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ﬁc?ﬁpltzd:zoﬂ Identifying and exploiting existing opportunities is the basis for creating and promoting
A\eailablle online: employee creativity and requires appropriate prerequisites. The aim of this study is to
Mav 17. 2021 ) investigate the impact of leadership styles on the innovation climate and its impact on
y L employee 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 the 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 the Tax Administration, from which 138 were selected by simple random
. sampling. The data collection tool is a researcher-made questionnaire. To test the hypotheses,
Keywords: ) structural equation modeling was performed with the partial least squares approach using
Transformational leadership, | smartpLs software. All hypotheses were confirmed except the hypotheses related to trust and
transactional leadership, trust, | creative self-efficacy. Also, by using transformational and interactive leadership styles as well
individual identification, as identifying employees, innovation can be created in the organization and thus employee
innovation climate, employee | creativity indicators will be improved
creativity, creative self-
efficacy
Extended abstract create added value for the organization, so
organizations try to grow and develop their
1. Introduction organization through them. Creativity and
Today, due to the rapidly increasing competition innovation are the factors t_ha_tt lead to the _gr0\_/vth,
and complexities of the information age, development and productivity of organizations
organizations need to be trained in skills that can and help to develop organizational activities and
advance with modern science. Creativity and programs Dby increasing new  capabilities,
innovation are important and effective skills that facilities and opportunities. Today, creativity and
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innovation have become the condition for the
survival of any organization.

Li and Zheng (2014) state that due to rapid
economic growth and changing business
environment, competition between organizations
is head to head competition. In order to compete,
organizations must constantly innovate (Xi et al.,
2018). Technology complexity, lack of
innovation, and resource constraints pose a
challenge for companies. Likewise, good
leadership is important for organizations to
achieve effective and efficient technological
innovations (Li and Zheng, 2014; Tsai et al.,
2015). At the same time, organizations need to
create an innovative climate that inspires and
promotes creativity. Creativity and innovation is
an important activity that creates added value for
the organization (Xi et al., 2018).

In government organizations, due to the large
and mechanical nature of the organization and the
existence of inflexible bureaucracy, creativity
and innovation either do not exist or are very low.
Most of the time, creativity and innovation in
their early stages are not realized in the
organization due to various reasons such as lack
of resources, insufficient time to come up with an
idea and not choosing a suitable management to
achieve creativity and innovation. They have
difficulty earning income and surviving.

The question of this research is whether the
managers of government organizations by
choosing an appropriate and timely leadership
style can create an innovative climate and
creativity in the organization, which requires
building mutual trust, identifying employees and
Creating a sense of creative self-efficacy in
employees that makes employees see creativity
and innovation as part of their duty in the
organization and continuously engage in
creativity and innovation with the support of their
managers and remove the obstacles that are a
precondition for government organizations Put
aside and overcome crises to be able to provide
products and services suitable for their
customers, which ultimately lead to customer
satisfaction and promotion of their organization
among other government agencies.

2 .Research Methods

This article examines the impact of leadership
styles on the innovation climate and creativity of
employees with the moderating role of creative
self-efficacy and the mediating role of trust and
individual identity. In this research, a researcher-
made questionnaire was used to data gathering
and the statistical population was the employees
of the General Information Technology
Department of the Tax Affairs Organization.The
main hypothesis of this research is that leadership
styles have a significant effect on the innovation
climate and its effect on employee creativity with
its moderating role of creative efficiency. To
examine this hypothesis, the structural equations
modelling with partial least squares method and
SPSS and Smart PLS software have been used.
This research also examines 14 sub-hypotheses.

3.Results

In this research, it was found that by using
leadership styles in organizations, it is possible to
create an innovative climate in the organization,
and also this manifestation of the innovation
climate in the organization would increase the
indicators of creativity in employees. The results
of this research showed that leadership styles can
be used to create an innovation climate in the
organization as well as to create trust and
individual identity in employees. Also, despite
the influence of individual identity in creating an
innovation climate in the organization, trust does
not have this effect. At the same time, the
innovation climate in the organization plays an
effective role in the expression of creativity in
employees.

4 . Conclusion

Based on the findings of this research, the tax
administration can use the findings of this
research to assess the factors affecting
transformational leadership, interactive
leadership, trust, personal identity and creative
self-efficacy. In order to promote and improve the
innovation climate and creativity of employees,
conditions and areas such as selecting, appointing
and employing managers and leaders with the
characteristics of transformational and interactive
leaders, increasing the level of employee trust,
giving personal identity to employees, creating
Provide a continuous and dynamic innovation
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climate and creativity, as well as the promotion of
creative self-efficacy and creativity of
employees.
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