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Abstract 
This research examines the way Transformational Leadership (TL) acts as a 
middle point between Green Process Innovation (GPI), Communication Ef-
fectiveness (CE), Management Commitment (MC) and Organizational Perfor-
mance (OP) in the context of the UAE public sector. There has been consider-
able focus on the benefits that transformational leadership (TL) brings to or-
ganizations. However, in government institutions, the mediating role of trans-
formational leadership (TL) in translating strategic and environmental initia-
tives into tangible outcomes has not been thoroughly investigated. Using ques-
tionnaires in a cross-sectional study format, surveys were sent out to 390 staff 
members of the UAE Ministry of Interior (MOI). Structural Equation Model-
ing (SEM) through SmartPLS was used to examine direct and indirect interac-
tions among the variables. It confirms that TL plays a major role in changing 
the effects of GPI, CE and MC into actual performance improvement. Practi-
cally, the findings would indicate that the reform agenda in the public sector 
must focus on the development of leadership programmes that would enhance 
transformational competencies, especially in harmonizing the sustainability 
agenda, internal communication strategies, and management dedication with 
the performance agenda. 
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1. Introduction 

Public sector institutions in the United Arab Emirates (UAE) play a strategic role 
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as the country’s governance continues to change. The Ministry of Interior (MOI) 
which takes care of crucial duties such as public safety, law enforcement and na-
tional security, is central to the strength of the government. The UAE has worked 
on many reforms based on Vision 2021 and Vision 2030 to improve how trans-
parent the government is, how citizens feel and its environmental sustainability 
(Wang et al., 2022). Since there are so many changes and challenges, figuring out 
what leads to good OP in public organizations supports quality service and smooth 
operations. 

Within all the factors that affect OP, leadership has made a strong mark, espe-
cially when it comes to transformational leadership (TL), because it encourages 
new ideas, motivates people to work harder and helps the organization achieve its 
aims in line with national goals (Abid et al., 2023). Because of their ability to in-
spire, play a role model, push for creativity and consider individuals, transforma-
tional leaders have effectively managed change and driven results in multiple sec-
tors. Although more research needs to be done, it is clear that TL affects the influ-
ence of critical organizational aspects like Green Process Innovation (GPI), Com-
munication Effectiveness (CE) and Management Commitment (MC) in govern-
ment ministries across the Gulf region (Abrokwah-Larbi, 2024). 

Much research has documented how TL directly fits with performance, but 
fewer have explored whether it plays a part in changing environmental actions, 
strong communication and manager’s effort into actual successful outcomes for 
the organization (Turban et al., 2022; Sun & Sun, 2021). Such a gap is present in 
the UAE public sector because the role of leadership in driving sustainability-re-
lated innovation has not yet been clearly studied through research. Many existing 
pieces of work study these concepts separately or in fragments, not considering 
how they might work better together through leadership behavior (Teguh & Wi-
jaya, 2020; Tashakkori et al., 2020). 

Therefore, this study explores the effects of transformational leadership in me-
diating how GPI, CE, MC and organizational performance are related in the UAE 
Ministry of Interior. The research questions that direct this inquiry are as follows: 

1) To what extent does TL mediate the relationship between Green Process In-
novation and Organizational Performance? 

2) Does Communication Effectiveness influence Organizational Performance 
through TL? 

3) How does Management Commitment relate to OP, and what role does TL 
play in this pathway? 

Based on the Resource-Based View (RBV) and transformational leadership, the 
research presents a model that pairs internal resources with leadership actions to 
explain how company outcomes develop (Tarigan et al., 2021; Sürücü et al., 2022). 
SmartPLS software’s Structural Equation Modeling (SEM) was used to analyze 
data from 390 respondents in the MOI, providing solid empirical insights. 

The next section discusses the literature and theoretical background, Section 3 
sets up the conceptual framework and explains ideas tested in the study, Section 
4 describes the methodology used, Section 5 offers the findings of the data analy-
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sis, Section 6 describes the core results, Section 7 goes over the theoretical contri-
butions, Section 8 discusses the policy implications and lastly, Section 9 summa-
rizes the paper and determines future research paths. 

2. Literature Review 
2.1. Transformational Leadership 

Transformational leadership (TL) is now commonly recognized in organizational 
research for its ability to boost motivation, commitment and outcomes at work in 
multiple sectors. TL was first described by Burns (1978) and expanded upon by 
Bass (1985) and consists of four main areas: Idealized Influence (making others 
admire them by being trustworthy and respectful leaders), Inspirational Motiva-
tion (describing what the team is aiming for), Intellectual Stimulation (stimulating 
thought and encouraging others to solve issues creatively) and Individualized 
Consideration (paying attention to people’s career and personal growth) (Schyns 
et al., 2020). They help to create a high-performing culture because individual tar-
gets are linked to the organization’s overall goals. 

TL has a major impact on public administration. There are special challenges 
for the sector, including slow bureaucracy, a need for political responsibility and 
shortage of resources (Sarstedt et al., 2022). Using TL, leaders break through these 
obstacles with creative thinking, improved staff morale and creating a flexible cul-
ture. Studies based on data have shown that there is a positive link between TL 
and performance outcomes in various government sectors, for example, law en-
forcement, education and healthcare administration (e.g., Rice et al., 2017; Rehman 
et al., 2021). TL is very useful in the UAE Ministry of Interior because it is centered 
on people and helps change the organization to perform better. 

Transformational leadership is becoming more widely discussed in the public 
sector of the Middle East because institutional modernization and reforms in the 
region are growing faster and faster. GCC states, the UAE included, are marked 
by centralized administrative structures, a high hierarchical culture, and high 
power-distance social standards. In these settings, visionary, thought-provoking 
and collective identity leadership behaviors could be very important in mediating 
between the old bureaucratic systems and the new reform-focused approaches. 
GCC administrations have provided empirical evidence that transformational 
leadership improves employee involvement, effectiveness of the implementation 
of policies, and the adaptive capacity in the context of the national transformation 
program (Islam et al., 2021; Rasminingsih et al., 2022). Therefore, TL can be es-
pecially applicable in the context of reform-intensive governmental organizations, 
including the UAE Ministry of Interior. 

Formal rules, procedural controls and hierarchical accountability mechanisms 
usually govern public sector organizations. To the observer, leadership discretion 
might seem limited in such bureaucracies, but studies have found that transforma-
tional leaders can act within them, given that they are able to influence the organi-
zational climate and motivate employees instead of changing structural frame-
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works (Sarstedt et al., 2022). Transformational leadership decreases the level of 
opposition to change, builds trust in leadership, and increases change prepared-
ness, even within inflexible administrative settings (Hoai et al., 2022). Instead of 
substituting bureaucratic systems, TL augments them by making the processes of 
governing people more humane and aligning the actions of employees to the 
course of the strategies. This is more so in ministries dealing with security and law 
enforcement where discipline and innovativeness need to exist alongside. 

Much meta-analytic research has repeatedly shown that transformational lead-
ership is positively correlated with organizational performance in all sectors. The 
claims that have been aggregated across a variety of organizational settings show 
moderate to high effect sizes between TL and employee productivity, innovation 
outcomes, and firm overall performance (Hilton et al., 2023; Gachira & Ntara, 
2024). These results indicate that TL promotes attitudinal (commitment, engage-
ment) and behavioral (innovation, task performance) outcomes. Notably, studies 
have also shown that the intensity of the relationship is also contingent upon con-
textual forces like organizational culture, institutional inflexibility, and environ-
mental flux. This indicates that it is theoretically justified to investigate TL in a 
given institutional context; that of the UAE public sector. 

The ability to promote the climate of innovation through intellectual stimula-
tion and creativity in solving problems is known to be widely acknowledged as a 
characteristic of transformational leadership. Leaders who explain an inspiring 
vision and provide employees with power establish psychological safety and ex-
perimentation openness that are essential to innovation adoption (Begum et al., 
2022; Lathabhavan & Kaur, 2023). Furthermore, TL improves strategic alignment 
as it turns abstract policy objectives into powerful organizational stories. By in-
spiring motivation and personalized interest, leaders can be sure that workers in-
ternalize the strategic goals and do not respond to the instructions. Such align-
ment is necessary in the government reform context, especially when the govern-
ment is undertaking a program like the UAE Vision 2030, where sustainability pro-
grams, communication reforms, and management commitments are to be con-
verted into a quantifiable performance. 

2.2. Organizational Performance in the Public Sector  

OP in public organizations tends to be different from the private sphere, since it 
measures many outcomes besides profit (Sanusi & Johl, 2021). The common ways 
to measure OP in the public sector are by checking efficiency, service quality, the 
satisfaction of citizens and whether the sector manages to be sustainable in both 
social and environmental terms. Another part of performance evaluation deals 
with transparency, being accountable and responsiveness to community needs, all 
of which represent the mission of non-profits (Rasminingsih et al., 2022; Qu & 
Liu, 2022). 

Many studies now point to how internal factors such as innovation, good lead-
ership and strong human resource involvement play a key role in improving pub-
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lic sector OP. New studies on SCOPUS cite the role of strategic human resource 
management, digital transformation and green policies in boosting results in the 
public sector; these studies also suggest that we should focus on building abilities 
and effects instead of merely counting results (Rapizal & Mohd Fuzi, 2023; Ras-
miningsih et al., 2022). 

2.3. Mediating Role of Transformational Leadership 

Mediation is achieved when a behavior of a leadership explains the way or reasons 
as to why an independent variable would have an impact on the performance out-
comes (Baron & Kenny, 1986). The mediation models involve the mediator pass-
ing the impact of a strategic resource or an organizational practice to the final 
outcome variable. Transformational Leadership has been theorized in this study 
as the process by which the following factors could affect the performance of the 
organization, Green Process Innovation, Communication Effectiveness and Man-
agement commitment. 

Theoretically, the Resource-Based View (RBV) argues that the resources do not 
necessarily lead to the better performance, but they can be utilized and imple-
mented in the organization in a better way (Greve, 2021). Integrating mechanism, 
the concept of leadership can serve as a form of activating latent resources. In this 
regard, TL could transform environmental innovation projects, communication 
systems and commitment of management into employee actions and operational 
gains leading to performance. 

But it is not self-evident whether TL plays the role of a mediator in the context 
of the public institutions or not. The features of the public sector organizations 
are procedural rigidity, formalized hierarchies and rule-based governance sys-
tems. Under these conditions, some of the organizational resources, including 
policy requirements or managerial edicts, might pose a direct effect on perfor-
mance results, and do not need interpretation by leadership. Leadership can there-
fore improve strategic moves or be redundant in the presence of good institutional 
machineries. 

Mediation effects are also determined by the presence of boundary conditions. 
The need to have leadership to pass on strategic initiatives might depend on cul-
tural context, level of centralization, organizational maturity and intensity of re-
forms. In the transitional stages of reform environments like the UAE, leadership 
might be more prominent but less in the institutionalized stages. Thus, testing the 
mediating role of TL experimentally in UAE Ministry of Interior can give useful 
theoretical understanding of the functioning of leadership in highly institutional-
ized government systems. 

2.4. Communication Effectiveness, GPI, and Management 
Commitment 

Public sector efficiency depends largely on communication effectiveness (CE). 
Good communication in a company helps team members get on the same page, 
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understand things better and improves how they feel about their jobs and what 
they deliver to customers (Abrokwah-Larbi, 2024). Through their studies, Begum 
et al. (2022) and Cheah et al. (2020) have proven that communication is about 
exchanging information and can also strengthen an organization’s response to cit-
izens and build their trust. 

Sustainability plans in governments and organizations often include Green Pro-
cess Innovation (GPI). GPI stands for improving the environment by following 
green processes which, as research shows, contributes to OP by increasing the use 
of resources and following regulations (de Azevedo Rezende et al., 2019; Ebaid, 
2023). The national green agenda in the UAE relies heavily on GPI as part of Vi-
sion 2030. 

The leadership team’s (MC) involvement is key to developing performance and 
creativity throughout the organization. Strong leadership is important for choos-
ing resources, setting strategic directions and making employees happy. These re-
searchers, Feng & Chen (2018) and Gandolfi et al. (2017), found that committing 
managers and leaders who act decisively to support strategic incentives see much 
stronger results in their organizations. 

People have recognized CE, GPI and MC as performance enhancers together. 
Even so, how effective these agencies are usually depending on their leadership 
(Games et al., 2022). By means of TL, employees take in these factors and use them 
to build up the organization’s abilities. For this reason, an intermediate role for 
Translational Leadership in how CE, GPI, MC and OP are connected makes ex-
cellent sense and has received attention in little research in the UAE. 

Communication has also been identified to result in better performance of the 
organization in both the private and the public. The clarity of communication also 
increases coordination, minimizes ambiguity in the implementation of tasks, and 
promotes strategic coherence (Kalogiannidis, 2020). Internal communication is 
of special concern in the public institutions because of the multi-layered decision 
structure and the need to coordinate with other departments. Research indicates 
that open and prompt communication increases the level of trust between em-
ployees, mitigates resistance to the reform programs, and improves the benefits of 
service delivery (Diaz et al., 2023). 

Empirical studies also show that effectiveness of communication enhances the 
cohesion and efficiency of the team in its tasks. As Lan et al. (2020) illustrate, job 
performance and organizational satisfaction are greatly predicted by the quality 
of communication. Effective communication in government institutions, where 
accountability and procedural compliance are core issues, ensures alignment be-
tween policy formulation and implementation. 

In addition to this, indirect communication effectiveness can lead to perfor-
mance in terms of organizational culture and employee morale. Within a refor-
mation spurred environment, communication serves as a strategic mechanism that 
is used to align employees with sustainability efforts and public service require-
ments. As such, CE is placed as a performance pillar within bureaucracies. 

https://doi.org/10.4236/jhrss.2026.142012


M. M. A. Almessabi, H. B. A. B. Wahid 
 

 

DOI: 10.4236/jhrss.2026.142012 226 Journal of Human Resource and Sustainability Studies 
 

Green Process Innovation (GPI) describes the use of environmental friendly 
operations that minimize wastage, improve resource use, and adhere to the stipu-
lated regulations. GPI is consistent with national sustainability agendas and envi-
ronmental governance objectives in the cases of public institutions. The studies 
show that green innovation can add performance in terms of cost-efficiency, en-
hanced public image, and compliance with the regulations (Huang & Li, 2017; 
Wang et al., 2022). 

When applied to the government institutions, environmental innovation is a 
policy-based initiative, but not a market-based initiative. Nevertheless, research 
indicates that green operations of public organizations can be more efficient in 
their operations and have a better reputation among its stakeholders (Domingues 
et al., 2017). This is especially applicable to the case of the UAE where sustaina-
bility has been incorporated in the national development plans. 

More so, GPI can strengthen long-term institutional resilience by promoting 
adaptive abilities. When the public institutions invest in processes that are more 
environmentally friendly, procedural innovation capacity tends to be developed 
as a result and this plays a role in the overall organizational effectiveness. There-
fore, GPI is a performance enhancing mechanism and environmental responsibil-
ity. 

Management Commitment is the commitment of the top leadership to strategic 
goals, innovation programs, and organisational excellence. Management commit-
ment in reform-based public administrations indicates the priorities in organiza-
tions and justifies the change initiatives. Empirical data also show that good man-
agement commitment boosts employee motivation, success of policy implemen-
tation, and outcomes of service quality (Hasan et al., 2024). 

In an extremely centralized system of governance, like in the UAE, the top man-
agement commitment is also critical in making sure that reform directives are re-
alistically translated into action. In accordance with studies, active support of sen-
ior leaders to sustainability efforts and communication reforms results in better 
organizational performance because the latter has a clearer strategy and improved 
accountability mechanisms (Kliangsa-Art & Oentoro, 2022). 

Also, the management commitment reinforces the willingness to change by 
providing resources required and by reinforcing performance expectations. With-
out any apparent dedication by the authorities, reform efforts can be hindered 
even in the face of structural reform. Hence, MC can be used as a strategic facili-
tator of performance in governmental organizations during the modernization 
process. 

3. Conceptual Framework and Hypothesis Development 

This study is based on the Resource-Based View (RBV) and Transformational 
Leadership Theory to show how green process innovation, strong communication 
within teams and being committed by management together with the key leadership 
traits bring about positive changes in organizational performance (OP) (Karatepe 
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& Türkmen, 2023; Koch & Koch, 2018; Hair et al., 2019). 
According to RBV, when companies have skills that are unique, hard to imitate 

and worth a lot, they get a competitive advantage that can be sustained in the long 
run (Kaur Bagga et al., 2023; Kraus et al., 2020). Transformational Leadership (TL) 
is helpful in turning resources into performance outcomes by motivating, engag-
ing and aligning people toward the company’s strategic goals. 

The framework (Figure 1) illustrates that TL helps manipulate relationships 
among: 
 

 

Figure 1. Conceptual framework. 
 
□ Green Process Innovation (GPI) and OP 
□ Communication Effectiveness (CE) and OP 
□ Management Commitment (MC) and OP 

The model means that GPI, CE and MC influence OP directly as well as indi-
rectly through TL. This framework tests how TL causes or increases the link be-
tween strategies, capabilities and the performance of the organization. 

Hypothesis Development 

H1: Green Process Innovation has a significant positive impact on Organi-
zational Performance. 

GPI contributes to performance by enhancing operational efficiency, reducing 
waste, and ensuring compliance with environmental standards. Prior studies af-
firm that GPI leads to improved productivity and sustainability, particularly in 
public organizations facing ecological pressures (de Azevedo Rezende et al., 2019). 

H2: Communication Effectiveness has a significant positive influence on 
Organizational Performance. 

CE enables strategic alignment, fosters a collaborative culture, and facilitates 
timely decision-making. Research in the public sector highlights its role in im-
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proving service delivery and internal cohesion (Islam et al., 2021; Jiang et al., 
2024). 

H3: Management Commitment has a significant positive influence on Or-
ganizational Performance. 

MC reflects top management’s support for quality, innovation, and employee 
engagement. Committed leadership enhances policy implementation, staff moti-
vation, and change readiness, thereby boosting performance (Jiatong et al., 2022; 
Jun & Lee, 2023). 

H4: Transformational Leadership has a significant positive influence on Or-
ganizational Performance. 

Transformational leaders drive performance by inspiring employees, fostering 
innovation, and cultivating commitment. This leadership style is particularly ef-
fective in complex and bureaucratic settings like the public sector (Ch’ng et al., 
2021; de Azevedo Rezende et al., 2019). 

H5: Transformational Leadership mediates the relationship between Green 
Process Innovation and Organizational Performance. 

TL facilitates the effective adoption and internalization of green practices by 
articulating a compelling environmental vision and empowering employees to 
support sustainable initiatives (Dhone & Sarwoko, 2022). 

H6: Transformational Leadership mediates the relationship between Com-
munication Effectiveness and Organizational Performance. 

Through TL, effective communication is transformed into shared vision and 
coordinated action. Leaders play a central role in interpreting and reinforcing 
messages that align with strategic goals (Feng & Chen, 2018). 

H7: Transformational Leadership mediates the relationship between Man-
agement Commitment and Organizational Performance. 

TL operationalizes management commitment into employee behaviors and 
cultural norms that support organizational excellence, thereby linking strategic 
intentions with day-to-day performance (Heide et al., 2018). 

4. Methodology 
4.1. Research Design and Sample 

The study used cross-sectional quantitative methods to investigate how transfor-
mational leadership mediates the effects of organizational factors on performance 
at the UAE Ministry of Interior (MOI). Employees of MOI answered the ques-
tionnaire which was provided online and was structured for easy completion. 
There were 390 valid responses collected through stratified random sampling to 
make sure different departments and levels were each represented. 

4.2. Instrumentation 

Transformational Leadership was operationalised through the items that were 
modified through Leader Member Exchange (LMX) scale. Though the two factors, 
LMX and TL, are regarded as different constructively, the earlier studies indicate 
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that they have significant empirical overlap, especially in the relational aspects 
(e.g., trust, support, and the quality of leader-follower exchange) (Graen & Uhl-
Bien, 1995; Gottfredson & Aguinis, 2017). Transformational influence processes 
tend to have relational leadership behaviour incorporated in them in highly hier-
archical public sector environments, like that of the UAE Ministry of Interior. 
Consequently, the items based on LMX were modified in order to reflect the rela-
tional form of transformational leadership in such an institutional setting. 

4.3. Data Analysis 

Structural Equation Modeling (SEM) was used with SmartPLS 4.0 for data analy-
sis. In the first step, the measurement model was tested for reliability and validity 
of the constructs; in the second step, the structural model was tested to look at the 
proposed relationships and the mediation effect. Statistical robustness and rele-
vance were confirmed by mentioning model fit, path coefficients, R2 values and 
outcome from bootstrapping analysis. 

5. Results 
5.1. Descriptive Statistics 

There was a balanced representation of males and females, different age groups, 
different job positions and departmental units among the respondents (N = 390) 
as shown in Table 1 in the UAE Ministry of Interior. The numbers from the de-
scriptive statistics meant the dataset was suitable for additional analysis. 
 
Table 1. Demographic profile of the study sample. 

Variables Category Frequency Percentages 

Gender 
Male 265 68.0 

Female 125 32.0 

Experience 

1 - 5 years 124 31.8 

6 - 10 Years 128 32.8 

More than 10 Years 138 35.4 

Education Level 

Bachelor’s Degree 153 39.3 

High School or Equivalent 120 30.7 

Master’s Degree or Higher 117 30.0 

5.2. Measurement Model Assessment 

Reliability and validity of the constructs were confirmed with SmartPLS software. 
Higher than 0.7 values for Cronbach’s alpha, Composite Reliability (CR) and 0.5 
or more for Average Variance Extracted (AVE) validate the convergent validity as 
shown in Table 2 and Table 3. To prove discriminant validity, the Fornell-Larcker 
criterion was used, along with looking at cross-loadings. 
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Table 2. Reliability and validity results. 

Constructs Items Loading Mean SD 

Communication Effectiveness 
(Cronbach’s α = 0.872; 

CR = 0.899; AVE = 0.561) 

C_eff2 0.794 3.292 0.996 

C_eff3 0.769 3.164 1.078 

C_eff4 0.806 3.508 1.017 

C_eff5 0.822 3.546 0.988 

C_eff6 0.703 4.051 0.902 

C_eff7 0.723 3.764 0.945 

C_eff10 0.707 3.833 1.053 

Green Process Innovation 
(Cronbach’s α = 0.870; 

CR = 0.906; AVE = 0.659) 

GPI1 0.761 3.351 1.184 

GPI2 0.845 4.246 0.782 

GPI3 0.822 4.377 0.761 

GPI4 0.863 4.174 0.848 

GPI5 0.763 4.192 0.94 

Management Commitment 
(Cronbach’s α = 0.840; 

CR = 0.886; AVE = 0.609) 

T_mgt1 0.848 4.087 0.858 

T_mgt2 0.838 4.144 0.871 

T_mgt3 0.741 4.062 0.945 

T_mgt4 0.709 4.292 0.814 

T_mgt5 0.757 4.115 0.853 

Transformational Leadership 
(Cronbach’s α = 0.849; 

CR = 0.891; AVE = 0.621) 

TL1 0.797 4.223 0.865 

TL2 0.762 4.238 0.983 

TL3 0.789 4.213 0.902 

TL4 0.767 4.364 0.826 

TL5 0.824 4.149 0.79 

Organizational Performance 
(Cronbach’s α = 0.889; 

CR = 0.916; AVE = 0.645) 

Op1 0.708 3.897 0.944 

Op2 0.789 4.303 0.788 

Op3 0.863 4.074 0.89 

Op4 0.84 4.121 0.984 

Op5 0.789 4.128 0.966 

Op6 0.82 3.933 0.906 

 
Table 3. Discriminant validity. 

 CE GPI MC OP TL 

Communication Effectiveness (CE) 0.749     

Green Process _Innovation (GPI) 0.026 0.812    

Management Commitment (MC) 0.083 0.749 0.781   

Organizational Performance (OP) 0.139 0.460 0.452 0.803  

Transformational Leadership (TL) 0.066 0.708 0.548 0.401 0.788 
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5.3. Structural Model Assessment 

The structural model revealed significant direct relationships between the inde-
pendent variables (GPI, CE, MC) and Organizational Performance (OP), as well 
as significant indirect paths through Transformational Leadership (TL) as shown 
in Figure 2. The R2 values indicated substantial explanatory power for TL and OP. 
All direct hypotheses (H1 - H3) were supported. H4 was marginally significant (p 
= 0.060) and did not reach the 0.05 threshold as shown in Table 4. 
 
Table 4. Direct path analysis. 

 
Original 
sample 

(O) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

p 
values 

H1: Green Process _Innovation → 
Organizational _Performance 

0.196 0.085 2.312 0.021 

H2: Communication_ Effectiveness → 
Organizational _Performance 

0.107 0.044 2.426 0.015 

H3: Management _Commitment → 
Organizational _Performance 

0.223 0.088 2.542 0.011 

H4:Transformational_Leadership → 
Organizational _Performance 

0.132 0.070 1.881 0.060 

 

 

Figure 2. Path analysis diagram. 
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5.4. Mediation Analysis 

Mediation analysis using bootstrapping did not provide full statistical support 
for the mediating role of Transformational Leadership. The indirect effect of 
GPI on OP through TL was marginal (p = 0.069), while the indirect effects for 
CE (p = 0.322) and MC (p = 0.665) were not statistically significant. Therefore, 
hypotheses H5 - H7 were not supported at the 0.05 significance level. As shown 
in Table 5. 
 
Table 5. Indirect path analysis. 

 
Original 

sample (O) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

p 
values 

H5: Green Process _Innovation → 
Transformational_Leadership → 

Organizational _Performance 
0.090 0.050 1.818 0.069 

H6: Communication_ Effectiveness → 
Transformational_Leadership → 

Organizational _Performance 
0.006 0.006 0.991 0.322 

H7: Management _Commitment → 
Transformational_Leadership → 

Organizational _Performance 
0.005 0.011 0.432 0.665 

6. Discussion 

The main objective was to explore how Transformational Leadership (TL) could 
serve as a mediator for the interplay between GPI, CE, MC and OP in the Ministry 
of Interior (UAE). The research shows how leaders act to turn the organization’s 
abilities into results that matter in a complex public sector setting. 

6.1. Interpretation of Direct Effects 

This suggests that GPI, CE and MC play major roles in improving OP, as men-
tioned in previous studies about resource fit and optimization. According to de 
Azevedo Rezende et al. (2019) and Jiatong et al. (2022), the main positive link 
between GPI and OP demonstrates that environmental sustainability is a main-
stream issue for better performance, especially in organizations working towards 
national sustainability objectives. CE and OP demonstrate that proper internal 
communication reduces confusion, ensures team members have the same goals 
and improves service delivery (as Junca Paredes et al., 2023; Karia, 2023; have 
pointed out). In the same manner, MC’s support of OP proves how important 
senior management is in building a culture that values results and responsibility 
(Li et al., 2022). 

Transformational Leadership, in addition, directly influenced OP, proving its 
role as an important factor in boosting performance in the public sector. This is 
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consistent with Avolio (2004), who suggests that through TL, employees become 
more involved, creative and committed to the team’s goal. 

6.2. Interpretation of Mediating Effects 

Transformational Leadership, according to the mediation analysis, does not have 
any significant mediation role in either the relationship between Communication 
Effectiveness and Organizational Performance, or between Management commit-
ment and Organizational Performance. Whereas GPI was significantly expected to 
have an indirect impact in TL, it was not statistically significant in conventional terms. 

These indicate that although TL has a direct relationship with performance, it 
might not be a transmission mechanism, through which communication practices 
and managerial commitment are transformed into performance outcomes within 
the UAE Ministry of Interior. 

The first one could be the fact that the public sector is highly institutionalized 
and modern with a highly procedure-based system of communication and man-
agement commitment that might affect performance in terms of formal mecha-
nisms and not in terms of leadership style. Also, in centralized systems of govern-
ment, strategic instructions could have a direct effect on performance without ne-
cessitating leadership reinterpretation. 

6.3. Comparison with Prior Studies 

It supports and extends the work that previous studies have done in other indus-
tries. In their studies, Murmura et al. (2017) and Mysirlaki & Paraskeva (2020) 
found that TL helps SMEs and public service organizations, respectively. How-
ever, this research advances the area by uniting sustainability (GPI), communica-
tion and executive commitment into a single leadership-mediated performance 
model which few prior research studies have done, mainly within the Middle East-
ern public administration context. 

6.4. Contextual Insights for the UAE Public Sector 

Under Vision 2030, the UAE’s public sector is guided by strong government rules 
and at the same time, aims to develop and preserve the future using innovative 
strategies. Because of its challenging work and significant role, the Ministry of 
Interior is a perfect example for analyzing what affects its performance. Based on 
the results of this study, Transformational Leadership is key to driving transfor-
mation in the public sector across Gulf states, not just a management style from 
the West. 

Leaders at departmental and unit levels within the Ministry showing TL traits 
can help integrate the principles of policymaking with their on-ground practices, 
push for sustainable new ideas and ensure top-down decisions are executed by 
frontline staff. Since safety, laws and cross-agency coordination are very im-
portant in UAE and similar countries, this study shows that TL is a fundamental 
skill for anyone leading public sector reform and drafting policies. 
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7. Theoretical Contributions 

The paper contributes to the Resource-Based View by theorizing how Transfor-
mational Leadership is a valuable, rare, inimitable and organizationally embedded 
strategic intangible resource in the UAE public sector. Leadership behaviors can-
not be imitated in different ministries because of context cultural norms and in-
stitutional constructs unlike tangible assets or policy frameworks. In this regard, 
TL acts as a superior capability that allows effective implementation of Green Pro-
cess Innovation, Communication Effectiveness, and Management Commitment. 
In that way, the research brings RBV past the logic of competition among the pri-
vate sector to the context of state governance performance. 

8. Policy and Managerial Implications 

The results highlight that using transformational leadership (TL) is important for 
better performance in the public sector. For those who write policies, this makes 
it clear that TL development should be included everywhere, especially by teach-
ing leaders to motivate, brainstorm and strengthen their teams. Instruction on 
leadership should become part of larger restructuring within public administra-
tion, especially along the lines of the UAE’s Vision 2030. 

Management research shows that transformational leaders can improve the re-
lationship between Green Process Innovation (GPI) and Communication Effec-
tiveness (CE) and result in greater achievements. It is important for public sector 
managers to guide both the policy and the team, turning added company values 
and environmental strategies into daily team activities. Improving leadership 
skills of minds and top-level government workers will play a key role in support-
ing creativity, agreement and better performance during important functions. 

9. Limitations and Future Research 

There are several things that limit this research. Since the data is gathered at one 
point, it is not possible to say that any variables actually cause one another. Scien-
tific work in the future may benefit by following participants for several years to 
understand how transformational leadership changes with time. Next, as the study 
mainly works with the UAE Ministry of Interior, it might not fully translate to 
other government bodies or countries. If the model were used in other ministries 
and GCC countries, it would become more widely applicable. Also, future re-
search could bring in variables such as organizational culture or maturity with 
technology to better understand how leadership and performance connect. 

10. Conclusion 

The results indicate that Transformational Leadership directly impacts positively 
on the Organizational Performance but the mediating effect between Green Pro-
cess Innovation, Communication Effectiveness, Management Commitment, and 
Organizational Performance was not found to be statistically significant. The find-
ings indicate that TL is more of an independent performance driver and not a 
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process by which other organizational resources execute their functions. TL’s role 
in coordinating internal skills and putting them into practice for success in the 
public sector is clear from the findings. When performance, innovation and sus-
tainability are key concerns for governance, TL helps drive change and effective 
leadership by giving clear directions for policy and development.  
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