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basis for creating and promoting employees’ creativity. The aim of this study is to investigate
the impact of leadership styles on the innovation climate and its impact on employees’
creativity with the moderating role of creative self-efficacy and the mediating role of trust and
personal identity of the General Directorate of Information Technology of Tax Administration.
This is an applied and descriptive-correlational research. The statistical population includes
managers and employees of the General Department of Information Technology of Tax
Administration. Finally, 138 individuals were selected through simple random sampling. The
data was collected through a researcher-made questionnaire. To test the hypotheses, structural
equation modeling was performed with the partial least squares approach using SmartPLS
Software. All hypotheses were confirmed except the hypotheses related to trust and creative
self-efficacy. Also, it was concluded that using transformational and interactive leadership
styles, employees can be identified and innovation can be created in the organization to
improve the employees’ creativity indicators.
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Extended abstract development of internal processes, or motivate

employees to participate in new projects. In fact,
1. Introduction organizational change is one of the most
Organizations are always looking for change to important factors that play a significant role in the
succeed. The importance of change management effectiveness of the organization (Andrade et al,
in organizations is sometimes to improve 2016). Given the rapidly growing technology,
interpersonal  relationships, accelerate  the effective management if organizational change is
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a key factor for organizational survival and
creating a competitive advantage (Paul, 2015: 2).
Jaj has defined the concept of organizational
change in the management literature as the
overall ability of an organization to prepare for
and respond to unpredictable and highly variable
environmental conditions (Jaj, 2011).

Today, the global competitive environment
requires us to choose an effective leadership style
to increase the attractiveness and achieve the
goals of the organization because effective
leadership styles affect the performance and
productivity of employees. Leadership style is
one of the most important factors that can play a
special role in the success of organizational
change programs. Young (2016) believes that
there are many leadership styles, including
transformational leadership, authoritarian
leadership, democratic leadership, servant and
charismatic leadership, etc., each of which
includes characteristics such as honesty,
capability. Confidence is "fairness", rightness
and righteousness (Young, 2016: 159). However,
there are moral leaders who emphasize the
importance of morality to strengthen the impact
of desirable changes in behavior as the role of
moral model for subordinates by displaying
appropriate  normative  behavior  through
individual actions and interpersonal
communication and promoting such behavior.
Followers are empowered to make decisions
through mutual communication (Al-Tahat and
Athens, 2018: 1) The need to pay attention to
ethical leadership in organizations arises from the
fact that many previous researchers emphasized
the importance of the effects of ethical leadership
on employees’ attitudes (Brown et al., 2005: 97)
towarss enhancing positive behaviors (Yidong et
al., 2012: 441), job satisfaction and sacrifice of
followers, strengthening and inspiring ethical
behaviors in the organization (Don et al., 2016:
898), reducing deviations, and increasing social
behaviors in followers (Bruno Troino, 2006:
595). In this case, organizational managers with
ethical leadership can strengthen the desire for
change in employees and, contrary to the general
negative moods of employees to change the
situation, create such a chane in their organization
(Chai et al., 2015: 2).

2. Research Methods

This article analyzes the mediating role of
political and cultural intelligence of human
resources in the relationship between moral
leadership and organizational change. In this
study, we analyze 7 main hypotheses.

3. Results

According to the first hypothesis, ethical
leadership affects the organizational changes of
municipal employees.

The second hypothesis implied the effect of
moral leadership on the political intelligence of
municipal employees.

According to the third hypothesis, moral
leadership has an effect on the cultural
intelligence of municipal employees.

The fourth hypothesis about the effect of
political intelligence on organizational change of
municipal employees was not confirmed.

The results of the fifth hypothesis in the study
of the effect of cultural intelligence on
organizational change of municipal employees
showed that the strength of the relationship
between political intelligence variable and
organizational change is 0.26, which is a
significant amount.

Given the sixth hypothesis, it was concluded
that the mediating effect of political intelligence
on the relationship between moral leadership and
organizational change is not significant.

Regarding the seventh hypothesis, it was
concluded that the mediating effect of cultural
intelligence on the relationship between moral
leadership and organizational change is
significant.

4. Conclusion

The findings showed that moral leadership has a
significant effect on organizational change and
cultural intelligence. However, such an effect was
not observed on political intelligence. The effect
of cultural intelligence was significant on
organizational change while political intelligence
did not have a significant effect on organizational
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change. Finally, the results showed that cultural
intelligence, due to its mediating role, increased
the impact of moral leadership on organizational
change. In contrast, political intelligence did not
have such an impact because it did not have a
mediating role.

The important thing about political
intelligence is the political behavior that leaders
use to run the organization. People with political
intelligence know exactly how to behave to serve
their  personal interests and have an
environmentally-friendly personality. They know
the best time and way to accept change to
improve the organization, manage and achieve
organizational goals, and increase their political
intelligence ability by expanding personal

relationships with employees, co-workers, clients
and supervisors.
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