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Influence of leadership styles on the innovative behavior
of Peruvian cadets

Influencia de los estilos de liderazgo en el comportamiento innovador
de cadetes peruanos

Diego Norena-Chavez
CENTRUM Catolica Graduate Business School, Pontificia Universidad Catdlica del Pert

Jorge Orlando Céliz Kuong
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Rubén Guevara
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ABsTrRACT. This research identified the influence of transactional and transformational leadership styles on inno-
vative behavior. The research followed a cross-sectional quantitative methodological approach, with a correlation-
al explanatory scope and non-experimental design. A sample of 386 cadets from the Chorrillos Military School,
Coronel Francisco Bolognesi (Peru), was used. The results were assessed by modeling structural equations using
partial least squares (PLS-SEM). It was found that there is an influence of the two leadership styles studied on the
innovative behavior of the cadets. According to the variance explained, transactional leadership would explain
22%, and transformational leadership 31% of the variability of innovative behavior. Therefore, this research
contributes to understanding the relationship between leadership and innovative behavior in the military.

KEyworDs: innovation; leadership; military training; transactional leadership; transformational leadership

ResuMEN. Esta investigacion busca determinar la influencia de los estilos de liderazgo transaccional y transfor-
macional en el comportamiento innovador. La investigacién siguié un enfoque metodoldgico cuantitativo, de
corte transversal, de alcance correlacional explicativo y con disefio no experimental. Se empleé una muestra de
386 cadetes de la Escuela Militar de Chorrillos Coronel Francisco Bolognesi (Pertt). Los resultados se evaluaron
mediante el modelamiento de ecuaciones estructurales utilizando minimos cuadrados parciales (PLS-SEM). Se
encontré que existe una influencia de los dos estilos de liderazgo estudiados sobre el comportamiento innovador
de los cadetes. De acuerdo con la varianza explicada, el liderazgo transaccional explicarfa el 22 % y el liderazgo
transformacional, el 31% de la variabilidad del comportamiento innovador. Por lo tanto, esta investigacién
contribuye a comprender esta relacién entre liderazgo y comportamiento innovador en el dmbito militar.
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Introduction

Leadership has been examined from different fronts and academic areas for decades
(Burns, 1978; Kolb, 1995; Quinn, 1985). In general terms, advances in this field of
knowledge have attempted to reach a better understanding of leadership and its interac-
tions with other variables, thus linking a leader’s skills to certain qualities and behaviors
(Afsar et al., 2016, 2017; Barroso et al., 2008). The emphasis given to the latter is its effect
on behaviors of interest to institutions characterized by their hierarchy, like the military.
In this particular context, variables such as leadership and innovative behavior are essen-
tial for the sustainability of operations (Hee & Young, 2019; Jansen & Delahaij, 2019).
In this sense, the study of military leadership complements various academic approaches
(Wolford, 2007; Horowitz et al., 2015) that attempt to explain these complex and hierar-
chical organizations’ relationships.

Because there is an extensive proposal of leadership styles, this article seeks to
select some particular theories to link them to innovative behavior. For decades, it has
been argued that innovative behavior is vital to any institution’s performance (Chen et
al., 2012; Garcia-Morales et al., 2008; Noruzy et al., 2013). Consequently, academia
has tried to identify the factors that can stimulate innovative behavior. In this regard,
transformational leadership has received much attention and has been linked to inno-
vation performance (Chen et al., 2012; Garcia-Morales et al., 2008; Gardner & Avolio,
1998; Jung et al., 2008; Noruzy et al., 2013; Senior & Fleming, 2006). There is also ev-
idence that transactional leadership influences innovative behavior (Faraz et al., 2018;
Pieterse et al., 2010). However, despite its great importance, military leadership has
not received the standing it deserves regarding its effectiveness and efhiciency. Military
leadership has even been studied at the same level as technology and strategy, among
others (Reiter & Wagstaff, 2018).

Given this background, this study analyzes leadership’s transformational and trans-
actional effects on innovative behavior in cadets in their second, third, and fourth years of
higher education at the Escuela Militar de Chorrillos Coronel Francisco Bolognesi, located in
Lima, Peru. The aim is to understand why certain leadership styles are related to innova-
tive behavior in this type of population. Thus, this study’s objective was to answer which
leadership style explains innovative behavior best?

The research followed a theoretical explanation that proposes the link between
both transactional and transformational leadership and innovative behavior. For the
construction of the theoretical framework, seminal theories in leadership and inno-
vation were used, such as those proposed by Burns (1978), complemented by Bass
(1985; 1990b). The methodological design is then presented, explaining the sample

analyzed and the measurement scales used. The most important descriptive and explan-
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atory findings are described in the results section. Finally, the results are discussed, and

conclusions are presented.

Theoretical framework

Transformational and transactional leadership styles

One of the most widely used leadership theories in academia is Tannenbaum and
Schmidts (1958), where leadership is measured according to whether it is focused on the
manager or boss, or the subordinate or employee. The authors present a scale of 1 to 7.
One end represents the emphasis on the manager’s use of authority; the other shows the
subordinate’s area of freedom to decide and act. Another widely used theory is the Blake
and Mouton (1964) leadership grid. Here, a ten-level grid is presented on each side. On
the y-axis, the grid shows the concern for people (employee relations), and the x-axis pre-
sents the concern for the task (achievement of objective). The combination of these two
axes’ levels results in five leadership styles:

a.  The (x-9, y-1) result yields the authority-obedience leadership style, in which
the manager gives instructions, and the employees carry them out.

b.  The (x-1, y-9) result yields the club-style leadership, in which the manager
gives priority to creating a pleasant and harmonious work environment, at the
expense of achieving the objective.

c.  The (x-1, y-1) result yields a leadership style of poor management, in which
minimal attention is paid to achieving harmonious relationships among em-
ployees and achieving the objective.

d.  The (x-5, y-5) result yields a leadership style in which there is a balance be-
tween relationships and maintaining a good working environment with the
achievement of the objective.

e. The (x-9, y-9) result yields a team leadership style, in which the objective is
achieved by engaging the employee and simultaneously maintaining a good
working environment with high production.

Hersey and Blanchard’s (1969) situational leadership theory shows leadership as a
function of relationship and task behavior. That is, high relationship and low task, low
relationship and low task, high task and low relationship, and high task and low relation-
ship and follower maturity (high, moderate, low), and leader style (delegate, participate,
sell, and tell). Thus, leadership styles in this theory result from the combination of task
and relationship behavior and the maturity level of followers. It also takes into account
seven bases of the leader’s power: a) expert, b) based on information and data, c) referent,

d) legitimate, ¢) reward-based, f) connection-based, and g) coactive.
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However, the most widely used theory is the one proposed by Burns (1978), who
defined leadership styles as zransformational and transactional. Burns defines transforma-
tional leadership as the ability to positively influence the behavior of others and transac-
tional leadership as focusing on the exchange of some incentive to perform a particular
job. Subsequently, Bass (1990a, 1990b) added another style to the theory set forth by
Burns’ laissez-faire leadership, that is, leadership that is not present or non-leadership.

In 1978, Burns was the first author to introduce transformational leadership, indicat-
ing that this leadership occurs when leaders and followers help each other reach the next
level of motivation. Bass (1985) determined that transformational leadership contains the

following variables:

a.  Idealized influence. Leaders are admired, respected, and trusted; their behavior
is highly ethical. This influence occurs in two ways; it is attributed or due to
behaviors.

b.  Inspirational motivation. Leaders motivate their followers, give meaning and
relevance to their work, and convey a vision of the future based on shared va-
lues and ideals, which excite and create optimism.

c. Intellectual stimulation. Leaders stimulate their followers to be innovative and
creative in reformulating problems and finding new ways of thinking.

d.  Individualized consideration. Leaders pay attention to the growth of people
and their individual development needs, acting as mentors and providing new
opportunities for improvement.

Avolio and Bass (1995) explained the behaviors that a leader must have to guide his
followers and transform them. Much research has concluded that transformational lead-
ership has a moderating effect on motivation, commitment, and job satisfaction (Judge
& Piccolo, 2004; Lowe et al., 1996).

On the other hand, transactional leadership is based on an exchange relationship in
which the leader expresses what he or she expects from his followers (Bass, 1999). This
type of leadership involves several factors, the most important of which is the contingent
reward. This factor implies that the leader focuses on exchanging resources (compensa-
tion, tangible and intangible support) for their efforts and performance. That is, it grants
rewards when goals are achieved. It also includes management by passive exception, in
which the leader monitors performance and takes corrective action when necessary. It
is also based on setting standards for what constitutes effective performance. It involves
detecting errors and acting immediately to correct them.

In brief, transactional leadership (Burns, 1978) is a more traditional form of com-
pelling followers through a transactional reward that is often effective in satisfying low-
er-order needs. On the other hand, transformational leadership (Bass, 1985) seeks to
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motivate to satisfy higher-order needs. This process involves cultural and organizational
changes.

Non-leadership, lzissez-faire, is more so an individual’s behavior in leadership posi-
tions, which usually has an undesirable and even detrimental result for the organization.
Bass and Avolio (2000) include two factors in this behavior. The first is management by
the passive exception, in which leaders adopt a passive position, distant from followers,
and intervene only when serious and critical problems arise. In non-leadership or /ais-
sez~faire, leaders avoid assuming responsibility, do not intervene, and leave things alone.
In certain situations, this behavior can result in significant damage to the organization.
Theories have been subsequently proposed that describe leadership from strictly psycho-
logical, social, and managerial approaches. However, Burns' (1978) theory of leadership
styles, complemented by Bass (1990a, 1990b), is the most widely used.

Innovative behavior

Innovative behavior is important for an institution to be effective (Scott & Bruce, 1994;
Shalley, 1995), even more so in environments facing change, contributing to improving
competitiveness. It has been shown that workers who practice innovative behaviors gain
advantages over those who do not (Islamutdinov, 2017; Kim & Koo, 2017; Scott &
Bruce, 1994). That said, it is necessary to identify how leaders or hierarchical positions
can encourage these behaviors.

Janssen (2005) defined innovative behavior as the process that includes a) idea gen-
eration, b) its promotion, and c¢) its execution to improve the performance of the organi-
zations. Carmeli et al. (2006) added that innovative behavior is a process that involves the
phases of a) problem recognition; b) idea and solution creation; ¢) work and promotion
to improve and promote them; and d) creation of solution prototypes to the companies’
benefit. On the other hand, according to Messmann and Mulder (2011), innovative be-
havior includes the processes of a) observation; b) listening; ¢) adaptation of ideas; d)
action strategy creation; and e) search for allies.

Innovative behavior has been studied with demographic variables in education-re-
lated fields. The results have been that innovative behavior a) does not show significant
effects when correlated with gender variable (Carmeli et al., 2006; Runhaar, 2008); b)
correlates positively with age (Runhaar, 2008); ¢) is negatively correlated with age (Yang
& Huang, 2008); and d) has no significant effect when correlated with the level of edu-
cation (Yang & Huang, 2008).

Leadership and innovative behavior

While it is clear that leadership is an effective way of influencing innovative behaviors
(Basu & Green, 1997), evidence of their importance in producing innovative effects is
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limited. Both positive and negative effects have been found. Therefore, some authors have
suggested moderating variables to improve the accuracy of these findings. In this sense,
it is necessary to continue investigating this relationship, especially to test hypotheses in
different contexts.

Such is the case of Michaelis et al. (2009), who sampled 198 workers in low and
middle management positions. The authors found that transformational leadership was
strongly related to followers’ innovation implementation behavior. Likewise, they found
that this relationship was moderated by the levels of perceived climate for follower initia-
tive. In a similar line, Choi et al. (2016) tested the relationship between transformational
leadership and innovative behavior through knowledge sharing and the moderating role
of perceived organizational support in a large sample of a manufacturing company’s work-
ers (356). They established a significant relationship between leadership and behavior.

In contrast, another study examined the effect of transformational leadership on the
creativity of 369 workers in the banking sector. The results indicated that, although this
leadership style positively affects some dimensions of employee creativity and perceived
organizational support, the mediating effect of perceived organizational support on the
relationship between transformational leadership and some dimensions of employee cre-
ativity is not significant (Hou et al., 2018; Tayal et al., 2018).

Based on this theoretical review, the following research hypotheses are proposed:

H1: There is an influence of transactional leadership on innovative behavior in the

Escuela Militar de Chorrillos Coronel Francisco Bolognesi cadets.

H2: There is an influence of transformational leadership on innovative behavior in

the Escuela Militar de Chorrillos Coronel Francisco Bolognesi cadets.

Methodology

This research followed a cross-sectional cohort. The method was employed based on
structural equation modeling (SEM) by the partial least squares (PLS) statistical me-
thod. SmartPLS 3.0 software was used to analyze the causal pathways (Ringle & Sarsteds,
2016). Following the data’s descriptive analysis, two stages of the model recommended
by Anderson and Gerbing (1988) and Hair et al. (2017) were evaluated, namely the
evaluations of the measurement model (validity and reliability) and the structural model
(predictive power, explanatory power, and testing the strength and significance of hypo-
thesized relationships between latent variables).

This study was based on primary data obtained through two Likert-type surveys.
The Janssen (2005) questionnaire was used for innovative behavior, while Bass and
Avolio’s (2000) multifactor leadership questionnaire (MLQ-5X) was used for leadership
styles. A random sample of 386 cadets from the Escuela Militar de Chorrillos in Lima,
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Peru, was used for data collection. According to the literature, the required sample size
depends on the number of arrows pointing to the latent variables in the structural model
(Hair et al., 2017). In this study, three arrows pointed to the latent variable, suggesting
a smaller sample size (Wong, 2013). However, to safeguard the quality of the model and
route modeling, it was decided to exceed the literature’s minimum.

Data collection followed the informed consent protocols of both the institution
and the participants. The cadets participating in this research were selected for their simi-
lar characteristics. Statistically, the population’s similarity, therefore, the sample’s, reduces
variability and allows a greater reliability approach of the sample to the population. Also,
the data were collected using the convenience sampling technique given the respondents’
availability, as they belong to a specific organization.

It should be noted that each participant filled out the survey voluntarily. Respondents
were informed in advance about the importance of the research and received an expla-
nation of the questions in the questionnaires. They were also assured of the confiden-
tiality of their personal information. Questionnaires were handed out, and the surveys
were collected. Moreover, care was taken to ensure the reliability of the responses. Finally,
SmartPLS 3 and Stata 15 were used to analyze the data.

Results

Descriptive statistics

The descriptive results correspond to the sample of cadets surveyed at the Escuela Militar
de Chorrillos Coronel Francisco Bolognesi in their second, third, and fourth years of higher
education. The sample was made up of 94.39% males and 5.61% females. In terms of
age, 35.7% of the participants were between 18 and 20 years old; 54.07% were between
21 and 23 years old, and the rest were above 23 years old. Sixty-three percent of the par-
ticipants were born in departments of the Peruvian coast, and 28.76% were born in the
Peruvian highland region. Meanwhile, a smaller group was from the departments of the
Amazon jungle region (8.18%). Details are presented in Table 1.
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Table 1. Demographic characteristics of the cadets at the Escuela Militar de Chorrillos

Variable Category Frequency Proportion (%)

18-20 years 136 35.7
Age 21-23 years 206 54.07
24-27 years 39 10.23
Men 353 94.39
Sex
‘Women 21 5.61

Source: Created by the authors.

In this first stage, the indicators of the three latent variables and the age variable are
presented (Table 2). The arithmetic mean and standard deviation and the minimum and
maximum values of each variable are described. Except for the age variable, which shows

a low dispersion concerning the mean, the others showed a minimum level of dispersion.

Table 2. Measures of variable central tendency and dispersion

Variable Indicators Cases Mean SD Minimum  Maximum

Age 381 212 1.7 14 27
1 383 3.0 1.1 0 4
12 381 2.9 0.9 0 4
13 382 2.0 1.3 0 4
14 371 3.0 0.9 0 4
15 383 2.0 1.4 0 4
16 375 3.2 0.9 0 4

Leadership
17 379 1.3 1.4 0 4
18 377 3.2 0.9 0 4
19 383 3.2 0.9 0 4
110 378 3.2 0.9 0 4
111 371 3.0 1.0 0 4
112 375 1.4 1.5 0 4

Table continues...
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Variable Indicators ~ Cases Mean SD Minimum Maximum

113 379 3.2 0.9 1

114 380 3.2 0.9 0 4
115 378 3.2 0.9 0 5
116 376 3.1 1.0 0 4
117 373 1.9 1.5 0 5
118 376 2.9 1.2 0 4
119 372 2.4 1.3 0 5
120 377 1.5 1.4 0 4
121 374 3.1 1.0 0 4
122 372 3.1 1.5 0 4
123 374 3.2 1.0 0 4
124 375 2.5 1.2 0 4
125 377 3.1 1.0 0 4
126 374 3.1 1.0 0 4

Leadership

127 373 2.7 1.1 0 4
128 368 1.6 1.5 0 4
129 372 3.1 1.0 0 4
130 376 2.9 1.0 0 4
131 375 3.1 0.9 0 4
132 372 3.1 0.9 0 4
133 367 2.1 1.4 0 4
134 373 2.9 1.1 0 4
135 372 3.2 0.9 0 4
136 363 3.3 0.9 0 4
137 370 3.1 09 0 4
138 369 3.1 1.0 0 4
139 366 3.1 1.0 0 4
140 372 3.1 1.0 0 4
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Variable Indicators Cases Mean SD Minimum  Maximum
141 369 3.2 0.9 0 4
142 367 3.1 0.9 0 4
143 370 3.1 0.9 0 4
144 371 3.1 0.9 0 4
145 365 3.2 0.9 0 6
ibl 377 5.4 1.7 1 7
ib2 371 5.5 1.5 1 7
ib3 365 5.4 1.6 1 7
ib4 366 5.3 1.6 1 7
jmovative ibs 368 5.4 15 1 7
ehavior
ib6 369 5.6 1.4 1 7
ib7 370 5.5 1.5 1 7
ib8 370 5.5 1.5 1 7
ib9 372 5.6 1.5 1 7

SD = Standard deviation.

Source: Created by the authors.

PLS-SEM was used for data analysis. First, for the test of the measurement model,
validity and reliability were calculated: a) internal consistency using Cronbach’s alpha test
and composite reliability; b) convergent validity through indicator reliability and average
variance extracted (AVE); and ¢) discriminant validity, using the heterotrait-monotrait
ratio of correlations (HTMT) and the R* between variances. Then, the hypotheses were
evaluated using the structural model through bootstrapping. Subsequently, the corre-
lations of the model variables were presented for the sample of the Escuela Militar de
Chorrillos cadets. The correlations are the result of a sample of 386 respondents (Table 3).

FEvaluation of the measurement model

In this first stage, the contribution of each item of each latent variable to the measure-
ment scale was evaluated. The factor loadings for the indicators of the transformational
leadership, transactional leadership, and innovative behavior variables exceed the values
0f 0.708 recommended by Carmines and Zeller (1979) (Tables 4 and 5), which indicates
that the model presented has high composite reliability. However, some indicators show
minimal factor loadings, such as indicator 118 (0.473) and indicators of transformational
leadership that show loadings between 0.6 and 0.708.
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Table 4. Measurement model evaluation results

Variables Indicators Loads
111 0.56
116 0.69
Transactional leadership P4 0o
127 0.45
135 0.64
14 0.6
ibl 0.83
ib2 0.82
ib3 0.84
ib4 0.82
Innovative behavior ib5 0.85
ib6 0.78
ib7 0.84
ib8 0.82
ib9 0.75

Source: Created by the authors.

Table 5. Results of the evaluation of the measurement model

Variables Indicators Charges

110 0.65
113 0.71
114 0.63
115 0.63

ll;ra a(;‘:rf:h‘i‘;am“ﬂ 118 0.47
119 0.1
123 0.58
125 0.59
126 0.64

Table continues...
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Variables Indicators Charges
129 0.6
130 0.57
131 0.72
132 0.65
134 0.55
135 0.6
ibl 0.83
ib2 0.82
ib3 0.84
ib4 0.82
Innovative behavior ib5 0.85
ib6 0.79
ib7 0.85
ib8 0.82
ib9 0.75

Source: Created by the authors.

Validity and reliability

Regarding the internal reliability and divergent validity, the expected values for Cronbach’s
alpha (o) and composite reliability must exceed 0.7. For convergent validity, the AVE va-
lues must be greater than 0.5. Table 6 shows the values for the three latent variables.

Table 6. Validity and reliability

Composite

¢ reliabiliy ~ AVE R
Innovative behavior .94 95 0.67
Transactional leadership .60 75 0.33
Transformational leadership .86 .89 0.36
Transactional L.— IB 22
Transformational L. — IB 31

Source: Created by the authors.
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As for discriminant validity, the interrelationships of the extracted constructs were
taken into consideration. This analysis demonstrates the extent to which one construct is
different from the other. In this study, the Fornell-Larcker criterion was used, in which the
square root of the AVE must be greater than the correlations with other variables (Fornell
& Larcker, 1981). Table 7 shows these results.

Table 7. Fornell-Larcker criterion for analyzing discriminant validity

1 2
1. Innovative behavior .82
2. Transactional leadership 47 58
1. Innovative behavior .82

2. Transformational leadership .56 0.60
Note: The square root of the AVE value (bold diagonal), the other

data are correlations of the latent variables.

Source: Created by the authors based on the results obtained in SmartPLS 3.

The Fornell-Larcker criterion is standard and suitable for measuring discriminant
validity. It is a robust criterion, part of the various statistical techniques used to detect
multicollinearity problems.

Evaluation of the structural model

The PLS-SEM technique aims to maximize the variance explained. Therefore, it is effec-
tive for constructs with latent variables (Hair et al., 2017). The structural model analysis
using structural equations showed different goodness-of-fit indices between the influence
of transformational leadership and transactional leadership with innovative behavior. The
purpose of this study was to find the most robust relationship of these two variables with
innovative behavior.

Thus, Figure 1 shows the prediction of transactional leadership on innovative be-
havior, with an explained variance of 0.221, while Figure 2 shows the influence of trans-
formational leadership on innovative behavior, with an explained variance of 0.310. This
result means that the first model’s explanatory power (R?) is 22.1%, while the second is
31%. The predictive relevance of the model was also measured (Q?) to complement its
structural evaluation. Acceptable values were found for both models: model 1 (Figure 1)
has a value of 0.145, while the predictive significance of model 2 (Figure 2) is 0.206. For
both cases, the values are positive and mean values (Chin, 1998), which helps the struc-
tural model’s predictive relevance.
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Figure 1. Conceptual model of the influence of transactional leadership on the innovative beha-
vior of the Escuela Militar de Chorrillos cadets.
Source: Created by the authors based on the results obtained in SmartPLS 3.
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Figure 2. Conceptual model of the influence of transformational leadership on the innovative
behavior of the Escuela Militar de Chorrillos cadets.
Source: Created by the authors based on the results obtained in SmartPLS 3.

As for the causal pathways or patterns, that is, the relationships between the three

constructs of the structural model, significant values were found for both leadership styles.

The path coefficient of transactional leadership toward innovative behavior is 0.271, while

transformational leadership toward innovative behavior is 0.441. Furthermore, both re-

lationships are statistically significant, thus accepting the two hypotheses of the study.

Therefore, there is an influence of transactional leadership on innovative behavior, as well

as an influence of transformational leadership on this behavior, in the Escuela Militar de
Chorrillos Coronel Francisco Bolognesi cadets (Table 8).
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Table 8. Route coefhicients and results of bootstrapping

Bootstrapping
Causal pathways Route coefficients
Sample mean SD ?
Transactional L. — IB 271 27 .05 <.001
Transformational L. — IB 441 45 .04 <.001

SD = standard deviation; p = level of significance.

Source: Created by the authors based on the results obtained in SmartPLS 3.

Discussion

The main objective of this study was to examine the influence of the leadership styles
proposed by Burns (1978) —the most studied and accepted in the literature— on the
innovative behavior of a group of 386 second, third, and fourth-year cadets of the Escuela
Militar de Chorrillos Coronel Francisco Bolognesi. The two proposed research hypotheses
were accepted, leading to the conclusion that both transactional and transformatio-
nal leadership positively and significantly influence innovative behavior. According to
the explained variance (R?), both leadership styles, transactional and transformational,
would explain 22.1% and 31% of the model’s variability, respectively.

The empirical evidence suggests similar results in terms of the importance of each
latent variable included in the model and the associations between them. Regarding lead-
ership as a predictor variable of innovation, Darawong (2020) points out that transforma-
tional leadership positively impacts the generation of new products for high innovation.
Pieterse et al. (2010) argue that transformational leadership, in contrast to transactional
leadership, results in innovative behavior. However, empirical evidence for this relation-
ship is scarce and inconsistent. This argument supports the exploratory nature of this
study and encourages addressing these issues in future research.

Knezovi¢ and Drki¢ (2020) investigated the determinants of innovative work behav-
ior in 371 employees and the role of the moderating role of transformational leadership
in the context of small and medium-sized enterprises. They found that transformational
leadership affects organizational justice and innovative work behavior in its moderating
role. Although this study has a linear relationship, it can be seen that similar results are
observed even in more advanced analyses.

On the other hand, Bednall et al. (2018) note that studies on the effects of transfor-
mational leadership on innovative behavior yield mixed results. The authors argue that for
transformational leadership to have positive effects on innovative behavior, it must occur

in contexts of both low and high levels of transformational leadership.
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There are a few reasons to explain these findings. First, the direct effect of both
cadets’ leadership styles on innovative behavior was neither mediated nor moderated by
intervening variables. This situation could explain the coefficients of R? and correlations
below the minimum expected values. Second, under the limitation of a cross-sectional
study, time may affect the estimation of the influence of the direct effect of both leader-
ship styles on innovative behavior.

Likewise, an essential argument in the relationship between leadership and innova-
tion lies in analyzing transactional leadership and innovative work behavior. The authors,
applying the same statistical technique (PLS-SEM) as this research, found that transac-
tional leadership had a direct positive relationship with innovative work behavior (Faraz et
al., 2018). Similarly, evidence was found that transactional leadership is positively related
to creativity and specific behaviors (Ma & Jiang, 2018).

In research close to this study, Prasad and Junni (2016) analyzed the influence of
a CEO’s transformational and transactional leadership on organizational innovation as
mediated by entrepreneurial dynamism. The researchers found that transformational
and transactional leadership positively influenced organizational innovation. However,
a more significant influence of transformational leadership was found in dynamic envi-
ronments. Similarly, Aryee et al. (2012) found relationships between transformational
leadership and work engagement and between the latter and innovative behavior. In
this regard, some studies argue that leadership is an important contextual factor that
influences the creativity and innovation of workers (Anderson et al., 2014; Shalley &
Gilson, 2004).

This research is one of the first at the national level to empirically measure variables
such as leadership and innovative behavior in a particular military context. It is worth
mentioning that previous research with similar findings on the importance of leadership
was based on historical data and particular events (Reiter & Wagstaft, 2018; Ricks, 2009).
Consequently, the presentation of this theoretical model is exploratory and needs studies
to validate its findings. Future research should also consider military leadership at differ-
ent hierarchical levels.

In general terms, it is not yet defined which leadership styles are the strongest pre-
dictors for certain variables, particularly for innovative behavior. In this regard, several
authors have highlighted the inadequate leadership approach, which has only further ex-
acerbated the problem (Hughes et al., 2018; Lee et al., 2015). Therefore, future studies
should approach leadership theory with an eye to styles or approaches. In this way, the
leader’s influence on other variables would be measured more accurately.
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Conclusion

This study found that transactional leadership has a positive and significant effect on
innovative behavior, with an explained variance of 0.221. Transformational leadership
also has a positive and significant effect on this behavior, with an explained variance of
0.310. Likewise, the ratios between the constructs of both relationships were 0.271 and
0.441, respectively. The path coefficient is considered a measure of relationship when the
structural model includes only one independent variable, as in this case.

Research has also shown that leadership and innovative behavior are growing areas
of study and are primarily exploratory. Theoretical and empirical evidence shows that
leadership is a variable that can drive or hinder innovation. Therefore, empirical research
is needed to better understand the dynamics of these variables and identify the influence
of leadership on innovation.

The findings of this study contribute to both theory and practice. They evidenced
that several leadership and innovation issues have not been explicitly studied. A frame-
work has been provided that explains the mechanism of influence of transformational
and transactional leadership on innovative behavior. In addition to its theoretical contri-
butions, this study has significant business implications. As can be seen from the results,
leadership plays a vital role in driving innovative behavior in institutions, promoting a
culture of innovation and leadership within them.

In military training, leadership has not received due attention despite the evidence
in this field that has demonstrated its importance for military performance and effective-
ness. This study’s findings expose the need to focus efforts on this variable, which is as
much a priority as the adoption of new technologies and strategies. Military organizations
are complex, so they require tools for better understanding and performance.

Now, while this study’s findings provide theoretical and practical contributions, they
also have limitations. Because it is a cross-sectional study applied only to a particular group
of cadets, its results cannot be generalized. Therefore, longitudinal research is suggested.
Another limitation is that other variables that could contribute to the specification of the
proposed model were not included. In this regard, future research may incorporate medi-
ating or moderating variables. Also, future studies could analyze new relationships under
the current context of the COVID-19 pandemic. Finally, researchers undertaking future
studies should pose new questions, new approaches to addressing problems so that the field
can examine different theoretical proposals to generate recommendations for stakeholders.
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