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Abstract
The current challenge for the survival and growth of companies is the appropriation of innovation in all its
senses, the generation of propitiating environments and the innovation philosophy acquisition into action;
likewise improve internal dynamics and cohesion through a comparison of leadership styles; in other words,
each organization requires a specific, adaptable combination and personality according to its characteristics,
organizational culture and human capital, taking into account the needs, goals, and financial capital. It is
analyzed aspects such as: leadership style, level of empowerment, organizational culture, sense of belonging,
trust in the company and knowledge of human capital with the aim of proposing those current and relevant
factors that combine to maintain the organization in a constant and permanent evolution, some authors have
commented the importance of the culturally intelligent companies carry out innovation, likewise the styles of
leadership and administration, will generate a collective consciousness tending to create innovational
environments.
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1. Introduction
The 21st century has a challenge for companies: taking innovation seriously, seen as appropriating innovation
in all its forms in order to generate it. With this and for it, a particular and personalized mix of leadership,
governance, knowledge of human capital and the creation of collaborative networks is required. The above in
such a way that ecosystems of innovation are created, where actors of the companies, collaborators, partners,
competition, and market form a synergistic system that promotes practices that lead to innovation.
Innovation in a global world is the common denominator towards success in the reality of the global economic
environment of constant dynamism, which requires innovation as a fundamental idea for the holistic
appropriation of innovation in companies. According to Drucker (1985), innovation is of vital strategic
importance in management as a survival mechanism for corporations. Among the main factors for innovation
Whiting and Solomon, (1989) are the willingness to take risks, the generation of creative ideas, and the
adaptability to entrepreneurial spirituality.
Taking into account the importance of innovation, it is worth mentioning that its impact is not only internally,
such as Schumpeter's definition of Innovation (1961) where some activities inherent to business innovation
are established, such as: the introduction into the market of a new good, the introduction of a new production
method, the opening of a new market, the conquest of a new source of supply as well as the implementation
of a new structure in a market (Schumpeter, 1961). Some research has shown that a leading factor to obtain
and follow a pattern of innovation within organizations is the leaders followed by a systemic approach to the
above in order to obtain a relatively stronger and closer relationship with the improvement in organizational
performance and driving towards innovation (Abbas and Asghar, 2010).
Other very important characteristics recently mentioned for companies and their members are mentioned by
Livermore (2010) who comments only the culturally intelligent companies carry out the innovation, likewise,
the styles of leadership and administration will generate a collective conscience tending to create environments
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of innovation. Leadership style is one of the most important factors to consider, as the leaders are those
individuals who establish the direction of the work and guide the collaborators in the direction of fulfilling the
goals of the company by motivating each member who has gained their trust (Conger, 1992).
2. Background
Among the factors that limit the development of nations are the “lack of financing, difficulties to exploit
technology, limited managerial skills, low productivity, and regulatory burdens” (OECD, 2000: 1; Guellec,
and Potterie, 2000). In the present investigation the limitations of managerial capacities as well as the
difficulties to exploit the technology will be addressed; both factors related to a low knowledge of human
capital as well as to the limited appropriation of innovation in all its areas of the company in a systemic way,
in other words the two limitations mentioned above prevent the appropriation of techniques, philosophy and
styles of leadership and management of the company in favor of the creation of innovation environments.
To understand the importance of the elements of a company Marvel, Rodríguez, and Núñez (2011: 3) have
established that an organization can be seen as a micro-environment, a cluster of open and limited sets and
subsets in space and time, composed of individuals, positions and areas of work, their activities, capabilities
and a variety of elements, both physical and natural environment as well as cultural. The work environment is
made up of general elements such as economic, social, legal aspects, etc. Operational aspects such as
customers, employees and suppliers and internal elements such as culture, organizational climate, processes,
leadership styles among others, in general aspects exert their strength in the direction and performance of the same.
There are indicators that reflect how well the resources of an economy are being used in production, that is,
any company that has noticed deficiencies or underutilization of its resources and capacities can see the
importance of improving processes and ways of doing things being able to integrate the new highly
technological companies, and in constant innovation. Sar and Werneke (1984) refer to a relationship between
the resources used and the products obtained and denotes the efficiency with which human resources, capital,
knowledge, energy, etc. They are used to produce goods and services in the market.
Now who carries out the innovation are the subjects that are involved in it, actors such as: employees, directors,
employees, and investors, put their capabilities in favor of the objectives and the survival of the company. If a
company had identified the best elements hypothetical greater competitive advantage would be achieved. To
confirm the above, this research analyzes studies identifying the most important elements and features that
facilitate innovation in each area of a company, people with characteristics and/or tending attributes to
innovation in a visible way, therefore the existence of the present Rubio (2015). Researchers have detected
approaches with variable results: using demographic data and socioeconomic characteristics to identify the
characteristics of subjects that facilitate the appropriation and creation of innovative environments, focusing
on how to put into practice their capacity in favor of innovation.
Researchers such as Livermore (2010) have points of view based on their studies to culturally intelligent
companies, which are responsible for the creation of innovation i.e. companies that have managed to
understand the differences given by the environment and the culture of the subjects give a clear vision of the
attitude and responses to ways of interacting within an organization. The former as a result of creating
relationships of trust, commitment, internal influence, the authenticity of each member and the known positive
intent, in such a way that the creation of innovation can be encouraged based on a collective intelligence.
Researchers such as Gloor (2006), define collective intelligence as a set of self-motivated individuals with a
collective vision, encouraged by collaborating in the search for a common goal, sharing ideas, information,
work and therefore skills.
Livermore (2010) raises the cultural intelligence quotient as one that identifies the differences given by the
environment to a subject and that can be a factor of innovation. This concept measures the skill and ability to
function effectively in a variety of ways: organizational, national, political, cultural and ethnic scenarios. On
the other hand, Livermore (2010) also mentions that cultural intelligence is an essential capacity in order to
achieve business success. The well-identified elements that make up cultural intelligence are: enthusiasm or
motivation, knowledge, strategy, and action, adaptability of behavior to different cultures.
To improve the potential and skills of human capital are highlighted those points developed by Chiavenato and
Villamizar, (2009) where it is pointed out that the survival of organizations depends on the appropriate use
that is given to human capital and inherent to it especially its intellectual capital (knowledge, experiences, and
cognitive abilities), it is emphasized that the investment of a company must include the development of
intellectual capital to be able to bet on an improvement in the future.
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3. Methods
This article corresponds to a qualitative research based on a review of the literature about factors that
companies must possess to appropriate innovation through innovative leadership and forms of administration
appropriate to the needs of the 21st-century companies. Nature is exploratory and qualitative through the
analysis of previous research trying to provide quality and flexibility that allows researchers to use multiple
data collection methods (Dooley, 2002). Likewise, Merriam (1998) comments that flexibility is always the
main strength of the strategy of a study.
The stages are:
 Collection of information from indexed journals and academic bases.
 Exploratory phase of the characteristics of leaders.
 Concentration and order of theories.
 Piloting of surveys with leaders with characteristics.
 Analysis of information.
 Analysis of results.
 Conclusions.
Now, because of the nature of reality, the present investigation focuses on the psychological aspects of the
individual, his way of solving problems, and his attitudinal and behavioral characteristics. In other words,
through an interpretative vision of the results of the variables, the correlation between them and the subject of
study will be verified, confirmed, or refuted with the intrinsic innovation present in the subjects; this will
correspond to our analysis phenomenon.
Dependent variable:
Innovation scale of the leaders.
Independent variables:
a. Confidence and self-determination.
Table 1. Variables of confidence and self-determination.
2.-How much are you willing to risk a new activity that you do
not know everything about?
3.-How often do you complete your goals?
4.-How much will you persevere to achieve your goals?
7.-How much do you trust yourself and others?
13.-Level of tenacity with which you determine that the problems
will not stop you?
Source: Own elaboration

Level of taking risks
Complete goals and objectives that are proposed
Self-determination
Confidence in yourself.
Perseverance

b. Creativity and ingenuity
Table 2. Variables of creativity and ingenuity
1.-How often do you use your wits on a day-to-day basis?
9.-How creative do you consider yourself?
10.-Do you usually personalize your activities and jobs and put
yourself in it?
Source: Own elaboration

Frequency of the use of ingenuity and inventiveness.
Creativity
Authenticity and originality

c. Self-knowledge and self-monitoring
Table 3. Variables of self-knowledge and self-monitoring
6.-In all honesty that you trust in yourself?
7.-Do you think that your ideas are intelligent, relevant and
important?
8.-Do you know the worst and the best of yourself?
11.-Do you usually do things your way, so that it is evident that
something was created by you?
12.-Do you know when you did something by putting the best of
you and when not?
Source: Own elaboration
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d. Teamwork and collaboration
Table 4. Variables of teamwork and self-determination
5.-Do you usually support others when your knowledge is
greater?
6.-Do you support your colleagues and -or collaborators to meet
their challenges.
12.-What is your priority in life?
14.-You look for help and offer your help when someone needs it
or when you can give away your time and your knowledge.

Level of collaboration
Teamwork
Level of ambition-altruism
Level of altruism.

Source: Own elaboration

4. Assumptions
A. When there is leadership, empathic tending to X and Y theories, adaptable, as well as transformational, the
presence of innovation environments is favored and therefore there will be more innovation.
B. Culturally smart companies improve the appropriation of innovation and the permanence of innovators in it.
5. Literature review
From another point of view, the most important aspects necessary to generate innovation environments include
variables such as motivation, cognition, metacognition, and behaviors that are included in tools for the
measurement of cognitive capacity (Zulma, 2006).
In terms of capital and cultural knowledge, Gillezeau (2011) analyzes certain elements that facilitate the skill
or ability of companies to function effectively with people belonging to diverse environments and cultures,
using their different skills, knowledge and abilities in an efficient manner to harmonize the relationship
between the subjects within an organization and the organization itself, elements such as: culture, attachments,
nature, values, emotions, sense of equity of the environment, actions of collaborators, organization and
processes are mentioned.
Now not all the context of an organization involves its human or intellectual capital, the rules of the game and
interaction are given by leadership styles. For it, Rich Lyons (2011) highlights the capabilities that an
innovative leader should have where he mentions: ability to define opportunities, identify problems, recognize
opportunities and know how to experiment, decision-making capacity, choice and assessment of ideas and
mention the cognitive aspect of the leaders themselves that involves knowledge of models and risk selection.
Finally, the leader must possess the ability to increase and manage the capacity of the organization through the
use of influence without using authority, conflict management, the impulse of the creativity of his team and
the use of adaptive governance.
One of the most recent terms is that of cultural intelligence itself that is described as the interest and confidence
of the person to function effectively in culturally diverse environments. This term encompasses the person's
knowledge, cognition, experiences and ideas on how the cultures are similar and different. It helps to improve
judgments about one's own or others' thought processes, as well as the person's ability to adapt their behavior
to different cultures. It requires having a flexible repertoire of responses to adapt to different situations while
remaining true to oneself, and is, therefore, an indispensable element in the leaders of the present to generate
environments where there are equality and understanding of cultural differences (Depaula and Azzollini, 2012).
Table 5. Comparison of leadership styles and administration
Comparisons of management styles and leadership
According to Mintzberg (1985), it is a detailed monitoring system of actions very similar to
an ideal, which makes planning and action strategies.
Organizations require articulated objectives, clear divisions of work, clearly defined tasks,
well-developed hierarchies, and formalized control systems.
Promotes productivity, employee satisfaction, more confidence, and stable employment. In
addition, this theory is also influenced by the Japanese management style, where the most
important element in companies is the correct management of their human resources.

Authors

Theories

Mintzberg, y
McHugh,
(1985).

Adhocracy

Ouchi (1982).

Theory Z
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Table 5 (cont.). Comparison of leadership styles and administration
Comparisons of management styles and leadership
Management is responsible for promoting, through good practices, meeting the needs of the
company along with social needs, the needs of self-fulfillment, and the ego of subordinates; as
well as the mutual objectives of the company. It places special emphasis on management as
well as on the same motivational management that promotes better conditions and good
devices to encourage motivated practices, self-regulated behavior, an adequate work
environment and, consequently, better productivity results.
Managers control their own performance, stronger motivation, higher performance objectives,
and a broader vision; the direction is towards managing teams, it also includes the
“measurement” of good practices and the results of them.
It raises high standards of quality in processes, as well as in reports and procedures.
This approach requires the subordinate to establish short-term performance objectives for
himself.
The superior enters the process actively reflects and makes a careful assessment of their own
strengths and weaknesses, as well as their subordinates to formulate specific plans to achieve
their objectives.
Model in which the process and the consequences of the efforts to exert control and influence
on the decisions affect the functioning of the organization and the quality of the life of the
community.
The value orientation of empowerment suggests goals, objectives, and strategies for
implementing change. Likewise, it provides principles and a framework to organize the
activities of the company and the internal management of knowledge, empowerment is
visualized as an intentional and continuous process focused on the local community, which
implies mutual respect, critical reflection, responsibility, loyalty, trust, caring and group
participation.
It describes three levels of Top, Middle and Frontline management as defined degrees of power
that expand leadership capabilities, creating a solid distribution of significant leadership
performance throughout the organization.
Distribute leadership at all levels of management.
These authors have proposed four steps to make it real in an organization
1. See the reality of leadership
2. Develop alternative leadership profiles
3. Select potential leadership profiles.
4. Institutionalize new leadership practices.
Masood (2006) Considers a Gestalt strategy based on organic structures and some other
elements such as: enthusiasm of creation; the unexpected but convincing sense of mission; and
the appointment of a highly charismatic leader, who could resist bureaucratic pressures and
exploit the first two factors to boost the organization in a course of enthusiasm and excellence.
Emotional leadership based on staff knowledge and self-knowledge

Leadership as a central factor in the evolution and cultivation of an organization, the process
of organizational change and the high demand for effective and highly competent leadership
capable of perceiving the most desirable form of an organization along with organizational
changes.

Authors

Theories

Mc Gregor
(1960).

Theory Y

Druker
(2013),
(2007).

Management
by Objectives

Zimmernan,
(2000);
Rappaport,
(1981);
Zimmerman,
y
Warschausky,
(1998).

Kim, y
Mauborgne,
(2017).

Masood,
Dani, Burns, y
Backhouse
(2006).
VitelloCicciu,
(2003).
Abbas, y
Asghar,
(2010).

Empowerment

Leadership
CANVAS

Charismatic
leadership
Emotional
intelligence
and innovative
leadership
Innovative
leadership

Source: Prepared by the authors April 30, 2018

Table 6. Important factors for generating innovation environments.
Exploratory phase of the characteristics of leaders
Gillezeau (2011)
Prahalad y Hamel (1993)
Rich Lyons (2011)

Domingo Depaula, P., &
Celeste Azzollini, S. (2012)
Fontalvo, S. M. I. (2017)
Middlemist & Hitt (1981)
Source: Own elaboration
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Knowledge in culture, attachments, nature, values, emotions, feeling of equity in the environment,
actions of collaborators, organization, and processes.
The capacities the more they are used the more they are perfected. - To use in a constant way those
capacities that stimulate the creativity and therefore the innovation.
The capacities that leaders of innovative environments should have: the ability to define
opportunities, identify problems, recognize opportunities and know how to experiment, decisionmaking capacity, choice and evaluation of ideas and mention the cognitive aspect of leaders
themselves that involves knowledge of models and risk selection.
Cultural intelligence, values and motivation factors, ability to function effectively in a variety of
national, ethnic and organizational environments.
Leadership, and behavior skills in pursuit of innovative strategic thinking
Positive and high influence on employees, know how to perform routine tasks, is respectful and
direct in their interactions and personal relationships within the work.
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To achieve the objective of this work, assess the traits and characteristics of the individual associated with
innovation, it could be analyzed the increase in the degree of improvement of certainty in business success;
that is, assigning the most suitable activity to the most suitable person. The present study focuses on the
personal and environmental aspects that foster innovative subjects and leaders, as well as attitude and aspects
of the personality Rodríguez and Prieto (2009).
6. Results
A. Test of Variables
Confidence and self-determination
Statistics
Confidence and self-determination (2, 3, 4, 7, 13) (Grouped)
N

Valid

Valid
Lost

42
0

Frequency
5
29
8
42

Unfavorable
Favorable
Very Favorable
Total

Percentage
11.9
69.0
19.0
100.0

Percentage valid
11.9
69.0
19.0
100.0

Percentage
accumulated
11.9
81.0
100.0

Figure 1. Confidence and self-determination (2, 3, 4, 7, 13) (Grouped)
Source: Own elaboration

Creativity and ingenuity
Statistics
Creativity and ingenuity (1, 9, 10) (Grouped)
N

Valid

Valid
Lost

42
0

Very unfavorable
unfavorable
Favorable
Very Favorable
Total

Frequency
1
9
26
6
42

Percentage
2.4
21.4
61.9
14.3
100.0

Percentage valid
2.4
21.4
61.9
14.3
100.0

Percentage
accumulated
2.4
23.8
85.7
100.0
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Figure 2. Creativity and ingenuity (1, 9, 10) (Grouped)
Source: Own elaboration

Self-knowledge and self-monitoring
Statistics
Self-knowledge and self-monitoring (6, 8, 11, 12) (Grouped)
N

Valid

Valid
Lost

42
0

Unfavorable
Favorable
Very Favorable
Total

Frequency
13
15
14
42

Percentage
31.0
35.7
33.3
100.0

Percentage valid
31.0
35.7
33.3
100.0

Percentage accumulated
31.0
66.7
100.0

Figure 3. Self-knowledge and self-monitoring (6, 8, 11, 12) (Grouped)
Source: Own elaboration
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Teamwork and collaboration
Statistics
Teamwork and collaboration (5, 14) (Grouped)
N

Valid

Valid
Lost

42
0

Very unfavorable
Unfavorable
Favorable
Very Favorable
Total

Frequency
1
7
21
13
42

Percentage
2.4
16.7
50.0
31.0
100.0

Percentage valid
2.4
16.7
50.0
31.0
100.0

Percentage accumulated
2.4
19.0
69.0
100.0

Figure 4. Teamwork and collaboration (5, 14) (Grouped)
Source: Own elaboration

Through this exercise, we were able to determine that less than 7 people out of 60 possess the trait of selfdetermination therefore only those 7 personnel would qualify favorable in the analysis.
Creative variable
At the level of creativity, as can be seen, there are more than 23 subjects who can qualify as favorable in their
degree of creativity, therefore only they would go to the next stage.
Variable disruptivism
In the degree of adaptation to abrupt or disruptive changes is the balance for some people tending towards
more positive results. In this aspect, we find a higher percentage of favorable. This may only reflect the task
but a generalized situation of human capital.
Most believe that their level of disruption is favorable, that is, their way of accepting changes in dynamic
environments.
Variable entrepreneurial intention
The majority of the respondents 96% think that their level of entrepreneurship is favorable, that is, their way
of promoting an entrepreneurial culture.
Variable motivation for entrepreneurship
The majority of respondents also share their entrepreneurial motivation and innovation. Lack of motivation is
one of the main factors in not welcoming innovation in all its areas, since if the benefits are not known from
the beginning of a new proposal the employee may believe that he will be fired.
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B. Analysis of results
As it can be seen, the styles of leadership and administration vary from one era to another. In the most modern
versions, it can be identified some concepts such as: systemic or organizational change, systemic management,
and leadership, emotional skills and abilities, emotional intelligence and ability to collaborate.
Another challenge to generate innovation environments is the awareness of the internal and external
cooperation for innovation. That is to allow endogenously and exogenously the companies to access knowledge
and technology that they would not have been able to achieve on their own, to manage the knowledge in such
a way that internal processes are disseminated, collaborate with companies from different sectors to share
successful processes and ultimately generate synergies, as partners, collaborators and companies learn from
each other.
Resilience is a basic value required to obtain new managerial structures, leadership styles, and innovative
practices. The actions of organizational imitation can also be useful for the view of the short period of time,
but not long because innovation requires personalized internal creative performance (Velasco and Ramírez, 2013).
7. Proposals
The list of components that innovative companies require as a proposal of this will be, therefore:
1) Flexible, situational, transformational leadership depending on the company, its organizational culture, its
goals and the phase of ownership of innovation.
2) The administration must allow the empowerment of employees and staff to hold them responsible for the
good or malfunctioning of the system and generate an internal understanding of their part in the process.
3) As regards the organizational climate, the number of aspects related to culturally intelligent companies
should be improved.
4) The leaders of the innovation must have in their diary to act as common denominators of trust in their
collaborators, commitment to the organization and with themselves, values, have recognition by the
organization to improve their power to influence; likewise, be a person with authenticity and objective and
positive attitude.
5) Improve the level of resilience.
8. Conclusions
Concluding with this analysis, we refer to a phrase by Porter that mentions that nothing harms more than the
words and behavior of important individuals being unconscious of their words and actions. The above is a
reflection of the need to consciously involve the superiors of companies to achieve true changes. On the other
hand, the changes will be impossible if the attitude of the collaborator is not consistent and congruent with the
philosophy of the organization's interests and values.
Similarly, managerial styles cannot be exactly aligned with company ideals or leaders' beliefs due to the fact
that intrinsic interests or beliefs are involved in most cases. The ethical components such as: preferences and
corruption that affect the acquisition of long-term innovation and the loyalty of employees are also involved
in decision-making.
According to the results, co-responsibility between superiors and subordinates is necessarily necessary if the
company is really considering this as an opportunity to continue growing and evolving.
The evidence and results show the effect of corporate culture on organizational performance, organizational
commitment, job satisfaction, as well as the effect of managerial leadership style, organizational commitment,
job satisfaction, etc.
As technological changes have emerged, new management practices are also needed.
Delegating is the right way to take leadership in these times when companies can have both, satisfy basic
human needs as well as the growth desires and aspirations of its members at the same time.
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