Hib There is a positive effect between structural capital and

organisational performance in Abu Dhabi police organization.

H1 There is a positive effect between relational capital and
C

organisational performance in Abu Dhabi police organization.

Ha There is a positive effect between Innovation culture and

ey '—""6@5ﬁiiat’r_g_nal performance in Abu Dhabi police organization.
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2.17 Summary

The available literature and appropriate for the research are reviewed in the second
chapter of the research. This chapter examines past research, which includes the definitions
of the terms used in this research, as well as earlier research on IC, innovation culture,
gender, and organisational performance. Also, a review of the relevant theories to IC is
provided, as well as an explanation of the suggested theoretical framework for this research,

as shown in Figure 2.1.
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CHAPTER 3

RESEARCH METHODOLOGY

3.1 Introduction

This chapter describes the methods and techniques that have been used in the re-
search. Research design, population and sample size as well as the unit of analysis that enable
proper and accurate data collection, are also discussed. The measurement of the variables
and data collection procedures is also discussed in this chapter. The chapter ends with a

discussion on the techniques of data analysis.

3.2 Research method

This part discussed the research methods which were a quantitative method,
qualitative method, and mixed method. From those three research methods, this research
adopts one of the research methods as the research design for this research.

Epistemology is a branch of philosophy that concerns the nature and scope of
knowledge. It scrutinizes the origins, limitations, and validity of knowledge. When
conducting research, the choice of epistemology sets the stage for the methodology and
aligns the research design with the broader philosophical understanding of knowledge. In
this study, the epistemological approach is rooted in positivism. Positivism holds the
perspective that knowledge can be obtained through observable facts and phenomena. It
promotes the use of quantitative methods and structured research instruments, typically

placing emphasis on hypothesis testing (Crotty, 2018).
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This positivist epistemology suggests that knowledge about the role of intellectual
capital, innovation culture, and gender in enhancing organizational performance can be
empirically validated. This can be achieved through the quantifiable measurement of these
variables and the statistical analysis of relationships and effects among them. This
understanding guided the choice of a quantitative research method, including the use of a
structured survey and statistical analysis techniques. A positivist approach typically supports
the application of probability sampling methods and random selection to ensure the
representativeness of the sample and the generalizability of the findings. In this case, the
methodological choice of simple random sampling aligns with the epistemological
understanding that objective, empirical evidence can be derived from a representative
sample of the larger population (Mackey and Gass, 2015).

According to Saunders et al. (2016), the quantitative method was related to the
positivism philosophy that used highly structured data collection techniques which were
experimental and survey research. The survey research in quantitative could be conducted
in several ways, such as questionnaire, structured interviews, and structured observation
which the data from the respondent. Quantitative method used a deductive approach that
focused to test the theory for the research based on the data that had been collected, which
then analyzed by computational techniques with a purpose to examine the relationship be-
tween variables (dependent and independent).

Saunders et al. (2016) described that the qualitative method was related to the
interpretative philosophy that used an inductive approach when developed a theory in the
research. The theory was developed and was tested using the data from the participant of
that research. The data were collected from various techniques such as action research, case

research research, ethnography, grounded theory, and narrative research. The participant of
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the qualitative method answered an open-ended question that related to the research from a
semistructured interview, or in depth-interview.

Mixed method was described by Saunders et al. (2016) as the combination of
quantitative and qualitative data collection technique and analysis of the data. Mixed method
was related to the pragmatism that might use deductive, or inductive approach for the
research theory development. The mixed method allowed to combine the data collection
technique from quantitative and qualitative, which the data that was collected might be
interpreted together to get a new result that might be different from another research.

Quantitative research is more preferred over qualitative research because it is more
scientific, objective, fast, focused and acceptable (Sekaran and Bougie, 2016). However,
qualitative research is used when the researcher has no idea what to expect. It is used to

define the problem or develop and approach to the problem.

3.3 Research design

The design of research is characterised as a framework for collecting and analysing
research data (Sekaran and Bougie, 2016). McDaniel and Gates (2007) also defined research
design as a plan or strategies which researchers use to deal with research objectives or
hypotheses. These strategies provide guidance for the selection of data collection methods
and hypothesis testing procedures.

This research employed descriptive research to research data to test the theoretical
underpinning for the hypothesis. The descriptive research aims to provide the exact profile
of the event, circumstance and individual. Saunders et al. (2016), pointed that quantitative
research approach was employed because they described the number-data phenomenon
acquired from the respondents by the quantitative research approach. The quantitative
research methodology studied the link between variables in the research and subsequently

analysed numerically by mathematically statistical procedures (Sekaran and Bougie, 2010).
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In order to achieve the research purpose, the data obtained in this research have been
surveyed by questionnaires from staff in the police department in Abu Dhabi.

Three phases includes literature reviews, questionnaires, population and sampling.
This research includes three steps. In Phase two, questionnaires were distributed,
questionnaires were refined, questionnaires enhanced were distributed, data collection was
collected and, finally, data analyses were contained. The assessment of research objectives
was Phase 3.

The goal of this research is also to describe the IC for improving organisational
performance in the Abu Dhabi Police through innovation. IC is the independent variable
whereas organisational performance is the dependent variable. The interference variable
between IC and organisational output is interfering with innovation culture. interfering also
means the intermediary variable established if the independent and the dependent variables
have strong links via an external gender variable as a (mediator), and in the end the
organisational performance.

In a particular case, the descriptive design was used to describe the characteristics of
the relevant variables. The survey investigation employed questionnaires to collect raw data
from the user answers (Zikmund et al., 2013). The data obtained is utilised to discover data
trends and the possible links between variables to generate appropriate interpretations and
applicable theorems, thereby facilitating the mapping of relevant research goals.

In order to determine the impact of each variable on another, this research employs
a quantitative approach. It also allows the generalisation of results using a large population
sample (Malhotra, 2012). In this research, SmartPLS used to assess the validity (convergent
and discriminant) and the reliability was used to assess the effect of independent variables
on the dependent and to analyse the impact on independent and dependent variables of

moderating and moderating ariables. The research took the form of a cross-cutting design,
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which entailed data collecting sooner or later to meet the research's aims (Creswell, 2012;

Sekaran and Bougie, 2016).

3.4 Development of questionnaire

As a method for collecting information from respondents, a questionnaire was
designed. The material was based on the prior literature examined to test the variable
according to the theoretical structure presented. The questionnaire had been produced in
English and Arabic since workers at the Abu Dhabi Police Department would be the response
of this research. A systematic questionnaire was utilised to provide a minimum of time and
effort to the respondent to each topic. The structured questionnaire was separated into listing

questions and rating questions to make the answer easy and simpler to analyse the data.

Table 3.1: Structure of questionnaire

Question ' Measurement Location in questionnaire | T/Items

Respondent Profile Gender, current position, Section A: Q1 - Q5 5
monthly income, education |
‘ level, and work experience

- choices questions

Human Capital ' 5- Likert scale rating ' Section B: HC1- HC6 6
Relational Capital 5- Likert scale rating Section B: RC1- RC5 5
Structural Capital 5- Likert scale rating Section B: SC1-SC5 6
Innovation culture 5- Likert scale rating Section C: Icl-Ic7 7
Organisational 5- Likert scale rating Section D: SP1-SP7 7
performance

For this research, Table 3.1 revealed the framework of the questionnaire. The reply
had to answer four sections, namely sections A, B, C, and D. In section A, the demographics,
gender, education, position management and service duration concerns were discussed. A
multiple-choice question was utilised for Section A measurement. In the meantime, Section
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B posed questions on IC, that included human, relational and structural capital. Section C
posed questions about innovation culture . Section D finally posed questions on the
performance of organisations. The measuring size in Sections B, C and D was based on a 5-
point Likert rating with regard to the research and the answer to the respondent's choice
varied from 1 to 5 strongly disagree (Gholami et al., 2013). The Likert scale of five points
for the user or employee satisfaction connected to the research was utilised in the prior
research. The likert scale is a unique rating scale, according to Likert (1932) which requires
responders, on the basis of their mental convictions or their behavioural belief towards an
item, to indicate that they agree or do not. The research targets are employees of Abu Dhabi
Police Management employed in the area of value, with an extensive understanding of IC
and innovation within its organisations, such as managers, division managers, division

leaders, supervisors, accountant, and departmental managers.

3.5 Location of research

In UAE, there have more police departments of Abu Dhabi. Police departments have
owned the service that allows their customer Transaction completion. However, only police
departments have implemented services. Hence, the location for conducting the survey was

chosen in the UAE, police department of Abu Dhabi.
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Figure 3.1: United Arab Emirates
Source: Google Map (2020)

3.6 Population and sample size

In this subsection, the estimated population size for this research and its correspond-
ing sample size determination are discussed. In addition, the sample frame and the sample

techniques are further highlighted with the view to providing better understanding.

3.6.1 Population size

The population is defined as the whole group of persons, events or items of interest
that the researcher must examine (Sekaran and Bougie, 2016). Cresswell (2012)
characterised a population as a group of individuals with the same traits and other features
to be identified and studied by the researcher. The population is therefore the universal
component of selecting a sample, as it includes of divisions like homes or organisations,
workers for whom surveying results have to be generalised (Dillman, 2007). Population is
the intended audience for research by a researcher. The target demographic of this research
includes the workers of the Abu Dhabi police organization. Target population refers to
participants with the required qualities for an interest and relevance research (Salkind, 2011;

Personal, 2016).
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3.6.2 Sample size and determination

The sample size can be interpreted as a subgroup of the total population that is
available for collection, while carrying out sampling. It represents a fraction of the
population that is chosen from the entire population or a sub-collection of interest.
Furthemore, Sekaran and Bougies (2016), maintained that data collection is one of the main
reasons for carrying out sampling procedure. Since it is challenging to subject an entire large
population for information gathering, thus sampling size determination becomes very vital
in a research. A reliable and better result will be obtained if appropriate sample size is used,
and it also reduces fatigue and error in data collection. The sample size can be interpreted as
a subgroup of the total population that is available for collection while carrying out sampling.
It represents a fraction of the population that is chosen from the entire population or a sub-
collection of interest.

Furthemore, Sekaran and Bougies (2016), maintained that data collection is one of
the main reasons for carrying out the sampling procedure. Since it is challenging to subject
an entire large population for information gathering, thus sampling size determination
becomes very vital in research. A reliable and better result will be obtained if an appropriate
sample size is used, and it also reduces fatigue and error in data collection.The role of sample
size is crucial in all statistical analysis. The sample size is determi ned by the purpose of the
research, time frame and resources, specifically this research, using the purposive sampling
technique.

General His Highness Sheikh Saif bin Zayed Al Nahyan (1995—present). Abu Dhabi
Police employs 12,500 frontline staff. There is a total staff of 34,000 including civil defense,
ambulance and fire services and border security.Since the target population in The police
department of Abu Dhabi in UAE. The total population is 34000 (Al Manhali et al, 2022;

Abu Dhabi Police, 2021). The sample size was determined based on (Krejcie and Morgan,
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1970). The sampling technique applied in this study is known as Simple Random Sampling
(SRS), a subset of probability sampling methods. This technique was selected due to its
efficacy in providing a high level of representativeness and reducing the potential for bias
(Bryman, 2018). In simple random sampling, every individual within the population has an
equal opportunity of being selected for the sample. This method ensures the randomness of
the sample and minimizes potential bias, leading to more reliable and generalizable results
(Creswell and Creswell, 2018).

The implementation of SRS can be achieved through various approaches. In this
study, considering the total population of 34,000 personnel, the use of a computerized
random number generator was chosen to ensure randomness and reduce potential bias. A list
containing all personnel was compiled, with each individual assigned a unique identifier.
The random number generator then produced a list of 576 unique identifiers corresponding
to the sample size. The sample size of 576 was determined based on the Krejcie and Morgan
(1970) table for determining the required sample size for research activities, which provides
the recommended sample sizes for given population sizes to ensure the representativeness
of the sample. A sample size of 576 is recommended for a population size of 34,000, which
guarantees a confidence level of 95% and a margin of error of 5% (Ddrnyei, 2007). Table

3.2; show the sample size of this research is 379.

Table 3.2: Abu Dhabi police organization in UAE

No Name of police station Number
1 Executive manager 12,500
2 Senior management 3900
3 Middle management 4700
4 Senior officer 5000
5 Assistant officer 7900

Total 34000
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Table 3.2: Krejcie and Morgan, 1970

N S N S N S N S N S
10 10 100 0 280 162 800 260 2800 338
15 12 110 86 250 163 850 265 3000 341
20 1% 120 92 300 169 S00 269 3500 336
25 24 130 o7 320 175 250 274 2000 351
30 2 140 103 340 181 1000 278 4500 354
35 32 150 10 360 186 1100 285 5000 357
20 36 160 113 380 181 1200 281 6000 361
45 0 170 118 400 196 1300 257 7000 362
50 =2 180 123 220 201 1200 302 8000 367
35 28 120 127 220 205 1500 306 2000 368
60 52 200 132 260 210 1600 310 10000 370
65 56 210 136 480 214 1700 313 15000 375
70 38 220 120 500 217 1800 317 2 377
75 63 230 142 550 226 1900 320 3000 379
80 66 240 18 600 234 2000 322 20000 380
83 e 250 152 630 222 220 337 5T000 38!
20 73 260 155 700 218 2300 331 735000 382
a5 76 270 159 750 232 2600 35 1000000 382
Avre: N it Population Ste, S& Sample S&e Sowrce: Krgjcic & \Morgan 1970

Source: Cohen (1992): A Power Primer. Psychological Bulletin

The sample size should be enough and appropriate for a proper estimation of the
population characteristics and for the research to deliver credible results (McMillan and
Schumacher, 2014). As recommended by Sekaran and Bougies (2016) the sample size
should be sufficient and exhaustive, so that the important features of the whole population
may be assessed successfully, leading to accurate results. This research so embraces Kriejcie
and Morgan's key principles (1970). The number of 379, the minimum employees, used for
the sample determination by Kriejcie and Morgan (1970), was picked to be the sample sizes
for this research for samples size decisions based on Table3.3.. In addition, all Abu Dhabi
Police Department in the UAE fulfilled the most critical criteria of the research organisations
in order to make the size of the samples more precise and reliable, to minimise sample size

errors and to prevent any problem with the lack of responses that usually occurred when
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conducting a survey research (Malhotra, 2012; Rubin and Rubin, 2012). the present research
adopts the frequently used technique for fine-tuning sample size that was introduced by
Salkind (Barlett, Kotrlik, and Higgins, 2001). Salkind recommended a 40% to 50%
increment on the sample size, to counter the effects of possible lost questionnaires as well as
uncooperative respondents. Overall, this research used a sample size of 379, plus an
additional of 50% of the sample as suggested by Salkind as adopted in Barlett, Kotrlik and
Higgins (2001), making the total number of the sample size for this present research is 576.

=20 379
Y =100

Where y represents an unknown increment of 50%, And 120 is the actual sample

size

58 3
Y =100
y = 0.5 X 379
y =197

From the y value in Equation, 379 represent the 50% of the 576 total sample. Thus,
the derived sample size obtained from this research’s population totaled to 576 employeess
(576 = 379+197). This indicates that 576 the minimum survey instruments randomly
selected to be the sample of the research for the individuals work in police department of

Abu Dhabi in the UAE.

Moreover, all the police department of Abu Dhabi in the UAE have fulfilled the most
essential criteria of studied organizations, that is, they are relevant to the research problem
and could be accessed by the researcher (Rubin and Rubin, 2012). A total of 576 responses
were received to be analysed in this research. According to Krejcie and Morgan (1970), a
sample size of 576 is adequate for the analysis as the sample size remains relatively constant

at slightly more than 379 cases to represent any population. According to Sekaranand and
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Bougie (2016), a sample size range from 30 to 500 would be sufficient and acceptable for

the social science studies.

A purposive sampling method was employed in this research, as suggested by
Bryman and Bell (2015) so that the researcher will have a broader view of the population.
Also, Zikmund et al. (2013), explained systematic sampling as a method in which the starting
point is carefully chosen by a random procedure and then every single nth number of

population elements of each unit is selected from a given sample.

3.6.3 Reliability and validity

Reliability was sometimes described as an internal coherence that specifies the
amount of accuracy by which a measurement tool evaluates the given idea repeatedly (Peter,
1979; Peter,1981). The researchers also noted that the amount to which a measuring
instrument evaluates the idea that should be evaluated may be defined as validity. The
answer to the question is thus legitimate. Is the scale suitable for its purpose? Previously,
researchers examined all the constructions utilised for reliability and validity. Several
procedures were taken to verify that the measurements used in this investigation were
reliable and valid. First of all, the measurement is based on the measurements used and
confirmed in the prior research. The second questionnaire items are derived from the already
established and proven legitimate scales of previous academic scholars and organisations to
assure the contents validity of the survey.

Reliability of research is the extent to which research provides consistent and reliable
results (Dudovskiy, 2018). In other words, the number of times the identical items were
measured and the same findings were found to be a trustworthy result. The reliability of
research may be classified into four categories: test-resistant reliability, parallel forms and

dependability, and internal consistency.
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Table 3.3: The characteristics of research reliability

Characteristics Details

Test-retest Reliability Conduct more than once using the same sample group, but
different times on the same test

Parallel Forms Reliability | Do the same phenomenon, but utilise several assessment
methods with the involvement of the same sample group

Inter-ratter Reliability Measurement of various evaluators' findings using the same
methodology

Internal Consistency The magnitude of the variations between tests exploring the

Reliability same building yields comparable

Appropriateness and correctness of the analysis outcomes might be characterised as
Validity (Saunders et al., 2016). Validity of research in surveys is defined as the correct parts
in surveys must be measured. Validity simply refers to the purpose for a well-measured tool.
The validity of research may be split into internally valid and externally valid. Internal
validity is the consequence of the research discovery, whereas external validity may be
reproduced into different contexts (Simonsohn, Nelson, and Simmons, 2017). In addition,
validity can also be separated into five categories such as face validity, build validity, validity

of criteria, formative validity and validity of the sample.

Table 3.4: The types of research validity

The Types Detiales

Face Validity The most fundamental form of validity and the highest level
of subjectivity is associated, because it has no scientific
rationale in detail.

Construct Validity Assess the adequacy of the phenomena measuring tool. The
validity of the structure may be successfully applied by the
engagement in the measurement and phenomena of a group of

‘experts.’
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Criterion-related Validity It is termed validity or external validity as predictive. The
findings of the evaluation are linked with another evaluation
criterion and the results are compared.

Formative Validity Evaluation of effective information provision to enhance
certain parts of the phenomena.

Sampling Validity This guarantees that the field of research is widespread
utilising a certain sampling technique pattern to achieve the

research objectives and outcomes.

3.7 Measurement of instruments

The operational requirements for a researcher are, according to Creswell (2012), to
define and to measure all the research-specific variables. The aim is to clarify the features
and characteristics of empirical occurrences in a manner that the research can evaluate.
Measurement is the way the characteristics of reality in the research analytical environment
are symbolically defined. Therefore, measurement means number assignment on the basis

of certain rules for experimental occurrences.

3.7.1 Human capital

Human capital (HC) variable, which is used in many studies. The below questions in
Table 3.5 were adapted from Human capital (HC), according to Li et al. (2019); Tsou et al.
(2016). This research adopted the questions used by these studies to fit in the police
department of Abu Dhabi. Table 3.5 illustrates the measurement items for Human capital

(HC).
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Table 3.5.: Measurement items for human capital

Coding No Measurement Source
HC1 | The employees in my organisation have excellent Li et al. (2019);
professional skills Tsou et al. (2016).
HC2 | Our organisation has a low employee turnover rate
= HC3 | The employees in my organisation often take
% initiatives to discuss work matters with their
§ colleagues and leaders
T HC4 | Leaders can properly arrange their employees’ work
and allocate resources
HC5 | We have knowledgeable employees
HC6 | We have creative employees

3.7.2 Relational capital

Relational Capital (RC) variable, which is used in many studies. The below questions

in Table 3.6 were adapted from Relational Capital (RC), according Li et al. (2019); Tsou et al.

(2016) and Alshamsi et al. (2019).This research adopted the questions used by these studies to

fit in the police department of Abu Dhabi. Table 3.6 illustrates the measurement items for

Relational Capital (RC).

Table 3.6: Measurement items for relational capital

Coding No Measurement Source

RC1 | We have a close relationship with our customers Lietal. (2019) ;
Alshamsi et al.

RC2 | We have a close relationship with our suppliers (2019); Tsou et

8 al. (2016).

§ RC3 | We have a close relationship with our partners

g

2 RC4 | The organisation effectively cooperates with experts

= or consultancies

o RC5 | Our organisation has strong strategic alliances
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3.7.3 Structural capital

Structural Capital (SC) variable, which is used in many studies. The below questions
in Table 3.7 were adapted from Structural Capital (SC), according Li et al. (2019); Alshamsi
et al. (2019); Tsou et al. (2016). This research adopted the questions used by these studies to
fit in the police department of Abu Dhabi. Table 3.7 illustrates the measurement items for

Structural Capital (SC).

Table 3.7: Measurement items for structural capital

Coding No | Measurement Source

SC1 | The overall operations procedure of our organisation | Li et al. (2019);

is efficient. Alshamsi et al.

SC2 | Our organisation responds to changes very quickly. (2019); Tsou et al.

SC3 | Our organisation has an easily accessible (2016)..

information system.

SC4 | Systems and procedures of our organisation support
innovation.

Structural Capital

SC5 | Our organisation’s culture and atmosphere are

flexible and comfortable.

SC6 | There is a supportive environment among different

departments in our organisation

3.7.4 Innovation culture

Innovation culture (IC) variable, which is used in many studies. The below questions
in Table 3.8 were adapted from Innovation culture, according to Alosani et al. (2020). This
research adopted the questions used by these studies to fit in the police department of Abu

Dhabi. Table 3.8 illustrates the measurement items Innovation culture.
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Table 3.8: Measurement items for innovation culture (IC)

Coding No | Measurement Source
IC1 | We actively search for new ideas and investigations at all | Alosani et al.
stages of service development. (2020).
IC2 | We view uncertainty as opportunity and not as a risk.
IC3 | This section uses out creativity to its benefits, that is, it
uses it in a good way.
% IC4 | We are given the time/opportunity to develop our creative
§ potential services and improve the quality of current
o .
§ services.
g IC5 | We are prepared to do things differently if given the
- chance to do so
IC6 | Our senior managers are able to effectively cascade the
innovation message throughout the organisations.
IC7 | We have an innovation vision that is aligned with
projects, platforms or initiatives.

3.7.5 Organizational performance in UAE police organisation

Organisational performance variable, which is used in many studies. The below ques-
tions in Table 3.9 were adapted from the Organisational performance, according to Alosani
et al. (2020; Kumar and Priyadarsini (2016). This research adopted the questions used by these

studies to fit in police department of Abu Dhabi. Table 3.9 illustrates the measurement items

for Organisational performance (OP).
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Table 3.9: Measurement items for organisational performance

Coding No Measurement Source

OP1 Our organisation performs the service right the first Kumar and Pryadarsini
time. (2016); Alosani et
OP2 Our organisation provides its service at the time it al.(2020).
promises to do so.
OP3 Our organisation insists on error free records.
OP4 There is good teamwork in our section
OP5 Most of our section’s clients are satisfied

OP6 Employees in our organization are never too busy to

Organisational performance

respond to requests
OP7 When a problem, our organisation shows a sincere in-

terest in solving it.

3.8 Rating scales for the responses

The research utilised the five-point Likert scales due to the fact that other researchers
in the literature used four, six and seven Likert scale points. Krosnic and Fabrigar (1997)
suggested that the use of a mid-point scale gave the researcher a better and more accurate
result. This enables the respondents to demonstrate their position more accurately as stated.
In addition, the five-point scale is preferred since, depending on the situation, the numbers
can be extended by five to seven or nine, but there is no assurance of an improved dependa-
bility. Similarly, Schuman and Presser (1981) stressed the necessity for middle-point scales,
since it allows respondents to express themselves more comfortably and more broadly. This
aspect is consistent with the reasoning of Neuman and Robson (2018), who claimed the
Likert scale of 5 points to be the suitable one for better results. The Likert scale is thus
utilised for this investigation at five points. In a five-point Likert scale, the researchers have
structured all the structures in the measuring instrument, including the independent, modu-

lating and dependent variables. Although some other work has argued for the advantages
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that the 5-point Likert scale is inherent in, The five-point Likert scales are therefore believed
to be effective to obtain a more optimum result for information processing and dependability

(Neuman and Robson, 2018).

3.9 Pilot of the research

A pilot research was conducted to check and corroborate test sample data prior to
actual data collection. The pilot research's purpose is to ensure that the research instrument
utilized in this research is reliable and dependable. To begin with, to guarantee the validity
of the face and content, the research items were submitted for comments on the questionnaire
language to the appropriate professionals. The specialists included a PhD panel of profes-
sional academics, mainly associate faculty and professors from public and private higher
education institutions, related business departments and social sciences. The panel examined
the contents and wording of the questionnaire, and the items were modified based on expert
advice, when possible. The amended query was subsequently forwarded to 31 persons who
are not included as the interviewees for this research and now work in the organisations
listed in Table 3.10, that have not been selected for this investigation. The pilot research
sample was also excluded from the real sample data, which would be used for statistical
analysis at a later stage. Furthermore, the data collected from respondents was analysed using

the SPSS software programme for scale reliability evaluation using Cronbach's Alpha val-

ues.
Table 3.10: Pilot of the research
Variables Measurement T/items | Cronbach’s alpha
Human Capital 5-point Likert scale rating | 6 0.876
Relational Capital 5-point Likert scale rating | 5 0.874

130



Structural Capital 5-point Likert scale rating | 6 0.821

Innovation culture 5-point Likert scale rating | 7 0.837

Organisational performance 5-point Likert scale rating | 7 0.869
in UAE police organisation

3.10 Data collection method

The data collecting technique employed in this research has made it possible to col-
lect information extensively at a certain stage. A quantitative measurement has also been
taken by the researcher to confirm the outcomes of the research and to help interpret the
research results.

In order to collect the completed questionnaires, the researcher used hand delivery
since the technique is quicker and faster in time management and the mode of collection is
also suited for the peculiarity of the UAE, as it expects a high response rate. This question-
naire collecting approach is crucial since empirical evidence reveals a sluggish and incom-
plete return rate when utilising mail order in UAE surveys at a low reply rate of 3% to 4%
correspondingly (Asika, 1991; Ringim, 2012).

Although self-managing the survey is costly compared to a postal survey, the re-
searchers have chosen this method due to the exceptional benefits of collecting a completed
questionnaire within a short time frame, they can provide further information to the research-
ers on items that the respondents need to be clarified and can persuade respondents to par-
ticipate in the survey (Sekaran and Bougie, 2016).

This research utilised a questionnaire, completed by the respondent or termed an in-

terview, which was then gathered later (Saunders et al., 2016).
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3.11 Technique of data analysis

The data were coded, summarised and analysed using the SSP, the factor analysis
and the structural equation modelling Partial Least Square, after collecting enough data that
meets the minimal sample sizes criteria (PLS). As a method of data analysis, both descriptive
and inferential statistics were used. In addition to the overall population the descriptive
statistics have been utilised to quantitatively describe data features and to sum up the sample.
A overview of the sample and the observation is provided by descriptive statistics The data
analysis was based on multiple regressions and hierarchical regression methods. The
following are extensive explanations on the tools used for the analysis and interpretation of
the data obtained for this research.

3.12. Structural equation modelling

A strong multivariate technique to analysis is Structural Equation Modeling. This
sophisticated method includes an examination of factor and many regressions. Generally,
traditional approaches for estimating regression are inflexible and do not take the measuring
model or structural model into consideration. In computing the measuring model and
structural model in a personalised way, SEM gives flexibility and independence (Suhr,
2006). In addition, a number of regression equations are computed effectively (Byrne, 2013;
Hair et al., 2013; Holmes-Smith, Coote, and Cunningham, 2006). The interconnection of
components may also be investigated with SEM. This procedure may evaluate reliability,

validity and tests on hypotheses (Hair et al., 2013).

3.12 Justifications for using the Smart PLS-SEM

A software tool to characterise, estimate and evaluate a theoretical connection be-

tween observable and non-object variables is the Smart PLS-SEM. (Hair et al., 2016). In this
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research, PLS-SEM evaluated instrument validity and reliability and merged multiple re-
gression analysis and factor analysis for the evaluation of connections among the measurable
variables.

The tool kit for developing and confirming current ideas is used to create new theo-
ries (Urbach and Ahlemann, 2010). It is capable of providing an estimate of the parameter
which capitalises on the results of the results of the R2 values. The result may be predicted
(Hock, Ringle and Sarstedt, 2010; Sarstedt and Schloderer, 2010; Urbach and Ahlemann,
2010).

The PLS-SEM also enables for answering linked research questions in a single, sys-
tematic, and complete research since it may be utilised with many hypotheses and construc-
tions in complicated constructional equation models (Urbach and Ahlemann, 2010). It can
also operate the model with 50 instruments or more (Chin, 2010). The PLS-SEM is the better
technique here, since it needs less spectrum compared with other approaches and does not
have to be normal in data (Urbach and Ahlemann, 2010). Finally, it is possible to utilise
PLS-SEM for reflecting and formative models (Urbach and Ahlemann, 2010).

The PLS-SEM is mainly concerned with the link between theory and evaluation
(Shmueli, 2010). In this regard, scientific researchers have suggested contemporary measur-
ing techniques that are specifically adapted to the predictive character of PLS-SEM (Shmueli
et al., 2016). (ii) the relational model is varied and contains numerous systems, steps and/or
philosophic connections, and (iii) the analysis aims at enhancing understanding of the grow-
ing complexities of existing theories by analysing theorical extensions (exploration works);
The following explanation highlights the important factors to be examined before determin-
ing if PLS is the correct sample SEM solution (Hair, Risher, Sarstedt and Ringle, 2019).

There are many benefits of using SEM as a prediction technique. The best way to

test a theoretical model on the basis of the present hypothesis is via SEM. SEM researchers
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must verify that the suggested model is correct by means of a confirmatory method. SEM is
also viewed as the super-effective factor analysis, spatial analysis, multiple regression, and
covariance analysis alternative, provided the SEMs represent nonlinearities, related liberties,
measurement errors, corresponding error words, many exogenous and endogenous variables
with each individual measurement (Byrne, 2010). Second, SEM enables scientists to com-
pare the existing and alternative paradigms, which promotes new assumptions to be evalu-
ated in a specific way (Penke and Deary, 2010). SEM is a validating description of this
common technique for increasing the efficiency and efficiency of the associated theoretical

models of researchers with sufficient expertise (Joreskog 1978; Browne 1974).

3.12.1 Assessment of the PLS-SEM path model

According to Lowry and Gaskin (2014), partial least squares (PLS) is a structural
equation modelling (SEM) method that can provide a lot of value for causal inquiry in the
disciplines of communication-related and behavioural science. There is a lot of information
regarding PLS. However, PLS is only used in part by social science researchers. Therefore,
it is only used in part. Nitzl (2016) further said that just 37 PLS-based research articles have
been identified since 2013. Nonetheless, the components' interrelationships were
investigated using PLS SEM. Furthermore, SmartPLS has become a favourite among many
academics in recent years. According to Hair et al. (2013), the use of variance-based SEM
is justified when the data is not standard, the analysis is exploratory, and the research does
not entail hypothesis testing and requires formative conceptions. The current investigation
is exploratory in character. As a result, SmartPLS is the best programme for estimating

variance-based structural equation models.
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3.12.2 Stages of structural equation modelling

In order to analysis the data gained from the Smart-PLS software, this research uses
a component SEM or PLS method to SEM. Smart-PLS is a software application with several
advantages which is often used in social sciences. Smart-PLS is very useful when analysing
the indirect influence of the variables under examination via moderating and mediating
structures (Hair, Sarstedt, Pieper, and Ringle, 2012; Hair, Hult, Ringle, and Sarstedt, 2016).
In addition, PLS does not require variable distribution assumptions, and the approach is
suited for analysing lower sample volumes, as opposed to other software programmes
(Gefen, Rigdon, and Straub, 2011). Therefore, PLS is selected for SEM or current analytics
as the suitable application.

Several scientists have been using SEM for a long time in assessing data on research
(Cunningham, Holmes-Smith, and Coote, 2006; Joseph Hair, Black, Babin, Anderson, and
Tatham, 2006). This research covers dependent and independent factors, making SEM a
helpful tool to evaluate these (Tabachnick, Fidell and Ullman, 2007) variables, as well as to
evaluate latent or undiscovered multiplex interactions (Byrne, 2010). SEM is an excellent
way to evaluate the Indirect Association of these Constructs utilising moderating and
mediating factors, in addition to the examination of the direct link among dependent and
independent variables. SEM may also be utilised for the performance of major analysis tasks
like as linear regression, covariance, EFA, CFA, and testing for hypotheses. SEM is
therefore effective for conducting several tests in the current research, such as reliability,
validity and unidimensionality (Hair et al. 2006).

In light of the inherent feature of the current investigation, the researcher used the
influential two-stage SEM approach provided by (Gerbing and Anderson, 1988). The
measurement model is central to the phase-one approach, while the structural model is

central to the phase-two strategy. According to (Kline, 2005; Meyers, Gamst, and Guarino,
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2016), the two-stage method is valuable because it allows researchers to examine the

reliability of individual variables while also minimising their interactional implications.

3.12.3 Stage one (measurement model)
The first stage of the procedure was carried out. The following sections describe

reliability and validity tests

3.123.1 Reliability measures

The consistency of the measuring scale depends on the reliability of the instrument.
Three sorts of dependability testing are available: 1) test-retest, 2) alternate forming, and 3)
internal consistency methods (Davis et al., 1988; Green et al., 1988; Hair et al., 2006). The
same number of respondents are tested and re-tests on the same measurement scale at two
different occasions. Correlated values are used to calculate dependability levels between two
sets of values. This technique has several problems since amendments might occur over time,
some respondents may be missing for the second time, or others may change their answers
at the second time, which results in a score that is different from the first attempt. The second
technique is called the alternative method, as it employs different but similar scales for the
same group of respondents or two groups of respondents from one population at both times.
the second is the method of the alternative forms. In order to evaluate the reliability values,
the gathered scores are linked. However, these approaches are criticised as it is not only
difficult but also costly to produce a real, separate, yet similar measuring scale. Moreover, it
is a considerable difficulty to determine whether the measured scale is truly untrustworthy
or because of the non-equivalence of the form (Hair et al., 2006).

The third way, the internally consistent method, is used to evaluate an instrument's
internal homogeneity. This technique therefore gives the justification for strong connections

between elements included in an instrument for assessing a building in order to anticipate
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the same meaning of the idea. Two widely recognised methods are used in this technique to
analyse the interrelationship between objects: 1) divided-half and 2) alpha from Cronbach.
The split-half technique divides everything in two halves with the second half score.

On the other hand, the reliability of these methods depends much on the way things
are halved. The alpha of Cronbach, on the other hand, calculate the mean trust coefficient in
all feasible ways for splitting the items in half. The alpha of Cronbach is considered a more
exact method of assessing reliability in scale (Hair et al., 2006). For dependability testing all
buildings in this research have been authorised. The consistency of the measuring scale
depends on the reliability of the instrument. The internal uniformity of the objects used in
this investigation was determined via the internal consistency method (Davis et al., 1988;
Hair et al., 2006). In other words, this methodology justified that the elements in the methods

utilised in this research to compute the buildings are closely linked.

3.12.3.2 Content validity

The validity of the instrument describes how accurate and appropriate a measuring
scale is as evaluated by the validity tests. The two forms of validity scale evaluated are the
material and idea validity. The measurement scale's legitimacy in material and building
quality are so crucial (Bryman, 2004).

The validity of the material assesses the value of elements in a measuring scale to the
definition used in the research. In order to evaluate an initial assessment of the validity of
the instrument, a test-phase analysis was conducted to collect expert opinion and guidance
from the related practitioners and academics. On the other hand, this methodology is more
subjective and judgemental, but it contributed to building confidence that the methodologies

used were crucial in the definition of the research (Bryman, 2004).
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3.12.3.3 Convergent validity

The degree to which the measures of a structure compares well is characterised as
converging validity. Consequently, a highly variable should converge or share its measures
(items). In order to test convergent validity, according to Hair et al. (2014), researchers
generally use the external loads and the average variance produced from measurements
(AVE). The more the external loads, the higher the correlation degree shared by indicators
of a variable called the dependability of the indicator. As a result, all indicators must have
statistically significant external loadings. According to the thumb rule, the external load of
the indicator should be 0.708 or more. A uniform outer loading square of an indicator
explains the amount of variation given by the component known as the extracted variance.
A fundamental thumb rule is that at least 50 percent of the variance in the structure of one
object should explain. Since the square of 0.708 is equivalent of 0.50, the minimum loading
of the indicator should be equal to 0.708 or 0.70.

Average Extracted Variance (AVE) is a typical method to determine the convergent
validity of the construction level (Hair et al., 2014). Taking the overall mean value of the
square load values from all indicators in the construction, the AVE is determined. The AVE
of a structure can be a general rule of thumb to explain more than half the variance in
indicator loading; the less suitable value for the derived average variance (AVE) hence is
0.50 or higher. The value of the outside loads of the forecast as well as the average VAR

computed (AVE) for the current sample determines convergent validity.

3.12.3.4 Discriminant validity

Discriminatory validity measures how distinct a structure is from the other constructs

in the research model. The goal of discriminatory validity is to determine the distinguishing
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and distinctive view of a construction from other constructs. In PLS-SEM, Cross Loadings
and the Fornell-Larcker criterion, two common tests of discriminant validity are proposed.

The approach of cross-loading emphasises in particular that an object related to its
own building needs to load more externally than any other building (Cross-loading). As a
consequence, the question of discriminating validity emerges when cross loads are larger
than the external loads of the component. The approach to calculate discriminatory cross-
load validity is commonly seen as liberal (Hair et al., 2011), which shows that two or more
constructions are more likely to show discriminatory validity.

The second strategy is known as the Fornell-Larcker criterion, and the validity of
discrimination is viewed as a conservative method for assessing. Essentially, the square root
of the AVE value of a building is calculated and compared to the latent correlations of
factors. The square root AVE value of a building should be higher than its overall correlation
with any other building. In other words, according to this criterion always, the AVE value
for a given building should be greater than the square correlation value for each other. It
makes sense to verify that a building has greater variance than any other structure with its
own indications for the use of Fornell-technique Larcker's In the current research,
discrimination on the basis of both Fornell-Larcker and crossloading techniques was

examined.

3.12.35 Stage two (structural model)

The step two approach, according to (Byrne, 2010), necessitates the application of
the structural model to analyse the causal linkages between variables. Structural models,
which utilise graphic representations of paths to illustrate linkages, have become a popular
tool in social scientific research (Kline, 2005). A graphical representation of route analysis

(path diagram) can be used to determine the number of linkages between variables (Meyers
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et al., 2006). Path analysis is effective for examining mediating and moderating effects since
it may quantify both direct and indirect effects at the same time (Holmes-Smith et al., 2006).
The phases of structural model evaluation in the PLS-SEM are detailed in the following

pages.

3.12.3.6  Collinearity assessment

The initial stage was to examine collinearity in the test of the structural model. The
reason is that the route coefficients can be distorted if the predictor variables estimate the
high degree of collinearity (Hair et al., 2014). In PLS-SEM, two tests are performed to
determine collinearity: tolerance and VIF values. Tolerance levels below 0.20 (VIF values
above 5.0) are seen as a hint of an issue of collinearity between predictive constructions
(Hair et al., 2014). When collinearity between predictor constructions is developed because
of the quantity of tolerance or VIF, constructs should be ignored, combined or constructed

to resolve the collinearity problem as high order buildings.

3.12.4 Estimating path coefficients

The next stage was to estimate the relationships of the structural model for each
hypothesised relation, calculating the path coefficient. The path coefficient is between -1 and
+1 for a normal value. When the path coefficient is close to +1, a strong positive correlation
arises, while the path coefficient is around -1. If the value of the track coefficient is close to
zero, a weak link is found. Via calculating the t/p values gained by the Bootstrapping
function of PL SEM, the significance of path coefficient values is calculated. At 5 percent,
the usual meaning value for t statistics is 1.96, and the p value should be under 0.05.
(Edmond et al., 2014). In order to evaluate these predictions, the current research used the

structural model to analyse direct and indirect (mediated and moderating) relationships. The
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hypothesis was accepted or rejected on the basis of values of the path coefficient as indicated
by the values and p-values for each association.
3.12.4.1 Estimating coefficient of determination

In regression (R?), the R? coefficient of determination is a statistical measure of how
well the regression predictions approximate the real data points.The next step was to
calculate the coefficient of determination (R?). RZ%is a popular metric for assessing a
structural model's predictive capabilities. The coefficient value represents the total predictive
effect of all exogenous variables over the most recent endogenous variable. R is determined
as a number between 0 and 1. The higher the value, the greater the prediction dependability.
R? values of 0.25, 0.50, and 0.75 are considered weak, moderate, and strong, respectively
(Hair et al., 2011; Henseler et al., 2009).
3.12.4.2 Measuring effect size (f?)

The fourth step was to measure the effect size (f?). The value 2 indicate the change
when an exogenous variable is removed from the model in R? Value. It is used to see if the

omitted variable has a significant impact on the endogenous variable. This is known as the

Size of Impact, or f. This is determined by using the following equation.

R? excluded / 1- R?)included f2 = R%included

Small, medium, and high effect sizes, respectively, are the f2 values 0.02, 0.15, and
0.35. (Cohen, 1988). In this investigation, these f? values have been used to evaluate the
effects.
3.12.4.3 Test for mediation effect

The present research assumes that the link between intellectual capital and
organisational performance is mediated by innovation culture. The PLS-SEM mediating

effect research begins with the evaluation of the major impacts of predictor variables on
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criterion variables (Chin et al., 2003; Vinzi et al., 2010). The interaction concept was
designed to analyse the mediating effects on the link between the independent factors and
the criteria variable by multiplying the separate variables by the moderating variable (Chin
et al., 2003; Hair Jr. et al., 2013). Consequently, only when the interactions are significant
can the mediation effect take place (Hair Jr. et al., 2013). The current research also employed
Cohen's (1988) methodology to evaluate the effect in order to quantify the intensity of the
mediating effects.

Cohen (1988) stated that effect sizes should define the extent of me-diating effects.
By comparing the determination coefficient (R2 value) of the principal effect model to the
R2 value of the entire model, all variables and the moderation variable were assessed for the
mediating effects (Henseler and Fassott, 2010; Wilden, Gudergan, Nielsen and Lings, 2013).

F2 values of 0.02, 0.15 and 0.35 have respectively been defined by Cohen (1988)
and Henseler and Fassott (2010). However, Chin et al. (2003) argued that the smaller
influence doesn't imply an inconsequential underlying mediating effect. Only a tiny
interaction effect can be relevant in extreme media conditions; it is, nevertheless, critical to
evaluate these variables in the case of considerable beta changes (Chin et al., 2003).
3.12.4.4 Test for moderation effect

The current research assumed that the link between innovation culture and
organisation's performance was moderated by gender. The SmartPLS algorithm in this
research has been utilised to evaluate for continuous moderation the hypothesised
moderating impact. According to Hair et al., 2013, the intensity or direction of the interaction
between two variables is believed to be regulated by a continuous moderator. For example,
high moderator variability observations can be defined by a positive path coefficient, while

low moderator values are described by a negative path coefficient.
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The constant moderating effect is then examined in two ways: the product indication
approach and the two-stage technique. In many instances, the constant moderator influences
the degree and direction of the connection between latent variables (Hair et al., 2014). The
initial moderatory effect of a moderator variable on the relationship from independent
variable (IV) to dependent variable (DV)is considered continuous in the product indicator
approach. Each (mean-centered) indicator for the exogenous variable is multiplied by each
measuring variable indicator in the product indicator approach.

The product indicators generated are called interaction concept indicators. The word
interaction would include the 'x*y" indication if, for example, the exogenous variable has 'x'
and the moderator variable has the 'y' indicator. In other cases, however, the moderating
impact was divided into two groups of 'high' and 'low' moderating effects, rather than
modelling the continuous moderating effect on the connection between independent variable
(IV) and dependent variable (DV). A two-stage technique for this categorised moderating
effect is applied in PLS-SEM. For instance, a route coefficient can be positive with "high"
and negative with "low" answers in the moderating variable.

3.12.45 Two-way interection

Since gender's moderating influence is assessed by the categorical continuous
moderating effect of the values of "high" and "low" classes. It is believed that the relationship
between Innovation culture and organisational performance will be improved through a
"high™ degree of gender. As a result, this moderating hypothesis has been estimated using
the double-way interaction effect. Typically two-way interactions are considered as a
relationship between separate and dependent variables that is mediated by a third variable

for the purpose of two-way interactions.
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3.13 Summary

This chapter outlines the research design of the present investigation. It also specifies
the target audience, sample criteria and questionnaire design methods, as well as the content
and the validity and reliability of the survey. The analytical unit is the population in the UAE.
There is detailed examination of measurements of independent and dependent variables as
well as of the measuring variable. The chapter also summarises the data collecting, data
analysis method, also the reliability and validity. This chapter described the findings of the

prospective research.
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CHAPTER 4

RESULTS AND DISCUSSION

4.1 Introduction

The statistical data analysis to determine the conclusions of this research is included
in this Chapter. SmartPLS version 3.3.3 was utilised for this purpose for empirical analytic
purposes. These analyses are based on structural equation modelling (SEM), which are
statistically explained in chapter three above. Recent developments in the field of social
sciences and also indicated by earlier research have led to the adoption of the SEM-PLS
approach (Chin, 1998; Hai et al. 2014).

The reliability and validity of the measured model is followed by the validity of the
structural model as part of an empirical data analysis. Furthermore, the mediation role of
innovation culture between intellectual capital and organisational performance, as well as
the moderation role of gender between innovation culture and organisational performance,

also evaluated. Finally, in this chapter the empirical results will be concluded.

4.2  Evaluation of data
4.2.1 Response rates

The survey response rate is defined as the recipient receiving and completing a
survey. An incomplete survey or the survey from which it was withdrawn is not part of the
survey response. For example, a research was conducted to understand from potential
respondents what degree of online tool might be useful, which features they prefer, and
which features they would like to add to the tool. The research can also track whether

respondents pay for additional features and the maximum spend for the tool. The number of
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responses received from this survey is called survey responses and is used to calculate the
survey response rate.

The data was obtained in the context of the present research by distributing, across
Abu Dhabi during February 2022, a set of 576 questionnaires (sample sizes). The following
table 4.6 clarifies the response rate of the sample. For the purpose of reduction, the unusable
questionnaire and improving the responding rate, 576 questionnaires were distributed to the
sample. From the distributed questionnaires, 436 were returned and collected, 399 question-
naires were the net returned and usable questionnaires with a percentage of 69.8 %, as 37
questionnaires are neglected due to incomplete information. For standard checks the com-
pleted data were not evaluated as the SmartPLS does not obligatorily consider the distribu-

tion of research data as a precondition for statistical testing (Hair et al., 2014).

Table 4.1: Response rates

Response Rate

Questionnaires Distributed ‘ 576
Returned 436
~Unusable Questionnaires | 37
Returned and Usable 399
Response Rate 75.8%
Usable Response Rate 69.3 %

4.2.2 Profiles of respondents

Table 4.2 shows the respondents profile for those participated in the research. As
shown in the table, 76.3% of the participants belong to the male gender category and
(n=304), while 23.7% of the participants belong to the female gender category and (n=95).

The result confirms that male respondents were the majority.
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According to the results showed in table 4.2, most of the participants hold bachelor
certificates with a percentage of 31.0% and n = 123, The research also found that there were
13 participants hold primary elementary certificates with a percentage of 3.4%. There were
74 participants hold secondary high school certificates with a percentage of 18.6%. There
were also, 41 participants hold diploma certificates with a percentage of 3.4%. Another
major finding was that there were 106 participants hold master certificates with a percentage
of 26.7%. Finally, there were 42 participants hold PhD certificates with a percentage of
10.0%. It ensures that all the participants were well educated.

The respondent’s profile test also found that there were several types of positions for
the participants, where there were 89 Executive manager 22.5%. Also, there were 25 Senior
management 6.4%. There were 93 Middle management 23.5%. Also, there were 62 (Senior
officer) presenting 15.6%. Finally, there were 130 Assistant officer presenting 30%. These
results ensure that there was a variety in the selected sample in terms of their positions.

The experience of the participants ranged between less than 2 years and more than
10 years, 3.2% of the participants had an experience with less than 2 years with n = 12,
14.7% of the participants had an experience from 2 to 5 years with n = 58, 19.3% of the
participants had an experience from 6 to 10 years with n = 77, and finally, 62.8% of the
participants had an experience more than 10 years with n = 252. Most of the respondents had

experience for more than 10 years.
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Table 4.2: Profile of respondents (N = 399)

n % n %
Gender Education Level

Male 304 76.3 Primary Elementary 13 34
Female 95 23.7  Secondary High School 74 18.6
Diploma 41 10.3
Your Position Bachelor 123 31.0

Executive manager 89 22.5 Master 106 26.7
Senior management 25 6.4 PhD 42 10.0

Middle management 93 23.5
Senior officer 62 15.6
Assistant officer 130 32

Work Experience

Less than 2 years 12 3.2
2 to 5 years 58 14.7
6 to 10 years 77 19.3

More than 10 years 252 62.8

4.3  Data processing
4.3.1 Normality test

The Shapiro-Wilko test is considered the best test to check the normality of the
distribution of a random variable. The assumption about the normal distribution of variables
is the basis of many classic modelling techniques (for example, analysis of variance,
Gaussian regression, mixed models). Hence the popularity of testing techniques for this
assumption. The normality test uses the Skewness and Kurtosis values to test the normality.

In statistics, normality tests are used to determine if a data set has been modeled for normal
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distribution. Many statistical functions require that a distribution be normal or almost
normal.

In statistics, the asymmetry coefficient is a measure of the asymmetry of the
probability distribution of a random variable over its mean. In other words, the asymmetry
coefficient indicates the amount and direction of bias (deviation from horizontal symmetry).
The value of the asymmetry coefficient can be positive or negative or even undefined. If the
asymmetry coefficient is 0, the data is perfectly symmetric, although it is quite unlikely for
real-world data. Kurtosis indicates the nature and the edge of the central peak with respect
to that of the standard bell curve.

For the current research the acceptable range for Skewness is — 0.5 and 0.5. the data
for all the variables revealed that all the distribution is extremely skewed. For the Kurtosis
range, the acceptable range is +3 to -3. Kurtosis for the data of this research was investigated
and found that all variables are within the +3 to -3 limits.

On the basis of the results of the statistical and graphical assessments of the data
distribution, normality of this research’s data was assumed. Table: 4.3 exhibits the skewness
and kurtosis of each variable of this research.

Table 4.3: Results of Skewness and Kurtosis for normality test

Constructs Skewness Kurtosis Statistic
Human Capital .348 1.152
Relational Capital -.021 730
Structural Capital 296 1.214
Innovation Culture 274 .051
Organisational Performance -.453 .366

4.3.2 Multicollinearity

The state of multicollinearity is known as a property that causes problems in data

analysis. In particular, the analysis of multicollinear input data in regression analysis is
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known to have a negative effect, and there have been many studies on how to solve this
problem. Although the relevant research is insufficient, it is likely that multicollinearity will
have a negative impact on regression analysis as well as other analysis methods (such as
decision trees). Further research on this is considered necessary. Although the correlation
(Pearson's correlation coefficient) is familiar, the word multicollinearity is often unfamiliar.

Multicollinearity is a problem in which strong correlations between independent
variables appear in the regression analysis of statistics. It is also classified into the case of
perfect collinearity where the exact linear relationship exists between the independent
variables and the multicollinearity where the high linear relationship exists between the
independent variables. This violates the premise assumption of regression analysis and thus
becomes a problem to be solved for proper regression analysis.

In examining for any multicollinearity effects, the act of the tolerance and its inverse
which is the variance inflation factor (VIF) is used. As explained by Hair, Sarstedt, Ringle,
and Mena (2012); and Sekaran and Bougie (2013), to determine whether or not this effect
occurs, the average points for the tolerance value must be greater than 0.10, or the VIF value
should not exceed 10. The analysis of multiple regression as shown in Table: 4.4, The VIF
value ranges from 1.976 to 4.101. The values indicate that the tolerance value is substantially
greater than 0.10 and the VIF is less than 10. Thus, it can be concluded that there is no
multicollinearity among the variables of this research (Hair et al., 2017).

Table 4.4: Test for multicollinearity on assessment of tolerance and VIF values

Constructs VIF
Human Capital 1.825
Relational Capital 2.201
Structural Capital 2.254
Innovation Culture 1.859
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4.4  Editing and coding
4.4.1 Missing value analysis

Missing value analysis can identify some of the issues that are caused by incomplete
data. If a case with missing values is classified differently from a case without missing
values, the result can be incorrect. In addition, missing data may be less accurate than
originally intended, so calculated statistics may not be accurate. Many statistical procedures
assume the case is complete, so missing values can complicate the required theory.

The Missing Value Analysis procedure can perform three basic functions:

o Describe the location and size of missing values. Location of missing values.
Extended range of missing values. Whether the corresponding variable has
missing values in several cases. Whether the data value is extreme. Whether
it is a randomly missing value.

o Estimate mean, standard deviation, covariance, correlation, and more for dif-
ferent missing-value methods, such as list-by-match, response-by, regres-
sion-by-expectation, or expectation-maximization (EM). The counterpart-
specific method also displays the number of complete missing values for each
counterpart.

o Populate missing values with estimates using the regression method or the
EM method. However, to get more accurate results, you usually use multiple
substitutions.

In this research, 44 values were found missing from all the 5 research variables. In

spite of the fact that there is no adequate level of missing values in a data for making a
substantial measurable deduction, scientists have by and large concurred that a missing rate
of 5 percent or less is non-significant (Schafer, 1999; Tabachnick and Fidell, 2007).
Moreover, scholars have recommended that mean replacement is the best way of replacing
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missing values if the overall percentage of missing data is less or equal to 5 (Little and Rubin,
1987; Raymond, 1986; Tabachnick and Fidell, 2007). Henceforth, in this research, randomly
missing values were supplanted by utilizing mean substitution (Tabachnick and Fidell,
2007). Table 4.5 displays the overall of randomly missing values in the current research.

Table 4.5: Missing values

Variable Number of Missing Values
Human Capital 9
Relational Capital 13
Structural Capital 7
Innovation Culture 9
Organisational Performance 6

Total 44

45  Analysis of research model

The model of investigation for this research was tested utilising the partially less
square (PLS) method by means of structural equation modelling (SEM). In this research
data analysis and structural models evaluations have been employed as a software tool for
the SmartPLS software version 3.3.3.

45.1 Assessment of measurement model

The evaluation of the measuring model was based on reliability and validity
estimations, as stated in chapter 3, which were assessed by loading indicators, internal
coherence, discrimination and convergence values. For each latent variable, convergent
validity was determined using composite reliability (CR) and average extracted variance
(AVE) values. A discriminant validity was defined in Fornell-Larcker criteria and cross

loading values. The following sections describe these metrics.
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4.5.1.1 Indicator reliability

In this research, an external charging was checked, and the findings were presented
as follows in Table 4.6 and Figure 4.5. The dependent variable, mediating and independent
variable research instrument.

Factor loading or outer loading values of each item have examined the dependability
of the indicator. The value of a 0.70 and higher indication is regarded as acceptable and
positive. However, if the value of the indicator is less than 0.40 (Hair et al., 2014), the re-
moval of that indication must be considered. Whereas, if an indicator value improves the CR
(composite reliability) and AVE (average variance extracted) values, the indicator value
should be evaluated for deletion between 0,40 (Hair et al., 2014).

When removing an indication, a researcher should be careful since it should be only
considered if removing the indicator increases CR and AVE beyond the minimal threshold
value, otherwise it should be maintained (Hair et al., 2014; Henseler, Ringle, and Sinkovics,
2009).

Table 4.6: Indicator outer loadings

HC RC SC IC OoP

HC1 0.727
HC2 0.792
HC3 0.840
HC4 0.840
HC5 0.844
HC6 0.846
RC1 0.855
RC2 0.865
RC3 0.761
RC4 0.543
RC5 0.842
SC1 0.610
SC2 0.807
SC3 0.858
SC4 0.782
SCS 0.801
SC6 0.801
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IC1 0.793
1IC2 0.875
IC3 0.853
IC4 0.746
IC5 0.672
1IC6 0.654
IC7 0.674
OP1 0.636
OoP2 0.703
OP3 0.366
OP4 0.768
OP5 0.750
OP6 0.875
OP7 0.768

Key: HC:Human Capital, RC: Relational Capital, SC: Structural Capital, IC, Innovation Culture and OP: Organisational Performance .
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Figure 4.1: Measurement model result

Key: HC:Human Capital, RC: Relational Capital, SC: Structural Capital, IC,
Innovation Culture and OP: Organisational Performance.
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4.5.1.2 Internal consistency

The internal consistency between elements was employed for the dependability of
the scale used in a research tool. To do this, alpha from Cronbach is the most frequent metric
of internal consistency to evaluate the trustworthiness of the scale ( Hair et al., 2014). The
preliminary results of 0.8 or 0.9 show the internal consistency of a measurement model,
whereas values below 0.6 suggest the lack of dependability. The greater CR score implies a
higher consistency of the goods. For the research underway, both Cronbach alpha (CA) and
the composite reliability values in Table 4.7 and Figure 4.6 are larger than 0.8 and 0.9. These

data showed a strong degree of dependability in the building and so demonstrated the high

internal consistency of the objects utilised in the present research tool.

Table 4.7: Internal consistency measures

Variables Cronbach's Alpha Composite Reliability
(CA) (CR)
' Human Capital (HC) ~.0.899 0923 |
Relational Capital (RC) 0.864 0.909
Structural Capital (SC) 0.881 0.913
Innovation Culture (IC) 0.875 0.915
Organisational Performance (OP) 0.837 0.892

As well, the research conducted a research to examine the effect of elimination on

CR and AVE with the external load levels below 0.50 - 0.60. as shown in following Figure

4.2.
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Figure 4.2: Measurement model result with elimination

Key: HC:Human Capital, RC: Relational Capital, SC: Structural Capital, IC, Innovation Culture and OP:
Organisational Performance.

4.5.2 Convergent validity

Convergent validity Hair et al. (2014) measures how much a measure is correlated
with an alternate measure of the same structure. Thus, an item assesses its designed structure.
Convergent validity. The validity of the convergent was assessed by the average extracted
value (AVE), as proposed in this research (Waddock and Graves, 1997). The appropriate
convergent validity was shown by a value of AVE 0.50 and above. The converging validity
values for the structures utilised in the current investigation are presented in Table 4.8. and
Figure 4.3 Since the minimal threshold (0.50) of AVE was fulfilled by all values. It was
demonstrated that the measuring model in the present investigation has adequate convergent

validity.
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Table 4.8: Convergent validity

Constructs Average Variance Extracted (AVE)
(>0.6)

Human Capital (HC) 0.666

Relational Capital (RC) 0.715

Structural Capital (SC) 0.677

Innovation Culture (IC) 0.729

Organisational Performance (OP) 0.674

Note: AVE = Average Variance Extracted
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Key: HC:Human Capital, RC: Relational Capital, SC: Structural Capital, INC, Innovation Culture and OP:
Organisational Performance.

Figure 4.3: Measurement average variance extracted (AVE)
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Furthermore, the indicator reliability was measured by investigative the outer
loadings of each constructs’ measure (Hair et al., 2014). To ensure unidimensional of a
measurement model, items should be 0.50 or higher (Hair, Hult, Ringle, and Sarstedt, 2017).

The mathematical model for factor analysis seems to be similar to the multiple
regression equation. But it should be remembered that in the case of multiple regression, it
considers simple variables which are predictors of the dependent variable (criterion).

In contrast, in the case of factor analysis, the dependent variable is expressed in terms
of a linear combination of groups of variables that characterize a particular concept (factors).
The factors are not simple independent variables but each one is constituted by a group of
variables that characterize the concept that represents the factor. It is for this reason that this
technique is classified among interdependence techniques (Both the variables on one side of
the equation and on the other are interacting as criteria and predictors).

In general, the factors that can characterize a group of variables are not known in
advance but are determined by factor analysis. These factors are called common factors since
all the variables under observation are expressed as their functions. When the factors that
constitute the variables are not known in advance, an exploratory analysis is said to proceed.
But instead, if the researcher has prepared the analysis anticipating (possibly supported by
the theory) the existence of certain number of factors in particular and anticipating which
variables make up each of the factors, it is a confirmatory analysis. In this case, when
performing the analysis, the statistical processor must be requested to extract the number of
hypothesized factors.

For the current research, the factor loading test shows in Table 4.9 that the variables
items have relatively good loadings, 0.70 was taken as the minimum for the first stage model

of this research, while the items were ranged between 0.725 and 0.926.
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Table 4.9: Factor loading

Constructs Indicators Loading (> 0.7)

HC1 0.726

HC2 0.791

Human Capital HC3 0.839
HC4 0.841

HC5 0.845

RC1 0.883

. . RC2 0.886
Relational Capital RC3 0.728
RC5 0.875

SC2 0.821

SC3 0.843

Structural Capital SC4 0.810
SC5 0.819

SC6 0.820

INC1 0.848

Innovation Culture & 086
INC3 0.822

INC4 0.814

Organisational Performance OP4 0.828
OP5 0.783

OP6 0.897

OP7 0.768

4.5.3 Discriminant validity

The discrimination of validity (Urbach and Ahlemann, 2010) describes the difference
between constructs. The discriminatory validity of the structures may be measured in two
ways (Fornell and Larcker 1981) and the cross-loading of buildings can be measured. When
a building's AVE square root is more than correlated with other structures, the value is
derived with the first approach (Fornell and Larcker 1981). In the second technique (Cross-
Loading), the value shows that loads of objects are higher than in the other buildings. The

discriminating validity of a measuring model is shown by these values. Discriminant validity
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values were achieved by executing the Smart PLS software algorithm function. The results
of Table 4.10 revealed the values for the measurement of discriptive validity calculated using
fornell- Larcker. In Table 4.10, the correlations among the latent constructs are compared
with the square root of AVE (in bold face). The AVEs are all greater than the correlations

among latent constructs, indicating sufficient discriminant validity (Fornell and Larcker,

1981).
Table 4.10: Fornell-Larcker criterion
HC RC SC IC OP
HC 0.816
RC 0.561 0.909
SC 0.626 0.661 0.823
IC 0.545 0.528 0.580 0.854
OP 0.555 0.534 0.600 0.684 0.821
Key: HC:Human Capital, RC: Relational Capital, SC: Structural Capital, IC: Innovation Culture
and OP: Organisational Performance.

Secondly, the cross-loadings created by an algorithm built in Smart PLS software are
used to test the discriminating validity. Table 4.11 shows the values of cross loads between
indicators and structures. These figures show that the value of each measuring element for
its corresponding construct is loaded greater than for the other constructions. It also
demonstrated that each block of data in the structure has values in comparable rows and
columns that clearly differentiate each latent variable from other blocks than the other
blocks. The cross-loading measure therefore indicated that the measuring model of this

investigation was discriminatingly valid.
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Table 4.11: Results of discriminant validity by the cross loading

HC RC SC IC OP
HC1 0.728 0.448 0.465 0.251 0.273
HC2 0.790 0.482 0.582 0.572 0.579
HC3 0.839 0.570 0.525 0.457 0.528
HC4 0.840 0.365 0.497 0.488 0.437
HC5 0.845 0.454 0.480 0.430 0.458
HC6 0.847 0.416 0.508 0.446 0.417
RC1 0.510 0.919 0.634 0.463 0.462
RC2 0.561 0.901 0.582 0.510 0.531
RC5 0.455 0.906 0.583 0.466 0.460
SC2 0.542 0.511 0.821 0.573 0.476
SC3 0.627 0.612 0.842 0.520 0.569
SC4 0.426 0.493 0.811 0.458 0.417
SC5 0.424 0.547 0.819 0.412 0.447
SC6 0.533 0.545 0.820 0.412 0.545
IC1 0.476 0.439 0.517 0.848 0.652
IC2 0.485 0.487 0.544 0.926 0.717
IC3 0.492 0.456 0.455 0.822 0.633
IC4 0.396 0.416 0.460 0.814 0.556
OP4 0.447 0.334 0.447 0.643 0.829
OP5 0.390 0.511 0.476 0.607 0.784
OP6 0.522 0.524 0.563 0.750 0.897
OP7 0.459 0.369 0.478 0.557 0.768

Key: Key: HC:Human Capital, RC: Relational Capital, SC: Structural
Capital, IC: Innovation Culture and OP: Organisational Performance.

In summary, the analytical data tests carried out validated the validity of the
measurement model of this research and that the parameters of the structural model may be

further evaluated in order to evaluate.

4.6 Results

4.6.1 Descriptive analysis

A descriptive research is a type of methodology to apply to deduce a good or
circumstance that is being presented; It is applied describing all its dimensions, in this case
the organ or object to be studied is described. Descriptive studies focus on collecting data

that describes the situation as it is. The statistic is the discipline responsible for researching
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the behavior of entities and individuals, whether to observe social groups or sets of scientific
data.In the case of descriptive analysis statistics, this type of methodology provides an
approach by which a summary of the information given by the data of a sample is prepared.
That is, its goal is to synthesize the information to show precision, simplicity and clarify and
sort the data. The general statistical description of the research variable of this research is
examined by utilizing the descriptive analysis. Means, standard deviation, minimum, and
maximum were computed for the independent, dependent, and mediating constructs. Results
of these statistical values are shown in Table 4.12 All the constructs have been estimated on
a five-point scale.

Table 4.12; Descriptive statistics for research variables

Constructs N | Min | Max | Mean | Std. Dev
Human Capital 369 | 1 5 4.1468| .65793
Relational Capital 369 1 5 4.1789 .62452
Structural Capital 369 | 1 ~ 4.0190| .72139
Innovation Culture 369 | 1 5 4.1768| .67016
Organisational Performance 369 1 5 4.0393 69754

Table 4.12 shows that the total mean scores for the research variables were ranged
between 4.0190 and 4.1789. The descriptive statistics revealed that the mean value for
Organisational Performance is 4.0393. The descriptive analysis also revealed that standard
deviations for all the variables were ranged between 0.62452 and 0.721309.

4.6.2 Assessment of structural model

SEM's structural model is used to analyse the links of the proposed variables
postulated. The theoretical meaning of the model given by the structural model must be

supported by compelling evidence (Chin,1998). The following four criteria are generally
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used to determine the importance of the suggested variable connection. (Multicollinearity,
Path Coefficients, Coefficient of Determination, and Effect size).

Determination coefficient (R"2) is used to assess the structural pattern's quality (Hair
et al., 2014). Moreover, the value of R*2 defines the variation amount in the dependent
variable induced by the independent variable (s). The larger R"2 value is therefore
recommended. The value of R*2 is regarded to be less in the range 0.02 - 0.12, 0.13 - 0.25
and 0.26 or more are considered considerable (Cohen, 1988). However, the (F. Hair Jr et al.,
2014) indicated that R"2's suitable value relies on the research research design. As both
independent intellectual and organisation's performance were utilised in this research, the
determination factor R”2 (coefficient of determination) determines the amount of variation
in employees' knowledge of organisational performance in the Abu Dhabi police. In the
United Arab States. The results utilised to validate the structural model of that research will
be outlined in the following sections. As indicated before, multicollectance, coefficient of
determination (R"2), effect magnitude (f*2) and route coefficients determined the validity
of the structural model. Moreover, as stated in the present research, mediating linkages have
also been evaluated by these measures.

4.6.2.1 Multicollinearity

The problem of multi-linearity develops if two or more independent variables in a
research model have a greater correlation. The variance of inflation factors (VIF) values
were evaluated to assess a potential multilinearity between the variables in this investigation.
The VIF values show, under (Hair et al., 2014), that the colinearity of the independent
variables is based on a tolerance of VIF values of 0.20 or lower and VIF values of 5 or
higher. Table 4.13 shows the observed VIF values for the independent factors in this

research.
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Table 4.13: VIF values

Items VIF
HC1 1.705
HC2 2.032
HC3 2.433
HC4 2.637
HC5 2.965
HC6 3.063

IC1 2.220

IC2 3.766

IC3 1.904

IC4 2.244
OP4 1.929
OP5 1.751
OP6 2.509
OP7 1.680
RC1 2.936
RC2 2.473
RC5 2.772
SC2 2.484
SC3 2.242
SC4 2.283
SC5 2.540
SC6 2.633

Key: Key: HC:Human Capital, RC: Relational Capital, SC: Structural Capital, IC: Innovation
Culture and OP: Organisational Performance

Because all VIF values are within an acceptable limit with regard to the separate
variables utilised in the present research (0.20 — 5.00), it is thus safe to say that multi-

collective issues among the variables in this research are not discovered.

4.6.2.2 Path coefficients

In addition, path coefficients are appraised in the structural model of research. Path
coefficient values are useful to show the force and importance of the link between two recent
variables. The bootstrapping approach in SmartPLS is used to evaluate the connections

(paths) between independent and dependent variables. In order to check the relevance of all
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pathways among these variables, t-statistics and p-values are also evaluated. According to
(Hair et al., 2014), the coefficient at a certain level of confidence is considered significant
when the empirically observed statistical t value is higher than the critical value. T-value of
0.95 must be applied at a meaning level of 0.05 for this investigation. Hair etc. (2014) further
mentioned that PLS-SEM is used to assess the importance of the predicted route coefficients
using a non parametric statistical test termed bootstrapping. In addition, the coefficient
values are ranging from -1 to +1. Therefore, the values of the path coefficients near to +1
showed a strong connection, whereas coefficient values close to -1 revealed weak
connections. Table 4.14 shows the t-values, p-values and path coefficients empirically
measured between variables in the present investigation. Acceptance or disagreement was
based on the evaluation of the pathway. Thus, all hypotheses have been supported at a 0.05
level based on the findings provided for the current investigation.

The results of the study provided empirical evidence that intellectual capital plays a
substantial role in promoting innovation culture, and subsequently, organizational
performance within the context of the Abu Dhabi Police Organization. The path coefficient
for intellectual capital's effect on innovation culture was significant (f = 0.643, p < 0.001),
supporting the hypothesis that intellectual capital positively influences innovation culture
within the organization (Theriou and Chatzoglou, 2018; Ahmady et al., 2019).

Similarly, the direct relationship between intellectual capital and organizational
performance was significant (B = 0.254, p < 0.001), which aligns with previous studies
stating that intellectual capital has a direct impact on the performance of an organization
(Wang et al., 2022; Ratten and Ferreira, 2021). Furthermore, the relationship between
innovation culture and organizational performance was also significant (f = 0.627, p <

0.001), suggesting that fostering a culture of innovation within the organization can enhance
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its performance. This finding resonates with prior research indicating that an innovation
culture is a vital driver of organizational performance (Shujahat et al., 2020).

The mediating role of innovation culture in the relationship between intellectual
capital and organizational performance was also confirmed (B = 0.403, p < 0.001),
suggesting that innovation culture enhances the positive impact of intellectual capital on
organizational performance. This finding aligns with earlier research highlighting the critical
mediating role of innovation culture (Osibanjo et al., 2021). Finally, the moderating role of
gender in the relationship between innovation culture and organizational performance was
found to be significant ( = 0.083, p <0.030). This result implies that gender influences how
innovation culture impacts organizational performance. This result corresponds with
previous research emphasizing the significant role that gender diversity plays in fostering an

innovation culture and enhancing organizational performance (Cooke and Saini, 2020).

Table 4.14: Path coefficients

Path Original | Sample Standard De- T- P-Val-

Sample Mean viation Value ues
(O) (M) (STDEV)

Intellectual Capital -> Innovation 0.643 0.643 0.037 17541 0.000

Culture

Intellectual Capital -> Organisational

Performance 0.254 0.253 0.048 5.304 0.000

Innovation Culture -> Organisational

Performance 0.627 0.629 0.038 16.534 0.000

Intellectual Capital -> Innovation

Culture -> Organisational Perfor- 0.403 0.405 0.029 13.815 0.000

mance

Moderating Gender * Innovation

Culture -> Organisational 0.083 0.080 0.038 2.170 0.030

Performance
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Moreover, Figure 4.4 shows the t-values, p-values and path coefficients empirically
measured between variables in the present investigation. Acceptance or disagreement was

based on the evaluation of the pathway.

2254 0000

Key: Key: HC:Human Capital, RC: Relational Capital, SC: Structural Capital, IC: Innovation Culture and
OP: Organisational Performance

Figure 4.4: Path coefficients

4.7  Hypotheses testing

The structural model was utilised for testing the hypothesis of this research based on
PLS-SEM results. In order to test the hypothesis, values of path coefficients, t-values and p-
values of 0.05 were examined. All hypotheses of the present investigation were accepted on
the basis of these values. This research suggested five hypotheses to examine the connections
between direct and indirect factors.

The following hypothesis are proposed by the present research:
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a) H1: There is a positive effect between intellectual capital and organisational
performance in Abu Dhabi police organization.

According to the findings, the path coefficient between intellectual capital and
organisational performance is 0.254. The t-value of 5.304 was found to be significant
because it was greater than the critical value of 1.96, and the p-value of 0.000 was also
significant and less than the threshold value of 0.05. Thus, there was sufficient empirical
evidence to accept hypothesis H1, and the current research established a significant positive
relationship between intellectual capital and organisational performance.

b) H2: There is a positive effect between intellectual capital and innovation culture in
Abu Dhabi police organization.

The findings revealed that the path coefficient between intellectual capital and
innovation culture is 0.643. The t-value of 17.541 was found to be significant because it was
greater than the critical value of 1.96, and the p-value of 0.000 was also significant and less
than the threshold value of 0.05. Thus, there was sufficient empirical evidence to accept
hypothesis H2, and the current research established a significant positive relationship
between intellectual capital and innovation culture.

c) H3: There is a positive effect between Innovation culture and organizational
performance in Abu Dhabi police organization.

According to the findings, the path coefficient between innovation culture and
organisational performance is 0.627. The t-value of 16.534 was found to be significant
because it was greater than the critical value of 1.96, and the p-value of 0.000 was also
significant and less than the threshold value of 0.05. Thus, there was sufficient empirical
evidence to accept hypothesis H3, and the current research established a significant positive

relationship between Innovation culture and organisational performance.
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d) H4: Innovation culture significantly mediates the relationship between Intellectual
capital and organisational performance in Abu Dhabi police organization. The results
revealed that the path coefficient of innovation culture significantly mediates the relationship
between Intellectual capital and organisational performance in Abu Dhabi police
organization is 0.403. The t-value of 13.815 was found to be significant because it was
greater than the critical value of 1.96, and the p-value of 0.000 was also significant and less
than the threshold value of 0.05. Thus, there was sufficient empirical evidence to accept
hypothesis H4, and the current research established a significant positive relationship of
Innovation culture as a mediator between Intellectual capital and organisational
performance.

e) H5: Gender significantly moderates the relationship between innovation culture and
organisational performance. The findings revealed that the path coefficient of Gender as a
moderator between innovation culture and organisational performance is 0.083. The t-value
of 2.170 was found to be significant because it was greater than the critical value of 1.96,
and the p-value of 0.030 was also significant and less than the threshold value of 0.05. Thus,
there was sufficient empirical evidence to accept hypothesis H5, and the current research
established a significant positive relationship of gender as a moderator between innovation

culture and organisational performance.

4.8  Coefficient of determination (R?)

The coefficient of determination (R?) value is used to describe how much variance
in the dependent variable is caused by the independent variables. The greater the R?values,
the better the structural model's prediction abilities. However, the strength of R?values is

affected by the complexity of the research model and the type of discipline (Hair et al., 2014).
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R?values for endogenous latent variables, for example, are calculated as follows: 0.26
(significant), 0.13 (moderate), and 0.02 (weak) (Cohen, 1988). R? values, on the other hand,
should be equal to or more than 0.10 in order for the variance explained of a certain
endogenous component to be considered acceptable (Falk and Miller, 1992).

The R-square value in a regression analysis indicates the proportion of the variance
in the dependent variable that is predictable from the independent variables. In this study,
the R-square value for organizational performance was 0.664, which can be interpreted as
approximately 66.4% of the variability in organizational performance can be explained by
the model that includes intellectual capital, innovation culture, and the gender moderating
effect. This is considered a substantial effect size according to Cohen's (1988) conventions,
and it signifies that the model has a good fit (Ferguson, 2009). The remaining 33.6% of the
variability in organizational performance may be explained by factors that were not included
in the current model, such as organizational structure, leadership style, external environment,
among others. Nevertheless, the high R-square value suggests that the model's variables —
intellectual capital, innovation culture, and gender — play significant roles in shaping
organizational performance within the Abu Dhabi Police Organization.

The substantial R-square value aligns with prior research showing the considerable
influence of intellectual capital and innovation culture on organizational performance
(Sulaiman et al., 2018). Similarly, studies have underlined the role of gender diversity in
enhancing organizational performance (Joecks et al., 2019). This study's findings suggest
that investments in intellectual capital and fostering an innovation culture, along with
promoting gender diversity, can significantly enhance organizational performance in law

enforcement agencies, thereby adding valuable insights to the existing literature.
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Table 4.15: Coefficient of determination

Variable R Square Result

Organisational performance 0.664 Substantial

According to the findings of the PLS algorithm analysis, as shown in Table 4.15,
intellectual capital, innovation culture, and gender explained 66.4 percent of the variation in
organisational performance. Overall, the results show that all R2 values above the cut-off
value of 0.02. As a result, the model has appropriate predictive ability for organisational

performance.

4.8.1 Effectsize (f?)

The fitness of the suggested research model in this research was assessed using the
value of f2, which explains the effect magnitude. Cohen (1988) defines the value of f* as an
increase in R? proportionate to the amount of variance of the endogenous variable that
remains unexplained. He went on to say that f* values between 0.02-0.14 have a modest
influence, 0.15-0.34 have a moderate effect, and 0.35 and above have a substantial effect.
Model fitness through f2 was assessed for the current investigation, and the values obtained
for each path are shown in Table 4.16.

The analysis of the effect size provides valuable information about the practical
importance of the variables in the model. In the current study, the effect size of innovation
culture on organizational performance was calculated to be 0.678, which indicates a strong
effect according to Cohen's (1988) conventions. This finding suggests that the innovation
culture is a substantial predictor of organizational performance within the Abu Dhabi Police
Organization. This result aligns with existing research emphasizing the significant role of an
innovation-oriented culture in driving organizational performance. Studies have

demonstrated that fostering an innovative culture within an organization can lead to
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improved problem-solving abilities, enhanced adaptability, and increased efficiency, which
in turn can significantly boost organizational performance (Obeidat et al., 2016; Sulaiman
and AlShurad, 2020).

On the other hand, the effect size of intellectual capital on organizational performance
was found to be 0.112, representing a weak effect. Although this might suggest that
intellectual capital has a lesser influence on organizational performance compared to
innovation culture, it does not undermine its importance. Intellectual capital, encompassing
human, relational, and structural components, is a foundational element that feeds into and
shapes an organization's innovative culture (Edvinsson and Malone, 2018; Yaseen et al.,
2019). In summary, these findings underscore the critical role of innovation culture in
improving organizational performance, while also highlighting the significance of
intellectual capital as an underlying factor that supports and nurtures this innovation culture.

Table 4.16: f2 values for each path

Path Effect size Results
Innovation Culture -> Organisational Performance 0678 | Strong effect
Intellectual Capital -> Organisational Performance 0.112 Weak effect

4.9 Mediation effect assessment

Three variables, independent, dependent and mediation variable, are included in
mediation assessment. An estimate of the mediating impact in respect to the independent
variable and the dependent variable is a mediation analytical investigation. If the mediator
adds an important impact indirectly, a mediation effect occurs (soinayes, 2016).

Three measurements must be calculated in meditation analysis: a direct effect on the

evaluation of the path coefficient between an independent and dependent variable; an
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indirect effect on the evaluation through the mediator of the path coefficient between the
independent variable and a dependent variable; and a total effect, a summation of the effects
direct and indirect. Mediation can be either partly or partly, the direct and indirect effect is
partially available, and the indirect effect alone is available.

Different techniques are available for the assessment of the mediating impact; Andre
Tien Hayes (2016), based on the recognised procedure of mediation, is proposing and further
refining one of the widely used approaches. The results indicated in Table 4.17 in the
research of mediation. As is shown in Table 4.17, mediation between intellectual capital and
organisational performance in innovation is considerable in terms of the 1 percent oscillating
between intellectual capital and organisation. The t-va total is 13,815. The mediation impact
of culture of innovation is thus regarded as a mediation between intellectual capital and
organisational performance.

The mediation analysis reveals a partial mediating role of innovation culture in the
relationship between intellectual capital and organizational performance within the Abu
Dhabi Police Organization. The direct effect of intellectual capital on organizational
performance was found to be 0.254, while the total effect was 0.657. The indirect effect,
which represents the influence of intellectual capital on organizational performance
mediated through innovation culture, was calculated as 0.403. With a p-value less than 0.001
and t-statistics of 13.815, this mediating effect was statistically significant. These results
align with previous studies that have emphasized the mediating role of innovation culture in
the relationship between intellectual capital and organizational performance (Garcia-
Morales, Jiménez-Barrionuevo, and Gutiérrez-Gutiérrez, 2012; Khalique, Bontis, Nassir
Shaari, and Hassan Md. Isa, 2015). Specifically, intellectual capital, including human,

relational, and structural components, plays a vital role in building and sustaining an
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innovation culture within organizations (Marr, Gray, and Neely, 2003). In turn, an
innovation-oriented culture can effectively leverage this intellectual capital to drive
improvements in organizational performance (Al-Matari, Al-Swidi, Fadzil, and Al-Matari,
2014).

This indicates that the Abu Dhabi Police Organization could enhance its performance
by not only investing in intellectual capital but also fostering an innovation culture that
effectively utilizes this capital. Moreover, the partial mediation suggests that there are other
mechanisms at play, indicating the complexity of the relationship between intellectual
capital and organizational performance and the need for further exploration.

Table 4.17: Mediation effect assessment of research variables

£ & B |8S|8S
Mediation LI L 2 ST | 2 8 Status
3 8 o EZ| =3
= S S S|« =
a |k |2 |87 =
Intellectual Capital -> 0.254 | 0.657 | 0.403 | 0.000 | 13.815 Accepted
Innovation Culture -> (Partial)
Organisational Performance

Mediation analyses were conducted to evaluate the mediation role of innovation
culture in the connection between intellectual capital and organisational achievement.

It is also important to assess whether the mediation is part-service or part-service.
For the relations that are accepted. With beta values between 0.657, the total effect path
coefficient values are significant. The relationships with beta values between 0.254 are
important for the direct effect values. Fina total, indirect impact is calculated and found
negligible osteoidal with beta values 0.403. The effect is not significant. It is clear that a
considerable amount of indirect effect significantly increases the total effect compared to the
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direct effect. Based upon the findings, the mediation effect is in partisan life, both because
the interval of confidence of the bootstrapped has not exceeded the null value, there is a
mediation effect between the organisational performance and intellectual capital, as shown
in the Table 4.18, by the culture of innovation.

The analysis of the indirect effects of intellectual capital on organizational
performance through the mediation of innovation culture reveals substantial results. The path
a coefficient, representing the effect of intellectual capital (IV) on innovation culture
(Mediator), is 0.643, and the path b coefficient, representing the effect of innovation culture
on organizational performance (DV), is 0.627. The indirect effect, which is the product of
path a and path b coefficients, is 0.403, indicating a strong mediating role of innovation
culture in the relationship between intellectual capital and organizational performance. The
standard error for this indirect effect is 0.029, yielding a t-value of 13.902, indicating that
the indirect effect is statistically significant.

Moreover, the 95% bootstrapped confidence interval for the indirect effect ranges
from 0.346 to 0.460, which does not include zero, further supporting the significance of the
indirect effect. These findings align with previous research suggesting that innovation
culture plays a significant role in translating intellectual capital into improved organizational
performance (Alves, Fernandes, and Raposo, 2007; Bontis, 1998; Inkinen, Kianto, and
Vanhala, 2015). This implies that the Abu Dhabi Police Organization, by fostering an
innovation culture, can more effectively leverage its intellectual capital to enhance
organizational performance. The robustness of this indirect effect underscores the value of
investing not only in building intellectual capital but also in cultivating an innovation culture

that enables the organization to utilize this capital more effectively.
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Table 4.18: Mediator calculator

v--> Mediator -- Standard Bootstrapped Confidence
Mediator >DV deviation Interval
Path a Path b Indirect SE t-value 95% LL 95% UL
Effect
0.643 0.627 0.403 0.029 13.902 | 0.346 0.460

4.10 Assessment of moderator (gender over innovation culture and OP)

The current research additionally suggested that gender moderates the relationship
between innovation culture and organisational performance (H5). The moderating influence
of gender on the link between Innovation Culture and organisational performance was
examined in the current research using a two-stage approach that is utilised to measure
continuous moderating effects in PLS-SEM.

According to Hair et al. (2013), a continuous moderator variable can influence the
strength and direction of a relationship between two variables. A continuous moderator,
according to Hair et al. (2014), can be a broad type of multi-group analysis. Particularly
when a continuous moderator variable is turned into a categorical variable by categorising
the moderator variable into two categories, such as "High" and "Low," based on the
moderator's values. Thus, the “High” and “Low” groups are specified in such a way that a
positive path coefficient may have observations with high moderator variable values, whilst
a negative path coefficient may have data with low moderator variable values. The current
research likewise used a Two-Stage technique in PLS-SEM for the continuous moderator,
which was divided into “High” and “Low” groups. Gender was anticipated to positively
regulate and strengthen the association between Innovation Culture and organisational
performance.
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Figure 4.4 depicts the moderator model and the values of the independent, dependent,
and moderating variables determined using SmartPLS in two stages. Since the value of the
moderating effect was calculated to explain the impact of the moderating variable, the
positive value (0.083) of the moderating effect indicated that gender positively strengthened
the relationship between Innovation Culture and organisational performance, implying that
an increase of one unit standard deviation in gender will strengthen the relationship between

Innovation Culture and organisational performance as shown in Figure 4.5.
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Figure 4.5: Moderating effect of gender

The value of the moderating effect was further tested for significance using the
SmartPLS's bootstrapping tool. The moderating impact is significant at the 0.05 level of

confidence (t-value = 2.239 and p-value = 0.026), according to Table 4.19. Because these
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values demonstrated the significance of gender's moderating influence, H5 of the current
Investigation was accepted.

The results indicate a moderating effect of gender on the relationship between
innovation culture and organizational performance with a path coefficient of 0.083. This
result is statistically significant with a t-value of 2.239 and a p-value of 0.026, which is below
the common threshold of 0.05, indicating that the effect is unlikely to have occurred by
chance.

This finding suggests that gender influences the extent to which innovation culture
impacts organizational performance. Previous research has recognized the role of gender in
moderating organizational outcomes (Sabharwal, 2013; Ellemers, de Gilder, and Haslam,
2004). More specifically, it has been proposed that diversity, including gender diversity, can
contribute to a more robust innovation culture, thus enhancing organizational performance
(Homan, Buengeler, Eckhoff, van Ginkel, and Voelpel, 2015). In the context of the Abu
Dhabi Police Organization, this suggests that achieving a balance in gender representation
could be instrumental in fostering an environment that encourages and supports innovation,

ultimately leading to enhanced organizational performance.

Table 4.19: Significance of moderating effect of gender over innovation culture and
organisational performance

Path Path Coefficient t-value p-value
Moderating Effect 0.083 2.239 0.026

4.11 Measuring two-way interaction term gender over (innovation culture and OP)

The two-way interaction term was computed by inserting the unstandardized path

coefficient values of the independent and moderator values, together with the value
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interaction term (determined in the previous stage), into the Microsoft Excel Worksheet

created by Jeremy Dawson (jeremydawson.co.uk). Since the current research hypothesised

(H5) that gender will positively strengthen the relationship between innovation culture and

organisational performance, the slopes drawn in Figure 4.9 confirmed that, as gender moves

from low to high end, both innovation culture and organisational performance values

increase. This indicates that as the amount of gender increases, so does the link between

innovation culture and organisational performance.

In sum, these results indicated that gender positively moderated the relationship

between innovation culture and organisational performance. Thus, hypothesis H5 of the

present research was accepted.
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Figure 4.6: Two-way interaction
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This chapter included data analysis through empirical findings as well as a discussion

of the current research's premise. SmartPLS software version 3.3.3 was utilised as a tool for
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data analysis in this investigation. The assessment of the measurement model and structural
model was part of the data analysis. The empirical findings are provided in the form of tables
and figures to show the significance of the parameters for both direct and indirect effects of
moderation among the variables mentioned in this research. Finally, hypothesis testing,
mediation, and moderation analysis were covered. Overall, five hypothesized relationships

were tested in this research. The results were found to support all of the hypotheses.

180



CHAPTER S

CONCLUSION AND RECOMMENDATION

5.1 Introduction

This final chapter provides an overview of the research, a conclusion, highlights the
re-search contributions of current literature and practitioners, details the study's limitations,

and recommends a potential path for future research.

5.2 Overview of the research

This research examined the relations between intellectual capital, innovation and or-
ganizational performance, and in doing so, a theoretical model was proposed. A sample of
369 employees of Abu Dhabi police, UAE, was selected. The data provided by the sample
was used in the empirical testing. The research finds that in the context of Abu Dhabi police
and intellectual capital are crucial elements to innovation.

The present research adds to the existent knowledge through its highlights on the pri-
mary role of innovation in stimulating organizational performance and in positively mediat-
ing the relation between intellectual capital and organizational performance. Additionally,
the present research can be regarded as a valuable addition to past researches on the same
domain in the context of UAE. In this regard, the past works were looking at the linkage
between, intellectual capital and innovation and the effect of intellectual capital on organi-
zational performance. Contrariwise, this research presents a combined theoretical framework

that explores the linkage between all variables. In particular, the present research examined
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the role of innovation, gender which enhances the linkage between intellectual capital, and
organizational performance.

As evidenced by the findings, with the presence of intellectual capital, appear to be
powerful, which implies that intellectual capital is the boost of effectiveness of organisa-
tional performance. Intellectual capital also seems to be a prerequisite for innovation. Having
high level of intellectual capital allows innovation to increase the performance of organiza-
tions. These outcomes are in support to past works on the importance of intellectual capital
for innovation, as well as to those that explored the importance of intellectual capital for
innovation (Birasnav et al., 2011; Khalili, 2016; Hussinki et al., 2017; Allameh, 2018) in
promoting innovation and organisational performance.

The results of this research are important management implications that can help or-
ganizations in their effort for innovation and to improve their organizational performance.
Besides, the intellectual capital of organizations must be invested in heavily by knowing the
skills and expertise of their employees, improving the skills and work experiences of organ-
izations and maintaining them, and establishing relations between the organization and ex-
ternal parties. It is also possible to invest in intellectual capital through more attention to
human resource strategies that help in the development of human capital, which attracts the
skilled, experienced and qualified employees and encourages them to contribute signifi-
cantly to the innovation of the organization. Providing of leadership materials to support
human capital in the organization is the basis for the development of innovation, the devel-
opment and implementation of new ideas, as well as the adoption of methods that help hu-
man capital in the organization and have comprehensive programs for the development of
human capital talent through the provision of full training and education, in order to develop

knowledge and professional skills of employees. Among these methods, training programs
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are an important tool for developing staff skills. Confirming the exchanges between the or-
ganization’s staff and strengthening communication between the organization and its exter-
nal partners can provide many opportunities for knowledge acquisition, participation and

greater innovation as well as the performance of the organisation.

5.3 Summary of the findings

This research was conducted with the view of meeting the research objectives. Thus,
the summary of the findings will focus on the four objectives of the research:

1. To examine the relationship between the intellectual capital factors (human
capital, relational capital, and structural capital) and organizational performance in Abu
Dhabi Police Organisation.

To address research question 1, this research purposely aimed to discuss the effect of
relationship between intellectual capital, innovation culture, and organizational perfor-
mance. Referring to conceptual framework, this research formulating hypotheses 1-2 to ad-
dress this research question.

For H1, findings have indicated that intellectual capital has a positive influence on
organizational performance. The findings showed that path coefficient between Intellectual
capital and organizational performance is 0.254. This result indicates that for every one-unit
increase in intellectual capital, the positive effect contributes to a 25.4% increase in organi-
zational performance. This result implies that intellectual capital has a substantial influence
on organizational performance, which means that the more increase in intellectual capital,
the more improvement in organizational performance. Furthermore, the t-value of 5.304 was
found significant as it is greater than the critical value of 1.96 and the p-value of 0.000 was
also significant and less than the threshold value of 0.05. Thus, there was empirical evidence

sufficient to accept hypothesis H1 and the present research established a significant positive
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relationship between Intellectual capital and organizational performance. These findings are
in accord with other studies that show how the role of intellectual capital improve organiza-
tional performance (for example, Zerenler et al., 2008; Allameh et al., 2018). As mentioned,
intellectual capital denotes the total intangible assets dubbed as knowledge assets. Mean-
while, innovation is core to the generation of products and services which offer customers
added value. For this reason, the application of the organization’s intellectual capital is
turned into a leverage and requirement for innovation, Zerenler et al. (2008) pointed that, an
organization with high amount of intellectual capital would have more distinctive compe-
tence, and this situation is favoured as well. High level of distinctive competence can also
improve innovation performance. Moreover, an organization’s distinctive competence is
deemed as the outcome of the organization’s intellectual capital. As such, having more in-
tellectual capital would increase innovation performance. In other words, when a company
has more intellectual capital, its innovative competence would increase, and this would
translate into new product development performance (Zerenler et al., 2008). Furthermore,
organizations should continuously invest in achieving an innovative and well-educated
workforce (Kara et al., 2018).

2. To measure the relationship between intellectual capital factors towards in-
novation culture in Abu Dhabi police organisation.

For H2, findings have indicated thar intellectual capital has a positive influence on
innovation culture. The findings showed that path coefficient between Intellectual capital
and innovation culture is 0.643. This result indicates that for every one-unit increase in in-
tellectual capital, the positive effect contributes to a 64.3% increase in innovation cul-ture.

This result implies that intellectual capital has a substantial influence on innovation culture,
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which means that the more increase in intellectual capital, the more improvement in innova-
tion culture. Moreover, the t-value of 17.541 was found significant as it is great-er than the
critical value of 1.96 and the p-value of 0.000 was also significant and less than the threshold
value of 0.05. Thus, there was empirical evidence sufficient to accept hypothesis H2 and the
present research established a significant positive relationship be-tween Intellectual capital
and innovation culture. From the outcomes, intellectual capital has positive impact on per-
formance, and this finding is in line with past findings (for ex-ample, Hussinki et al., 2017;
Cisneros and Hernandez-Perlines, 2018; Smriti and Das, 2018). For this reason, intellectual
capital entails resources and competencies that are val-ued, rare, unsuccessfully imitable,
and non-substitutable, and this presents a durable com-petitive advantage and superior per-
formance to the organization (Kamukama and Sulait, 2017). The internal resource base of
an organisation, especially its intellectual capital, is a determinant of competitive perfor-
mance in organizations of medium and small size. Most significantly, competitive advantage
IS attained by organizations that could mobilize their intellectual assets in the shape of
knowledge, technological skills, experience as well as strategic competencies (Kamukama
and Sulait, 2017).

For H3, findings have indicated that innovation culture has a positive influence on
organization performance. The findings showed that path coefficient between Intellectual
capital and innovation culture is 0.627. This result indicates that for every one-unit in-crease
in innovation culture, the positive effect contributes to a 62.7% increase in organi-zational
performance. This result implies that innovation culture has a substantial influ-ence on or-
ganizational performance, which means that the more increase in innovation culture, the
more improvement in organizational performance. Furthermore, the t-value of 16.534 was

found significant as it is greater than the critical value of 1.96 and the p-value of 0.000 was
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also significant and less than the threshold value of 0.05. Thus, there was empirical evidence
sufficient to accept hypothesis H3 and the present research established a significant positive
relationship between Innovation culture and organizational performance. These results sim-
ilar to previous researches as Martnez et al., (2016), on their research pointed out that Inno-
vation culture has a significant influence on an organization's performance, competitiveness,
and growth, as well as the desired effect of innovation on customer satisfaction, employee
productivity, service quality, market value, and firm share, as well as customer retention. In
addition, innovation culture has the ability to produce economic value for the company,
boosting revenues and enhancing and improving performance. In addition, a creative and
innovation culture should be fostered for an organisation to be innovative (Horibe, 2016).
Culture is one of the most important factors affecting creativity (Horibe, 2016). It is one of
the key components of the operation of an organisation (Schein, 2015). Special activities
such as strategy orientation, individual selection and deployment, recognising the multifunc-
tional teams and awards can assist culture in promoting creative conduct (Hogan and Coote,
2014). In view of its essential significance in creating new ideas, organisational culture is
the key to innovation management (Zaabi et al., 2017). An organisation which incorporates
innovation into its culture is therefore likely to fulfil its objectives (Naranjo-Valencia et al.
2016).
3. To analyse the mediator effect of innovation culture on the relationship be-
tween Intellectual capital factors and organizational performance.
To address research question 3, this research purposely aimed to discuss the effect of
innovation culture as mediator effect on the relationship between intellectual capital and
organizational performance. Referring to conceptual framework, this research formulating

hypothesis 4 to address this research question.
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The H4 sought to observe the mediating role of innovation culture in the relationship
between intellectual capital and organizational performance. The indirect effect presented as
part of the model results indicated that innovation culture significantly mediates the relation-
ship between intellectual capital and organisational performance. According to the H1, the
path coefficient showed the absence of innovation culture has a significant effect of only
25.4% on the improvement of organization performance. With the existence of innovation
culture, these result show an improvement of the path coefficient (0.403) in the relationship
between intellectual capital and organizational performance. This result implies that 40.3%
of organizational performance will increase if the police department includes innovation cul-
ture. Furtgermore, the t-value of 13.815 was found significant as it is greater than the critical
value of 1.96 and the p-value of 0.000 was also significant and less than the threshold value
of 0.05. Thus, there was empirical evidence sufficient to accept hypothesis H4 and the pre-
sent research established a significant positive relationship of Innovation culture as a medi-
ator between Intellectual capital and organisational performance.

This study asserts that fostering innovation, particularly in cultivating intellectual
capital, is critical for police departments to achieve peak performance. In a rapidly evolving
and demanding work environment, innovation is crucial to characterizing and enhancing
organizational processes, ultimately improving performance and productivity. Performance
enhancement and productivity growth can be achieved by applying fresh ideas and novel
discoveries to the development of management strategies, operational processes, work meth-
odologies, and technologies (Chahal and Bakshi, 2015). Therefore, innovation is a vital in-
strument in adapting to a swiftly changing work context (Aboramadan et al., 2019). It plays
a pivotal role in improving organizational performance and sustaining a competitive edge

(Bari and Fanchen, 2017). Echoing these sentiments, Ghasemzadeh et al. (2019) assert that
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innovation is among the most effective strategies and a crucial factor in determining an or-
ganization's longevity. In essence, it is vital for organizations to foster a culture of innovation
and continuously develop their intellectual capital to maintain their competitive advantage
and ensure their sustained success.

Previous research showed that innovation culture is one of the key elements of an
organisation that has strong impacts on organisational outcomes and can be seen as a pro-
pensity of an organisation to apply new ideas, inventions and findings that lead to the devel-
opment of new products or services, a management strategy, procedures, working methods
and technology (Chahal and Bakshi, 2015).

Intellectual capital is one of the strategies for improving innovation. In the meantime,
companies can collect information about their customers and learn to develop and improve
continuously (Eng 2011; Chiarini, 2013; Gunawan and Karimah, 2017). Research has shown
that successful intellectual capital implementation depends on an adequate culture (Antony
and Banuelas, 2002; Kwak and Anbari, 2004; Cheng, 2007). The use of intellectual capital
hence increases innovation and supports such a culture based on continuous innovation
(Byrne et al., 2007). Knapp (2015) stressed the importance of culture for the organization's
application of intellectual capital since group culture affects its effective implementation of
a quality initiative and organisational performance (Hult, 2004).

4. To examine the moderator effects of gender on the relationship between in-
nova-tion culture and organizational performance.

To address research question 3, this research purposely aimed to discuss the effect of
gender as moderator effect on the relationship between innovation culture and organizational
performance. Referring to conceptual framework, this research formulating hypothesis 5 to

address this research question.
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The H5 sought to observe the moderating role of gender on the relationship between
innovation culture and organizational performance. The result indicates that gender
significantly moderate the relationship between innovation culture and organizational
performance. The findings showed that the path coefficient of gender as a moderator
between innovation culture and organizational performance is 0.083. This result implies that
gender assists police department improve organizational performance at 8.3%. Furtermore,
the t-value of 2.170 Significant was determined as it is above the crucial value of 1.96 and
the p value of 0.030 as well as the threshold value of 0.05 was significant. There were
therefore sufficient empirical data to accept H5 and a substantial positive gender association
was established as a moderator between innovation culture and organisational performance
in the present research. The research demonstrates that the ways in which gender is
performed inside the police force could build and reinforce the gender binary, instead of
dismantling or making the binary more relevant (Kelan, 2010).

According to Naciti (2019), female board members pay more attention to stakeholder
interests and play an important role in driving sustainability initiatives and strategies. Post
et al. (2015) argue that companies with a higher proportion of female directors on their
boards have better environmental performance. Furthermore, Jizi (2017) concludes that
women's participation on corporate boards is positively related to the implementation of
sustainability-related policies and strategies. Therefore, women in police professions in the
UAE, or at least those participating in the Abu Dhabi research, are more likely to explain
how women police officers are involved without blaming the women themselves and their
individual characteristics and abilities. More women leaders (QED) can accelerate their

departure from “macho-political” norms. In addition, many male police officers provide
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organizations with statements on the inclusion of women and identify strategies to reproduce
traditional gender roles in the police force as a role of justice and the progress of the country.

Based on the discussion mentioned above, it can be suggested that Intellectual Capital
are an important concept for organisational performance, which can considerably influence
working environment and improve the Innovativeness and productivity of employees in the

UAE police sector.
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Figure 5.1: Final model for intellectual capital for UAE police organizations

5.4 Contributions of the research

The results of the current research have provided several contributions for practi-
tioners and academicians. These implications also act as a recommendation to modelling
intellectual capital (human, structural and related capital) for organisational performance

through innovation culture within Abu Dhabi Police Organization. The contributions of this
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research can be divided into three as-pects: theoretical contributions, practical contributionst,

and research methodology.

5.4.1 Theoretical contribution

This research offers a theoretical model for studying Modelling intellectual capital
(human, structural and related capital) for organisational performance through innovation
culture within Abu Dhabi Police Organization by reviewing the literature and ex-amining
the features and history of security institutions. An empirical investigation was undertaken
to validate the link between these parameters and to give Abu Dhabi Police UAE some prac-
tical knowledge and ideas for improving organisational performance within Abu Dhabi Po-
lice Organization. Empirical support was given to the theoretical link posed in the theoretical
framework.

The research shows how intellectual capital (human, structural and related capital)
for organisational performance through innovation culture within Abu Dhabi Police Organ-
ization, which-is linked to an increase in knowledge level. The flow of in-formation from
components of intellectual capital toward organisational performance is facilitat-ed through
innovation culture. In contrast to other models that examined the relationship between intel-
lectual capital and organisational performance, the result of this study shows that innovation
culture has a causal role. The prior theories of intellectual capital standards and human cap-
ital assumed that intellectual capital had a direct impact on employee creativity as a result of
management's increased attention to investments in human skills and capabilities, in addition
to enhancing the Organization's infrastructural capability. The generation of knowledge
through intellectual capital has a dissemination impact on innovation culture inside the com-

pany, enhancing organisational performance.

191



This research extends the intellectual capital (IC) theory by shedding light on how
IC, comprised of human capital, relational capital, and structural capital, influences organi-
zational performance. This study confirms that IC is a vital contributor to organizational
performance in the police sector, which enriches our understanding of the role of IC beyond
the traditionally studied business and education sectors (Stahle, Stahle, and Aho, 2011; Hsu
and Sabherwal, 2012). The research enhances the Resource-Based View (RBV) and the
Knowledge-Based View (KBV) theories by considering innovation culture as a mediator. It
provides empirical evidence showing that innovation culture can act as a mechanism through
which IC resources translate into improved organizational performance, thereby augmenting
these theories within the context of public sector organisations (Barney, Ketchen, and
Wright, 2011; Grant, 1996).

The study also contributes to the evolving field of gender studies by examining gen-
der as a moderating factor between innovation culture and organizational performance. This
exploration advances our understanding of the differential impacts that gender can have on
organizational outcomes (Eagly and Karau, 2002; Post and Byron, 2015). Lastly, the study
utilizes the Intellectual Capital Standard theory to understand the role of IC in the Abu Dhabi
police force. By doing so, it adds depth to this theory within a public service organization
and a non-western context, offering fresh insights into how IC influences organizational per-
formance across different organizational types and cultural settings (Kianto, Ritala, Spender,

and Vanhala, 2014).

5.4.2 Contribution for research methodology

In terms of robustness of the research methodology, the present research combined
various past measurement studies in measuring the variables of intellectual capital (human,

structural and related capital) for organisational performance through innovation culture
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within Abu Dhabi Police Organization. Also, this research reported a rigor-ous analysis of
the instrument validation. As discussed in Chapter 3 and Chapter 4, intellectual capital, in-
novation culture, and organisational performance were among the regularly investigated
constructs in the management literature. Undeniably, there is a growing number of research
on intellectual capital. Most of the previous intellectual capital studies had limitedly relied
on traditional testing procedures like Cronbach’s alpha coefficient and factor analysis.

This research also contributes to the literature by employing a Smart PLS-SEM tech-
nique to investigate the structural modelling intellectual capital (human, structural and re-
lated capital) for organisational performance through innovation culture within Abu Dhabi
Police Organization. Even though Smart PLS-SEM has become the preeminent statistical
analysis in many social science studies such as marketing and psychological research studies
(Hair et al., 2016; Shmueli et al., 2016), this is not a case in management research studies.
The present re-search extends the scope of Smart PLS-SEM technique usage.

In addition, the Smart PLS-SEM technique requires an appropriate sample size. This
research was based on relatively small sample size but has succeeded in gaining meaningful
results using parcel technique with Smart PLS-SEM. Therefore, based on the work done in
this research, future research could incorporate this method to increase the confidence of
researchers in using parcels technigue in Smart PLS-SEM studies, especial-ly in studies with
small sample size. A more general implication for management re-searchers concerns the
investigation of the highly correlated event. Multiple regression analyses as used by many
of the past studies are inadequate when the independent varia-bles are highly correlated and

may lead to erroneous conclusions.
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5.4.3 Practical contribution

This research offers a multifaceted model that enriches the understanding of
innovation culture, gender, and the three primary aspects of intellectual capital: human,
structural, and relational capital. First, it supplies numerous sub-elements to help identify,
capture, and assess different types of knowledge resources individually to optimize
organizational performance. Many managers tend to overlook intellectual capital, favoring
financial analyses that may not accurately reflect the benefits of intangible resources.
Through detailed understanding and evaluation of different types of intellectual capital,
leaders can make better decisions to drive organizational success.

Secondly, this study underscores the significance of the dimensions of intellectual
capital in devising managerial strategies and in allocating resources effectively. Companies
are often faced with limited resources, thus necessitating managers to make strategic
investments in specific components of intellectual capital to enhance performance.
Moreover, the research emphasizes the role of intangible assets as key drivers of
organizational performance. It provides insights on how different types of intellectual capital
could be leveraged or integrated for optimal results. By doing so, it presents managers with
a comprehensive view of intellectual capital, aiding in the identification of inefficiencies and
in the development of robust frameworks for measuring and managing intellectual capital.

Furthermore, this research provides a novel perspective for practitioners and
organizations to understand and manage intellectual capital. It provides guidance on
potential control mechanisms, particularly within police forces, that can support the
management of strategic resources. Lastly, this research underscores the need for managers
to understand the driving factors within their organizations and the causal relationships

crucial to value creation. It underscores the significant addition of innovation culture and
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gender to the intellectual capital framework, highlighting their role as drivers and enablers
for intellectual capital growth and organizational performance. This recognition will guide
managers in effectively utilizing these elements to foster a culture of innovation and improve
organizational outcomes.

In short, the correlation between intellectual capital and corporate performance may
be a guide to businesses and may lead to a competitive advantage by implementing an

intellectual capital development level suitable performance assessment system.

The following recommendations are therefore provided, in line with the conclusions
of the current research, to practitioners, companies and academics. Practitioners and
organisations, in order to obtain the maximum benefits from their own intangible resources,
should pick appropriate management strategies and approaches which are consistent with
the amounts of intellectual capital in a particular company. This research can provide
guidance on the sort of organisational aspects and features such as culture of innovation and
gender, which can play a major role in maximising the value of intellectual capital and
ultimately improve organisation's performance.

In practice, the current study has the potential to significantly improve organisational
performance within Abu Dhabi Police Organization. This study serves as an assistance in
raising organisational performance through the development of intellectual capital iwithin
Abu Dhabi Police Organization. This helps the Abu Dhabi Police Organization to achieve
better performance, specifically in society service and criminal mitigation. This study sug-
gests some recommendations that would raise the level of organisational performance in the

UAE Police Organizations.
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5.5 Limitations of the research

It is worth mentioning that there are several limitations to this research. Firstly, this
research only explored one sector in the UAE namely the police sector. For this rea-son, it
may not be judicious to generalize its outcomes to all other sectors in the UAE. As such,
other sectors (e.g., construction, telecommunication, pharmaceutical, education) should be
indi-vidually explored as well. In terms of respondents, it is possible that they have exag-
gerat-ed the positive aspect of IC and innovation culture in their respective workplace (i.e.,
Abu Dhabi Police Organization). In addition, this research finds some re-spondents who
were reluctant to respond to items relating to their police. Somehow, this problem was pro-
fessionally addressed, fol-lowing the guideline from Sekaran and Bougie (2013).

Another limitation to this research is that it was confined to employees in police only.
Hence, the outcomes cannot be generalized to the entire police sector. As a solution, this
research recommends the examination of the same constructs in police all over UAE allow-
ing the entire population to be more effectively pre-sented.

The design of sampling employed in this research is also a limitation. In particular,
this research employed the random sampling. The issue with this type of sampling is that it
has the lowest level of reliability in terms of generalized ability. Hence, to obtain more useful
and generalizable findings, future studies should consider employing better sam-pling de-
signs such as stratified random sampling.

In terms of methodology, this research relied on questionnaires that were distribut-
ed independently to all employees. | hoped to avoid a common source and common meth-
od bias by doing so. The strength of this method lies in its ability to demonstrate that one

model corresponds better with the data than another.
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Finally, the quantitative technique used in the survey questionnaire was incapable of
revealing how respondents responded when answering the questionnaire, regardless of
whether the respondents were impacted by the surroundings. It was also unable of deter-
mining whether the person properly com-prehended the questions. Moreover, the pandem-
ic COVID-19 occurrence delays the re-sponse since obstacles appear such as lockdown

which put the researcher in a very tough position to distribute and collect the data back.

5.6 Research recommendations and future researchs

Police Organization should place a greater emphasis on internal social capital in or-
der to create an ideal atmosphere for individual innovation, which would ultimately increase
the departments" level of creativity and performance.

Managers are advised to properly assist workers with various task responsibilities in
the innovation culture within Abu Dhabi Police Organization, taking into account the poten-
tial value and cost of innovation culture.

Police forces should foster both official and informal groups inside their organiza-
tions to allow staff to build stronger social bonds. Instead of just encouraging employees to
share more information, the quality of innovation culture should be prioritized to boost em-
ployee innovation.

Diversity adds to a creative thinking environment. It is beneficial for police agencies
to have people from various disciplines, educational levels, and backgrounds. Employees
having too much in common in terms of education and experience are prone to coming up
with ideas that sound the same after a time.

There are various flaws in this study that need to be investigated further. First, this
study focuses on the Abu Dhabi Police Organization, but future research might look at the

link between intellectual capital (human, structural and related capital) for organisational
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performance through innovation culture in other industries or countries. Second, this study
collects data from Abu Dhabi police officers using a questionnaire, although the information
gathered using this instrument may be very subjective. Objective indicators may be used in
future research to retest the given hypotheses. Finally, the study hypotheses are evaluated
via a questionnaire survey that solely collects horizontal data. Longitudinal research might
be conducted in the future to determine the disparities in the Police Department's intellectual
capital. Fourth, future research might look at additional mediators of the link between intel-
lectual capital and organisational performance as knowledge sharing and employee creativ-
ity to learn more about how intellectual capital influences organisational performance.

Future studies can indeed build on this research by employing a qualitative approach.
A particularly valuable method could be to conduct observational studies focusing on police
officers' interactions with customers or the public. This could offer profound insights into
how their training, intellectual capital and innovation culture manifest in real-life scenarios.
For instance, future researchers could study how different types of knowledge or innovative
approaches are applied by police officers when engaging with diverse individuals or com-
plex situations. This could help to understand more about the tangible impacts of the con-
cepts studied here, and how they influence the outcomes of these interactions.

Qualitative research could also delve deeper into the perspectives of police officers
themselves, through interviews or focus groups, to gain a richer understanding of the barriers
and facilitators they perceive in applying their knowledge and innovative approaches in their
work. This kind of first-hand insight could be highly valuable in further refining interven-
tions and strategies to enhance organizational performance in the police service. These sug-
gestions for future research should be considered in light of the limitations of the current

study, and the specific context and needs of the police service in the UAE and beyond.
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5.7 Conclusion of the research

There is a scarcity of studies that explore the role of innovation culture as a mediator
in the relationship between intellectual capital and organisational performance. Police
departments are in alarming need of appropriate and updated practises for intellectual capital,
which in turn helps in delivering the most relevant intellectual capital, thus enhancing
organisational performance. The sector of police organisations, like in the UAE, can play a
critical role in economic and social growth. This research proposes to bridge the identified
intellectual capital gaps and make various theoretical and practical additions to the current
body of literature. Thus, to achieve remarkable organisational performance, an empirical
investigation of the intellectual capital, innovation culture, gender and organisational
performance in the Police Department in the UAE is required. Similarly, which will
positively impact the organization's overall development.

The research found intellectual capital has a substantial influence on organisational
performance and innovation culture. Moreover, innovation culture has a substantial
influence on organisational performance. This research also found the mediating role of
innovation culture in the relationship between intellectual capital and organisational
performance. These results show an improvement in the relationship between intellectual
capital and organisational performance with the existence of an innovation culture.
Furthermore, the research indicates that gender significantly moderates the relationship
between innovation culture and organisational performance. The findings showed that the
path coefficient of gender is a moderator between innovation culture and organisational
performance. This result implies that gender assists police departments in improving
organisational performance. Lastly, the research has shown the appropriate model (figure

5.1) that can be used in the police department in the UAE.
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In summarizing the findings of the present research, it is evident that the study has
provided important insights into the impact of intellectual capital and innovation culture on
organizational performance within the police sector in the UAE. The considerable influence
of innovation culture as a mediating factor, as demonstrated in the results, is a testament to
the importance of fostering an environment that promotes and encourages innovative
thinking and practices. The moderating role of gender, albeit modest, offers a compelling
direction for future research. It suggests that gender dynamics within the police force could
have implications on the way intellectual capital is harnessed and innovation culture is
promoted to boost performance.

However, it's also important to consider these findings in light of the study's limitations
and the complexities of real-world settings. For instance, while statistical analysis provided
clear evidence of certain relationships, understanding the nuanced dynamics and
mechanisms at play within actual police settings may demand a further qualitative
investigation. A significant contribution of the study lies in its potential to inform policy-
making and strategic planning within the police sector. By demonstrating the significance of
intellectual capital and innovation culture in enhancing organizational performance, the
findings provide a compelling rationale for initiatives aimed at nurturing these elements.

Nevertheless, it's crucial to consider the context-specific nature of these findings.
While they hold substantial relevance for the UAE's police force, caution should be exercised
when attempting to generalize these insights to other cultural or institutional contexts. While
the study underscored the importance of intellectual capital and innovation culture, it is
imperative to remember that these are not the only factors that influence organizational
performance. Therefore, future research should aim to explore other potential influencing

factors, as well as the interplay between these elements, to provide a more comprehensive
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understanding of what drives organizational performance in the police sector. The present
study offers valuable insights and sets the stage for further investigations into the role of
intellectual capital, innovation culture, and gender within the police service, ultimately
aiming to improve organizational performance within this crucial public sector.

Practically, this research contributed to the management of the police department in
the UAE. For example, the decision maker may prefer to invest in a certain intellectual
capital component because departments are currently confronting scarce resources. To
improve performance, managers do everything they can to choose and invest in the best part
of intellectual capital.

Theoretically, this research proposes a conceptual model to synthesise literature on
intellectual capital across a variety of related areas of the research. A complex and
comprehensive conceptualization of intellectual capital, including four subdimensions as
well as supplementing two antecedent constructs (innovation culture and gender), offers a
more systematic approach to incorporate several knowledge-based drivers towards
performance, which have been addressed individually. Based on the model, it seems like
most of the previous studies have focused on certain aspects of intellectual capital, like
human capital and structural capital, while social capital and relational capital have been

ignored.
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APPENDIX C

Questionnaire in English

; The Modelling Intellactual Capital for Organizational Performance
_" UTEM Through Innovation Culture Within Abu Dhabi Police m UAE: The
e el i fee iy Fole of Gender azModerator.

RISV HESTT TR AEAL MLAL AV Rl ML AHA

INTRODUCTION: This survey forms intends to uncover the the Modselling Intellectual Capital
for Orgamizational Parformance Through Innovation Cultura Within Abu
Dthabi Police m UAE: The Eole of Gender as Moderator. The ressarcher
belisved that the outcoms of the study will be of iImmense benefit o
improve the performance 1n the Abu Dhabi Police m UAE as a whaolse. Your

INSTRUCTION: Thiz guestionnaire consists of (4) main secton. Pleasa read the questions
carsfully befors answerning them, Where appropriate. tick in the box or
complete answer 11 the space provided. This survev nead to be fillad up
managerial leval; Which has a dirset exposura to the Intellectnal Capital.
The survey takes only 13 mimates to be completed and vour participation

Inquiry: If vou have any guestion or concerns about answarmp thiz
guestionmairz, pleaze do not hesitate to contact:

Ahmad Hmoud Sased Jaafar Alders; ietudent). ~ 77 - R = J._EEJ]IJ.{I]ZII.’EI‘.‘IE‘[JIE]].IP.
Universit Tekmikal DMalayvsia Melaka (UTelI). Tel:00%71-

SO STTWAT A mnmile wlbE ] 0T rbrr Aoy b e s
Dr. Muruhizwa binti Abdul Rashid (supervizor).  Faculty of Technelogy Management & Technoprensurship.

Universiti Tekmikal Malaysia helaka (UTehl). hlelaka

Tal: +606-2703049 - a-mail: puralizwa@utem. sdu my

STATEMENT OF CONFIDENTIALITY
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| SECTION 1: GEXERAL INFORMATION

This section zesks geperal information about yourself and your organization. where the appropriate, please tick () the

answers n the box provided.

1-  What is your gender in Police?

hiala |:|ana]e
2- 1.1.']1]:21: :is]‘.'um' Currert position in Folice? . )
mployes I:l Supervizor
Manager I:l DirectorHead Senior MManag
Chief Officer I:I
3-  What is vour educational level in Police?
Diploma I:I Bachelor Degree
hiaster Degree |:| Daoctor of Philosophy
4-  What is your overzll experience in working m Pelice?
1 to 5 years I:I 11 to 15 years
§ told years |:| More than 146 years

eT

00 O

0o 0o

SECTION 2: INTELLECTUAL CAPITAL

This section lists questions on existences of the intellectual capital of your organization. please respond to
following questions by tick (/) on of the numbers from (1) = very low existence to (5) = very high existence in

the boxes provided.

Please select level of human capital in your organization: H'.gh . Lo
existence existence
The employees in my organization have excellent professional skills 5 4 3 2 1
Our organization has a low employee turnover rate 5 4 3 2 1
The employees in my organization often take initiatives to discuss work matters
. ! 5 4 3 2 1
with their colleagues and leaders
Leaders can properly arrange their employees work and allocate resources 5 4 3 2 1
We have knowledgeable employees 5 4 3 2 1
We have creative employees 5 4 3 2 1
Please select level of Relational Capital in your organization: H'.gh _ Low
existence existence
We have a close relationship with our customers 5 4 3 2 1
We have a close relationship with our suppliers 5 4 3 2 1
We have a close relationship with our partners 5 4 3 2 1
The Our organization effectively cooperates with experts or consultancies 5 4 3 2 1
Our organization has strong strategic alliances 5 4 3 2 1
Please select level of Structural Capital in your organization: H'.gh . Low
existence existence
The overall operations procedure of our organization is efficient. 5 4 3 2 1
Our organization responds to changes very quickly. 5 4 3 2 1
Our organization has an easily accessible information system. 5 4 3 2 1
Systems and procedures of our organization support innovation. 5 4 3 2 1
Our organization’s culture and atmosphere are flexible and comfortable. 5 4 3 2 1
There_ is_ a supportive environment among different departments in our 5 4 3 5 1
organization.
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[ SECTION 3: INNOVATION CULTURE |

This section lists questions on existences of the Innovation Culture of your organization. please respond to
following questions by tick (/) on of the numbers from (1) = very low existence to (5) = very high existence in
the box provided.

High Low

Please select level of Organisational Performance in your organization: ; .
existence existence

We actively search for new ideas and investigations at all stages of

; 5 4 |13 (2 |1
service development.

We view uncertainty as opportunity and not as a risk. 5 4 3 2 1

This section uses out creativity to its benefits, that is, it uses it in a good 5 4 3 2 1
way.

We are given the time/opportunity to develop our creative potential
services and improve the quality of current services.

We are prepared to do things differently if given the chance to do so 5 4 3 2 1

Our senior managers are able to effectively cascade the innovation
message throughout the organisations.

We have an innovation vision that is aligned with projects, platforms or
initiatives.

I ——e

I SECTION 4: ORGANISATIONAL PERFORMANCE

This section lists questions on existences of the service performance of your organization. please respond to
following questions by tick (/) on of the numbers from (1) = very low existence to (5) = very high existence in
the box provided.

Please select level of Organisational Performance in your organization: H'.gh _ Low
existence existence
Our organization performs the service right the first time. 5 4 |3 |2 1
Our organization provides its service at the time it promises to do so. 5 4 3 2 1
Our organization insists on error free records. 5 4 3 2 1
There is good teamwork in our section 5 4 3 2 1
Most of our section’s clients are satisfied 5 4 3 2 1
Employees in our organization are never too busy to respond to requests | 5 4 13 |2 1
When a problem, our organization shows a sincere interest in solving it. | 5 4 3 2 1

Thank you for your time and kind participation!
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