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Abstract 

The selection of individuals to leadership positions is crucial for the effectiveness of most 

organizations, and especially for the military. Optimizing the selection process is therefore a 

critical part of securing an organization for the future. This paper investigates whether the new 

leadership model introduced by the Norwegian Armed Forces, Balanced Leadership Behaviour, 

is correlated with effectiveness as well as to what degree it can be predicted at selection who will 

exhibit this behaviour. It was found that all the three sub-factors of Balanced Leadership 

Behaviour correlated with effectiveness. Support was further found for the claim that personality 

traits would have a small predictive value in leadership selection beyond that of General Mental 

Ability, a measure that is heavily used in selection today. Extraversion was found to be the only 

personality trait that predicted all three sub-categories of Balanced Leadership Behaviour. As a 

whole this study provides support for the use of Balanced Leadership Behaviour as a leadership 

framework within the Norwegian military context, and that personality as a selection tool might 

be useful, as it explains variance beyond that of General Mental Ability. 

Keywords: Leader selection, Balanced Leadership Behaviour, Personality, Effectiveness, 

Military 
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Sammendrag 

Seleksjon av individer til lederstillinger er avgjørende for effektiviteten til de fleste 

organisasjoner, spesielt i en militær setting. Optimalisering av seleksjonsprosessen er av den 

grunn en kritisk del av å sikre en organisasjon for fremtiden. Denne studien undersøker om den 

nye ledelsesmodellen introdusert av det norske Forsvaret, Balansert Lederatferd, er korrelert med 

effektivitet, samt i hvilken grad det kan predikeres ved seleksjon hvem som vil utvise den denne 

lederatferden. Gjennom studien ble det funnet at alle de tre underfaktorene til Balansert 

Lederatferd viste en statistisk signifikat korrelasjon opp mot effektivitetsmålene. Det ble videre 

funnet støtte for påstanden om at personlighetstrekk ville ha en prediktiv verdi i lederseleksjon, 

utover det alminnelig evnenivå ville vise. Dette funnet er relevant på bakgrunn av bruken av 

dette måleinstrumentet i seleksjonsprosessen i dag. Ekstroversjon ble funnet å være det eneste 

personlighetstrekket som predikerte alle tre underkategoriene av Balansert Lederatferd. Som en 

helhet gir denne studien støtte for bruken av Balansert Lederatferd som et ledelsesrammeverk i 

en norsk militær kontekst, samt at personlighet har en verdi som et seleksjonsverktøy, da den 

forklarer variasjon utover det alminnelig evnenivå har vist seg å gjøre. 

Nøkkelord: Lederseleksjon, Balansert Ledelsesatferd, Personlighet, Effektivitet, Militæret 
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“Few things are more important to human activity than leadership” 

- D. Quinn Mills, Harvard Business school 

Introduction 

The importance of leadership has long been emphasized within the scientific literature, and 

organisations have to an increasing degree become aware of the vital role that leaders play in 

gaining and maintaining a competitive advantage (Nielsen, et al., 2017). The ability to identify, 

select and develop effective leaders is one of the most vital success factors for any organization 

(Carnes, Houghton & Ellison, 2015; Yukl, 2012; 2013; Lowe, Kroeck & Sivasubramaniam, 

1996). As leadership involves communication upwards, downwards, and outwards even a minor 

leadership position has the potential to influence an organisation, in both positive and negative 

ways (Ichniowski & Shaw, 1999; Hatch & Dyer, 2004). Zaccaro, Rittman and Marks (2001) 

argue that perhaps the most critical factor in the success of organizational teams are effective 

leadership processes. The importance of leadership is further reflected in the number of resources 

that are currently being spent on leader selection and development every year, as well as the 

abundance of literature published on the topic (Gardner, Lowe, Moss, Mahoney & Cogliser, 

2010). The importance of leadership underlines the need for an effective and targeted selection 

process. Considerable evidence has shown that the acquisition and retention of skilled leaders 

has a strong impact on business results (Yukl, 2008; Pfeffer, 2005).  The selection of people to 

positions of leadership can have widespread consequences beyond the role itself, with research 

showing that the behaviour of leaders can influence several aspects of an organisation (Grant, 

Christianson, & Price, 2007; Yukl, 2008). For instance, when determining access to resources 

(e.g., by allocating interesting tasks or limiting autonomy) the leader will at the same time effect 

the motivation of their subordinates (Inceoglu, Thomas, Chu, Plans, & Gerbasi, 2018). The 

selection of employees that have good leadership qualities is of great importance to an 

organizations long-term health, and ability to function effectively (Barney, 1998; Adner & 

Helfat, 2003; Pfeffer, 2005). 

Leadership has further been emphasised as a key determining factor for military 

effectiveness (Reiter & Wagstaff, 2018). The military faces unique challenges and demands 

where leadership could, in the most extreme consequences, be the difference between life and 
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death (Hannah & Sowden, 2013; Hogan, Curphey & Hogan, 1994; NAF, 2020). Leadership and 

the military have a strong historical link, and military organizations perceive leadership to be 

fundamental for their effectiveness (Martinsen, Fosse, Johansen & Venemyr, 2020; Reiter & 

Wagstaff, 2018). Wong, Bliese and McGurk (2003) claim that leadership and the military are 

inseparable, emphasising that militaries have been enamoured by leadership long before it 

became a topic of discussion in the corporate, academic, or even public realms. Therefore, one 

would presume that the military have gone the furthest in articulating a clear vision of effective 

leadership. However, when it comes to identifying perspectives on what constitutes effective 

military leadership, the answer is not straightforward (Martinsen, et al., 2020). Military 

leadership can be viewed as both multifaceted and multilevel, as well as context-specific and 

context-free. What constitutes effective leadership varies between both countries and military 

organizations. For instance, the U.S. Army doctrine (2019) define leadership as “the activity of 

influencing people by providing purpose, direction, and motivation to accomplish the mission 

and improve the organization” (1-74). Whilst NATO defines good leadership as instilling 

“courage, energy, determination, respect and unity amongst those under command” (NSO, 2019, 

1.21-l). The different viewpoints seem to underline the point that there is not one agreed upon 

definition of what constitutes effective leadership within the military context (Hannah & 

Sowden, 2013).  

In 2012 the Norwegian Armed Forces introduced their own leadership model called 

“Balanced Leadership Behaviour” (“BLB”; NAF, 2012). BLB is integrated into the Norwegian 

Armed Forces view of leadership, which is an internal document that states the Armed Forces 

view on leadership, as well as the expectations of their leaders. The model is taught to new 

leadership candidates in the military academies, actively practiced after training and measured in 

the Norwegian Armed Forces employee surveys. However, there has been a limited amount of 

research conducted on the concept of BLB (Martinsen, et al., 2020). Bearing this in mind it is 

imperative for researchers to investigate to what degree BLB contributes to the desired 

outcomes, and if it is possible to predict in the selection process who will exhibit BLB. This is 

important as it can provide the Norwegian Armed Forces with a wider range of evidence-based 

practise to inform their decision making and may guide practitioners involved in personnel 

selection.  
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Based on this, the overarching objective of this study is twofold; (1) does BLB contribute 

to military effectiveness, and (2) can it be predicted in the selection process who will exhibit 

BLB? Firstly, we will examine to what degree BLB correlates with subordinate-related 

effectiveness measures – an experience that their leader contributes to extra effort, effectiveness, 

and satisfaction – and to what degree subordinates feel engaged in their work or experience 

burnout. As BLB is the leadership style currently used in the Norwegian Armed Forces, it is 

important that it contributes to military effectiveness, especially considering the number of 

resources that are being spent’ each year teaching, and practicing, BLB in the military academy 

(NAF, 2020). The scarcity of research that has been conducted up to this point underlines the 

need for a further and deeper understanding of the concept, as well as the consequences of it. 

Secondly, this study will investigate to what degree it is possible to predict in the selection 

process who will exhibit BLB. Supposing that BLB does indeed correlate with effectiveness the 

next relevant question is to what degree it is possible to predict who will exhibit this behaviour, 

in the military selection process. Recruitment and selection should focus on factors that have 

been empirically shown to predict BLB, as the point of the recruitment and selection process is 

to identify, and select, the individuals with the greatest potential for contribution to the 

organization. Investigating to what degree personality traits will be able to predict future BLB is 

also of interest considering how common it is to make use of personality as a predictor for future 

leadership behaviour (Saksvik-Lehouillier & Hetland, 2015; Barrick, Mount & Judge, 2001), and 

the fact that the Norwegian Armed Forces already measure the personality traits of all their 

leadership candidates. 

The Study's Contribution to Research and Practice 

From a research perspective, it will be important that the choice of leadership behaviour 

that is being practised is substantiated by empirical evidence (Sellman, Russell & Strickland, 

2017). Currently, despite forming the basis for military leadership in the Norwegian Armed 

Forces, to our knowledge, only one previous proceeding has investigated to what degree BLB 

contributes to the desired effectiveness outcomes. This is mainly a consequence of the concept 

being relatively newly implemented by the Norwegian Armed Forces, and thus effectiveness and 

other measures have not yet been sufficiently tested or measured. In the one proceeding that was 

conducted Martinsen and colleagues (2020) examined to what degree BLB correlated with 
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officer performance evaluations and found that the leader construct accounted for 36% of the 

variance in performance. However, this proceeding only assessed evaluations of leader 

performance and did not include other measurements of effectiveness, such as subordinate rated 

effectiveness. As BLB creates the basis for leadership in the Norwegian Armed Forces it will be 

important to examine to what degree it contributes to effectiveness, and especially effectiveness 

measures that have not been examined previously. We aim to expand on the cross-sectional 

study of Martinsen and colleagues (2020) by conducting a study on the relationship between 

BLB and other effectiveness measures. If the results of this study show that BLB is correlated 

with effectiveness in the Armed Forces, then this would strengthen the rationale of the current 

practice. It could also provide potential guidance for future researchers. Should the results 

however show that the current practice is not optimal, this would point to an important avenue 

for further research. And, hopefully, help specify what areas of the concept that need to be 

studied to a greater extent. 

Another important aspect of the concept being relatively new is that there has to little 

degree been investigations into what factors will be able to predict this leadership behaviour. To 

our knowledge, no previous study has investigated this after BLB was introduced into the 

Norwegian Armed Forces. This fact represents an imperative need for more research as it is vital 

for the Norwegian Armed Forces to have an empirical basis for their selection process. As it is 

currently common practice for the Norwegian Armed Forces to measure the personality profiles 

of its leadership candidates it seems advantageous to investigate which personality traits will be 

able to predict future leadership behaviour. This is in line with the intentions of the Norwegian 

Armed Forces; the purpose of the collected data is to expand the knowledge about what predicts 

good leadership performance, including quality assurance and developing new selection criteria 

for the Armed Forces' educations (NAF, 2021a). The Armed Forces further aims to gain broader 

knowledge about characteristics that can contribute to more targeted measures for leadership 

development (NAF, 2021a). This is also underlined by Martinsen and colleagues (2020) who 

urge future researchers to include offices´ personalities as a variable. By identifying antecedents, 

we will aid in the development of strategies for selecting and developing effective leaders. 

In this way our study does not only contribute to the current limited literature on the 

effectiveness of BLB, but also examines which factors may be able to predict this behaviour. By 
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exploring the predictive value of personality traits in relation to future leadership behaviour, we 

hope to contribute to the empirical basis for the Armed Forces selection process. These 

contributions will also have direct practical implications. Firstly, by investigating the leadership 

model currently being used, against effectiveness measures currently being measured. Secondly, 

by investigating the predictive value of a variable that all leadership candidates are being 

measured on, and that has been showed to have a strong correlation with leader effectiveness in 

earlier studies (Martinsen, 2005).  

Leadership and Effectiveness 

General Leadership  

Leadership has historically been defined in various ways. As noted by Stogdill (1974) 

“there are almost as many different definitions of leadership as there are persons who have 

attempted to define the concept” (p.7). At the end of the last century Bennis and Townsend 

(1995) estimated there to be at least 650 definitions of leadership. Whereas Kellerman estimated 

in an interview with Volckmann (2012) that there are approximately 1,400 different definitions. 

One of the more commonly cited definitions of leadership is “a process whereby an individual 

influences a group of individuals to achieve a common goal” (Northouse, 2019, p.5).  

There are several approaches to the study of leadership. The behavioural approach is 

distinct from the trait- and skills approach, in that it emphasizes what leaders do and how they 

act (Northouse, 2019). One consistent theme, in terms of the leadership literature, is that 

behaviours can be divided into four categories: task-oriented behaviours, relational-oriented 

behaviours, change-oriented behaviours, and passive leadership (DeRue, Nahrgang, Wellman & 

Humphrey, 2011; Yukl, 2013). It was common in the early leadership literature to make a 

distinction between task-oriented and relational-oriented behaviour (e.g., Stogdill, 1950; Blake & 

Mount, 1981), whilst later researchers found change-oriented behaviours to be a third distinct 

category of behaviour (Yukl, 2008). Researcher have argued that the category of change-oriented 

leadership may have developed as a consequence of the accelerated rate of change in many 

organisations (Ekvall & Arvonen, 1991). It has further been emphasised that these categories 

merely encompass the active forms of leadership behaviour, and that passive leadership is 

important to include as a category as well (Skogstad, Einarsen, Torsheim, Aasland & Hetland, 

2007; DeRue, et al., 2011). Extensive research has been done on the antecedents, prevalence, and 
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consequences of passive leadership, both in a general setting (e.g., Skogstad, et al., 2015; 

Aasland, Skogstad, Notelaers, Nielsen & Einarsen, 2010), and in a military setting (e.g., Fosse, 

Skogstad, Einarsen & Martinussen, 2019). For the sake of this paper however, the focus is on the 

constructive forms of leadership, and passive leadership will therefore not be considered. 

Instead, the paper will focus on the first three categories of leadership behaviour which are 

summed up in the Norwegian Armed Forces definition of BLB.  

Military Leadership 

As previously discussed, there is no universal definition of military leadership (Hannah, 

Campbell, & Matthews, 2010; Hannah & Sowden, 2013). Researchers have tended to 

differentiate between two complementary ways in which military leadership can be studied, 

based on the context-free and context-specific orientations in research outlined by Blair and Hunt 

(1986). The context-free approach makes use of theories that have a wide range of applicability, 

by applying general leadership models to specific contexts. One example of the context-free 

approach is examining transformational leadership within a military context. There exists 

considerable research of this nature, as many leadership theories have been applied to the 

military context (Wong, et al., 2003). By contrast, the context-specific approach focuses on the 

unique characteristics of different types of organizations (Blair & Hunt, 1986). Hannah and 

Sowden (2013) argue that what is unique about military leadership is not the leadership itself, but 

rather the military context that it is operating within. Military jobs are typically more physically 

and psychologically demanding than civilian jobs (Krueger, 2001). Regardless of what aspect of 

leadership different militaries have chosen to focus on, the desired outcome remains the same – 

for leadership to contribute to the effectiveness of the military. As the importance of leadership 

for military effectiveness has long been emphasized by historians (Reiter & Wagstaff, 2018), the 

relevant question then becomes what leadership styles contribute to this effectiveness, and to 

what degree do they do so. 

Leadership in the Norwegian Armed Forces 

BLB creates the basis for leadership behaviour within the Norwegian Armed Forces, 

building upon the work of Yukl (2013) and consisting of the three context-free meta-categories 

of task-, relational-, and change-oriented behaviour. As well as these three categories, the 

Norwegian Armed Forces emphasize the importance of role-model behaviour and have as such 
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included it as a fourth distinct category. Role-model behaviour is not part of Yukl´s (2013) 

original framework but has been included as the Armed Forces view it as a fundamental part of 

military leadership, and integral to their values and expectations for military leadership 

behaviour (NAF, 2020). All categories are relevant for leadership and organisational 

effectiveness, both collectively and individually, and entails choosing the behaviour best suited 

to the task and the team's needs (NAF, 2020). As stated by Yukl (2008) task-oriented behaviours 

focus on improving effectiveness, relational-oriented behaviours on improving human relations 

and resources and change-oriented behaviours on improving adaptation. Kivlighan (1997) has 

demonstrated that task-oriented leadership behaviour is more effective for groups in early stages, 

and that relational-oriented leader behaviour is more important in later stages. Martinsen and 

colleagues (2020) on the other hand argue that the initial action of a leader is to establish trust 

(role-model behaviour), for then to increase the subordinates´ competence (relational- and 

change-oriented behaviour), and finally focus on tasks and accomplishments (task-oriented 

behaviour). What leadership behaviours are most suited at various times will vary depending on 

factors such as the nature of the group, the tasks at hand, situational factors, and the lifespan of 

the group (NAF, 2020). This also reflects the fact that the military is far from monolithic, 

consisting of a diverse collection of organizations, roles, cultures, and people (Wong, et al., 

2003). However, the main point is that groups will at various stages face different challenges and 

have different needs. This exemplifies the need for different leader behaviours and necessitates 

leaders with the ability to identify the need of the group and choose the most appropriate 

behaviour.  

Effectiveness  

The degree to which previous research has found leadership to contribute to organizational 

effectiveness has, to a large extent, depended on what factors have been studied (Lowe, et al., 

1996). This might be a consequence of the fragmented understanding of the concept of 

leadership. As previously discussed, there is not one agreed upon conceptualization of leadership 

within the literature. As such, differences in leadership behaviours, level of the leader, 

organizational setting and effectiveness measures chosen in different studies have produced 

different results (Lowe, et al., 1996). However, research findings have generally reported 

statistically significant relationships between leadership behaviours, and characteristics, and 
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effectiveness across a range of organizational contexts using a variety of effectiveness measures 

(Lowe, et al., 1996; Hogan, et al., 1994). For instance, despite only a few models explicitly 

taking leadership into account as a determining factor in team outcomes, it has been identified as 

a key variable for team functioning and the main reason for successful implementation of team-

based work systems (Gil, Rico, Alcover & Barrasa, 2005; Katzenbach, 1997).  

A key challenge to the study of the relationship between leadership and effectiveness is the 

many ways of measuring the constructs. One of the reasons for this is that the leaders' tasks are 

mainly diverse, and that the leader's behaviour can have both direct and indirect effects on the 

organization's efficiency (Martinsen, 2005). Leadership, and its contribution to effectiveness, can 

be measured both in a subjective context; as a review of a field exercise, and objective context; 

as a review of collected data based on reliable measure instruments such as economic results.  

In terms of general effectiveness, it may be perceived in terms of both a short and a long-

term perspective. It is especially the long-term perspective that is interesting when it comes to 

the effectiveness of leadership, as the effects of leadership can take time before they become 

apparent (Shamir, 2011). In some cases, the short-term effects may be different from the effects 

long term. For instance, a change may lead to a temporary decline in effectiveness, followed by a 

larger, and sustained, increase (Yukl, 2008). Other researchers have pointed out that indices of 

effectiveness often are hard to specify and are frequently affected by factors beyond the leader´s 

control (Hogan, et al., 1994). Despite this observation Hogan and colleagues argue for the use of 

effectiveness as a criterion, stating that “effectiveness is the standard by which leaders should be 

judged; focusing on typical behaviours and ignoring effectiveness is an overarching problem in 

leadership research” (p.494). From a research perspective Martinsen (2005) has pointed out that 

researchers will have the greatest amount of control when there is a time difference in between 

the gathering of data on leadership behaviour, and the data on leadership effectiveness. Repeated 

measurements over a longer time period will be able to give a more accurate assessment of the 

influence of leadership behaviour. For example, researchers have found that upwards of 40% of 

the variance in organizational performance can be explained by leadership, when applying 

appropriate outcome measures and time lags (Day, 2014; Day & Lord, 1988). These results are 

in line with the findings of DeRue and collages (2011) who found that leader traits and 

behaviours, combined, explained a minimum of 31% of the variance in leadership effectiveness. 
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In terms of the organizational context effectiveness may be defined and measured in 

several ways, such as economical, organizational or in relation to subordinates. Economic results 

have historically been the most frequently used measurement of effectiveness, as they are easy to 

measure and compare to previous results (Richard, Devinney, Yip, & Johnson, 2009). This may 

be optimal for more traditional organizations, who produce a service or product and try to turn a 

profit. However, this is not the case for military organizations as the Armed Forces are not 

primarily focused on achieving economic or transactional results. Furthermore, Lowe and 

colleagues (1996) have stated that economical and organizational measures, while possible 

reducing the problem of common methods bias, may not be especially valid measures of a 

leader's contribution to effectiveness, as they often are designed to primarily capture 

transactional outcomes. Therefore, measures focusing on subordinates' perceptions of 

effectiveness may be more suitable indicators of the impact that leaders can have on performance 

for military organizations. Lowe and colleagues (1996) argue in their meta-analysis that 

organizational measures will likely focus on a narrower perspective of performance (e.g., 

financial indicators, percentage of goals met) as opposed to subordinate ratings. By making use 

of subordinate ratings of leader behaviour and effectiveness, the organization will be able to 

measure effectiveness in a wider sense including factors such as subordinates individual 

motivation, team cohesion, organizational learning, and development of more ethical practices. 

This is in line with previous findings, which has provided strong support for the use of 

subordinate’s evaluation of leader effectiveness (Hogan, et. al., 1994). 

Bearing these considerations in mind we will examine a combination of three 

measurements for effectiveness. The effectiveness measures included are effectiveness, work 

engagement and burnout. The selection of these measurements is based on both previous 

findings and theoretical frameworks, as well as considerations regarding the measurements 

currently being used in the Armed Forces selection process. In the next section previous 

empirical findings and theoretical frameworks are presented, along with the hypotheses 

regarding the relationship between BLB and effectiveness.  

Balanced Leadership Behaviour and Effectiveness 

Leadership has been found to have a significant impact on employee performance and 

well-being (Hogan, et. al., 1994; Kuoppala, Lamminpää, Liira, & Vainio, 2008; Avolio, 
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Walumbwa, & Weber, 2009). Inept leadership on the other hand has been found to be associated 

with insubordination, turnover and malingering (Hogan, et al., 1994). As the construct of BLB 

builds upon decades of leadership research that has been replicated in different settings and 

countries (Yukl, 1999; 2012; Yukl, Gordon & Taber, 2002; Martinsen, et, al. 2020; Arvonen, 

2008), there is reason to believe that it will be correlated with effectiveness in the Norwegian 

Armed Forces. Previous research has indicated all sub-categories that make up BLB to be 

correlated with different measures of effectiveness (DeRue, et al., 2011; Yukl, 2008; Martinsen, 

et al., 2020). Furthermore, other researchers have pointed out that within organizations which are 

typically organized in a strong hierarchical structure, such as military units, a major portion of 

the variance in performance and effectiveness may reside in factors associated with leadership 

(Zaccaro, et al. 2001). Wong and colleagues (2003) argue that the size of militaries results in 

leaders, even rather junior ones, commanding a large number of subordinates, and that this leads 

to leadership at all levels having a significant impact in terms of personnel. In their historical 

review Reiter and Wagstaff (2018) found rigorous empirical evidence for the importance of 

leadership in relation to military effectiveness, stating that quality leadership boost effectiveness. 

This all strengthens our assumption that BLB will be correlated with effectiveness. 

In a master's thesis Lübbe (2017, p.44) found that BLB is currently being displayed at all 

levels of the Norwegian Armed Forces, whilst Austad (2018, p.28) found in a master´s thesis that 

BLB is displayed at all three branches of the Norwegian Armed Forces (army, navy and air 

force). These findings demonstrate that BLB is not only taught to leaders in the Norwegian 

Armed Forces but is also actively practiced. However, the concept as a whole has only once 

before been specifically measured against effectiveness within the Norwegian military context. 

In this study, by Martinsen and colleagues (2020), effectiveness was operationalised as officers 

in commands evaluation of their subordinate officers. This underlines the need for further 

research and supports the relevance of our study. 

BLB builds on Yukl´s three meta-categories of task-, relational-, and change oriented 

behaviour, with the inclusion of role-model behaviour. However, in a series of studies carried out 

for the Norwegian Armed Forces, Martinsen and colleagues (2020) conducted both exploratory- 

(EFA) and confirmatory factor analysis (CFA) to investigate the construct of BLB, making use 

of the aforementioned categories. In their analysis they identified three categories, and coined 
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them task-oriented, development-oriented, and role-model. They found that the two original 

categories of relational- and change-orientations merged into the category of development-

oriented. The researchers replicated these findings in several ways in two later studies. Stating 

that since the three factors were replicated across different sources and samples, that they had 

shown replication robustness (Martinsen, et al., 2020). The Armed Forces subsequently makes 

use of these three categories when measuring BLB. Our paper will therefore have to making use 

of these three categories, as they are the ones data has been collected on.  

 Since the sub-categories of BLB are qualitatively different (Yukl, 2008), it seems 

reasonable to assume that they will correlate in different ways with different effectiveness 

measures. Therefore, in the further section previous findings on the relationship between each 

sub-category and effectiveness are presented separately. The reasoning for choosing the specific 

effectiveness measures is also presented, along with the hypotheses. 

 Task-Oriented behaviour and Effectiveness 

  Task-oriented behaviour focuses primarily on improving efficiency and includes 

behaviours such as short-term planning, determining requirements for staffing and allocation of 

rescues, clarifying priorities and objectives, monitoring operations and coordinating activities, as 

well as day to day operational problems (Yukl, 2008). Extensive research using different 

measures such as survey questionnaires, observation, and experiments have shown that task-

oriented behaviours can enhance the performance of both individual employees and groups 

(Yukl, 2008; 2013). The degree to which leaders succeed in defining the directions of the team 

and organize the team to maximize progress along these directions, will significantly contribute 

to the effectiveness of the team (Zaccaro, et al. 2001). This is also relevant in the military 

context, where research conducted at the U.S. Army War College concluded that a strategic 

leader's primary task is to create vision for organisations (Wong, et al. 2003). In a study from 

2019 Henkel, Marion, and Bourdeau found that leaders who scored high on task-oriented 

leadership behaviour also scored higher on leadership effectivity. In this paper it was also found 

a relationship between leaders who scored high on both task- and relation-oriented behaviours, 

and subsequent scores on the finishing evaluation (Henkel, et al., 2019). It has further been found 

in several studies that when leaders exhibit task-oriented behaviours, such as providing clear 

team goals, clear specifications of team member roles and unambiguous performance strategies, 
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members of the team are less likely to display emotional reactions to situations or environments 

(Zaccaro, et al. 2001; Isenberg, 1981; Sugiman & Misumi, 1988).  

Hallam and Camobell (1992) argue that successful leaders are leaders who communicate a 

clear mission or purpose, identify available resources and talent, develop the talent, plan and 

organize, coordinate work activities and acquire necessary resources. This might be even more 

evident in the Armed Forces, considering the unique situations and environments that they face. 

In their experimental study Marks, Zaccaro and Mathiue (2000) found that leaders who 

communicated enriched task information to team members resulted in more similar and accurate 

mental models. The degree of similarity and accuracy of the team members mental models 

subsequently influenced the team's performance in a positive way (Marks, et al., 2000). As 

military teams often operate in dangerous and time sensitive situations (NAF, 2020), having a 

similar perception of these situations may be even more important for team performance than for 

regular teams. These findings all exemplify how task-oriented leadership behaviour can 

contribute to team effectiveness, in several different ways. 

Development-Oriented Behaviour 

The Norwegian Armed Forces makes use of their own conceptualisation of development-

oriented behaviour to measure change- and relational-oriented behaviour. This conceptualisation 

is not nested within a theoretical framework, and as such there has been limited research into this 

concept (Martinsen, et al., 2020). As the concept consist of the categories of change- and 

relational-oriented behaviour we find it reasonable that previous findings on these two categories 

will also apply to development-oriented behaviour. Based on this assumption, we will present 

previous findings on the relationship between effectiveness and change- and relational-oriented 

behaviour separately. 

Change-Oriented Leadership Behaviour and Effectiveness 

The Armed Forces´ (2020) describes change-oriented leadership behaviour as behaviour 

that primarily contributes to understanding the environment and making necessary adjustments 

to adapt to it. In addition to uncovering and implementing changes (NAF, 2020). Change-

oriented behaviour has been found to be an important form of behaviour that helps to forward 

organizational goals and improve organizational effectiveness (Miao & Qian, 2016). The 
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effectiveness of an organization depends perhaps more than ever on its ability to adapt to 

external changes (Yukl, 2013). Organizations are faced with a growing degree of ongoing 

change because of factors such as globalization, turbulent environments, and the application of 

new technologies (Gil, et al., 2005). This is also the case for the Armed Forces, who are 

undergoing substantial change adjusting to a fluid world situation and the changing nature of war 

(NAF, 2020; Wong, et al., 2003). Whilst conducting research for the U.S. Army War College 

Magee (1998) noted that leading change within the military is one of the key strategic tasks that 

leaders must perform. As leaders have a great deal of influence, they will to a large extent 

influence the degree to which an organization is able to anticipate, and adapt to, change. For 

instance, DeRue and colleges (2011) found a connection between change-oriented behaviour, 

and performance-related criteria predictors of group performance. Similar results were 

demonstrated by Gil and colleagues (2005) who found significant correlations between change-

oriented leadership and group potency, team climate, team innovation, team effectiveness, and 

team satisfaction. Change-oriented leadership was also found to be significantly correlated with 

both team learning and team performance in a study of public hospitals in Spain (Ortega, Van 

den Bossche, Sánchez-Manzanares, Rico, & Gil, 2014). These findings support the assumption 

that change-oriented leadership behaviours will be correlated with effectiveness within the 

Norwegian Armed Forces.  

Relational-Oriented Behaviour and Effectiveness 

Leadership happens in the interactions between the leader, the group, and its members 

(Northouse, 2019). The Norwegian Armed Forces describe relational-oriented leadership 

behaviour as behaviour that primarily contributes to building mutual trust, cooperation, and 

identification with the group and its tasks. According to social exchange theory people choose 

their actions, in large part, based on the type of attachment they have to other people, such as 

their leaders (Walumbwa & Schaubroeck, 2009). As such, the relational-oriented aspect of 

leadership is a vital part of effective leadership, and has been found to correlate with both lower 

turnover and higher employee satisfaction (Bass & Bass, 2009; Yukl, 2008). Leadership 

development research has suggested that leaders will have stronger interpersonal skills as a 

consequence of their leadership roles enhancing their interpersonal- and communication skills 

(Rubin, Bommer, & Baldwin, 2002; Hogan, et al., 1994). Hogan and colleagues (1994) argue 
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that the key to a leaders effectiveness is their ability to build a team. Furthermore, Henkel and 

colleagues (2019) found that leaders who scored high on relational-oriented leadership scored 

higher on both leadership effectivity and on their finishing evaluations. Along with this a 

positive mood among team members, a common result of relational-oriented leadership 

behaviour, has been found to lead to more cooperation, creativity and participation among team 

members, less amount of conflict and stress, and stronger social cohesion (Carnevale & Isen, 

1986; Rafaeli & Sutton, 1989; Zaccaro, 2001; Yukl, 2008). On the other hand, collective 

negative moods can result in a greater amount of internal conflict and team member being less 

willing to work with each other (Zaccaro, 2001). This shows not only that relational-oriented 

leadership can contribute to effectiveness, but also how that the absence of this behaviour can 

lead to a decrease in effectiveness.  

Role-Model Leadership Behaviour and Effectiveness 

In the Norwegian Armed Forces basic view of leadership, a good role-model is defined as 

“someone who takes the lead and shows the way through good attitudes, ethical judgement and 

long-term risk assessment” (NAF, 2020. p.10). It has been argued that role-model behaviour is 

probably more strongly emphasized in the military than in other settings and has been found to 

be a central factor in military leadership (Martinsen, et al., 2020; Sweeney, 2010). In their study 

conducted in the Norwegian Armed Forces Martinsen and colleagues (2020) found that leaders 

role-model behaviour was statistically significantly correlated with military performance. The 

researchers found that role-model characteristics, such as integrity, were positively correlated 

with performance when measured by both supervisors and peers (Martinsen, et al., 2020). Other 

researchers have indicated that a leader’s degree of credibility and trustworthiness may be the 

single most important factor in subordinates' judgement of their effectiveness (Campbell, 1991; 

Harris & Hogan, 1992; Lombardo, Ruderman & McCauley, 1988). In their experimental study 

Gächter and Renner (2018) found that leaders are in a particularly powerful position to influence 

their followers, stating that leaders shape the belief of their subordinates and appear to function 

as role-models for them. The researchers showed that a leader's action effect the employee's 

expectation of the future behaviours of their co-workers. A positive action from a leader was 

found to elicit a stronger contribution from employees, as they expected their co-workers to also 

contribute more (Gächter & Renner, 2018). In their meta-analysis Inceoglu and colleagues 
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(2018) state that leaders play an important role in framing the collective experience of the group 

and shaping the social environment of the employees. In this way, leaders exhibiting role-model 

behaviour may lead to an increase in employee effectiveness, through their influence on the 

perception of the social environment and by creating a common understanding within the group. 

This is in line with Bandura’s (1977) Social learning theory which claims that people learn from 

each other through observation and modelling. Research has shown that a higher degree of 

similarity in mental models (understanding of concepts and/or situations) may lead to an increase 

in in group effectiveness (Mathieu, et.al., 2000). It could be argued that especially withing the 

military setting, a common understanding of the challenges ahead will be a determining factor 

for group effectiveness.  

Effectiveness Measures 

Different frameworks for effectiveness have been developed, and one of the more 

frequently used is the job Demands-Resources Model (JD-R). Taking this into account the JD-R 

model is applied as the theoretical framework for our correlation hypotheses. The JD-R model 

proposes that negative outcomes (e.g., burnout) can be the result of both missing resources, and 

the level of demands the individual experiences. As such the JD-R model may be considered an 

appropriate framework for measuring effectiveness in a military context. We define BLB as a 

resource, expecting it to counteract the different demands that the subordinates face in the Armed 

Forces. Viewing leadership as a resource in the JD-R model is in line with previous research. For 

instance, Schaufeli (2015) found an indirect connection between leadership and employee 

wellbeing, when regarding leadership as a resource within the JD-R model framework. As we 

cannot measure the effectiveness within the military (e.g., economic results), we will be focusing 

on effectiveness measures in relation to team and group effectiveness. This is in line with the 

recommendations of previous researchers, who have argued that subordinates are often in a 

unique position to evaluate leadership effectiveness (e.g., Hogan, et. al., 1994). 

Effectiveness, Satisfaction and Extra Effort 

We make use of the effectiveness measure in the Multifactor Leadership Questionnaire 

(MLQ), consisting of measures of effectiveness, satisfaction, and extra effort. The first sub-

category is important because it captures the subordinates' subjective experience of their leader's 

contribution to effectiveness. As previously stated, subordinates are in a unique position to 
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evaluate the effectiveness of their leader (Hogan, et. al., 1994), and subordinate perception of the 

leader's contribution towards effectiveness may influence factors such as subordinate motivation, 

satisfaction and well-being (Nielsen, et al., 2017). One of the strengths of the MLQ is that it not 

only measures effectiveness, but also employee satisfaction and extra effort. Historically, 

research on leadership behaviour has focused predominantly on performance treating employee 

well-being, typically measured as job satisfaction, as a secondary outcome related to 

performance, rather than as an important outcome in and of itself (Inceoglu, et al., 2018). 

Bearing this in mind, we include several different aspects of employee performance. The 

relationship between satisfaction and employee performance has been found in previous studies. 

In their meta-analysis investigating previous misinterpretations of research findings Judge, 

Thoresen, Bono and Patton (2001) estimated the true correlation between overall job-satisfaction 

and job-performance to be .30.  

According to the happy-productive worker hypothesis, employees that experience a high 

degree of satisfaction will exhibit a higher degree of performance and effectiveness than 

employees who experience a low degree of satisfaction (Wright & Cropanzano, 2000). This 

supports the use of subordinate satisfaction as a measure of effectiveness. Lastly, we make use of 

the measure of extra effort: to what extent the subordinate experiences that the leader's behaviour 

leads to others exerting more effort and strengthens their will to try and to succeed. This measure 

is important because it establishes whether the subordinates experience of the leader's 

contribution to effectiveness and satisfaction, leads to the subordinates contributing more than 

what is expected of them. Having members of the Armed Forces motivated to exert extra effort 

is vital for military success (Norwegian Armed Forces, 2020). 

Work Engagement 

Work engagement has in recent times been in focus when it comes to the study of 

performance, with the thought being that it is more effective to strengthen positives in the 

organization than just eliminating weaknesses (Kim, Kolb, & Kim, 2013). This reasoning is also 

in line with the two-factor theory of Herzberg, Mausner and Snydermann (1959). Employee with 

a high degree of work engagement has been shown to receive better ratings on in-role and extra-

role performance, which can be a sign that engaged employees perform better and are more 

willing to go the extra mile for their co-workers (Bakker, Demerouti, & Verbeke, 2004). Work 
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engagement has previously been used in conjunction with burnout as a measurement on military 

performance in a study conducted for the Norwegian Armed Forces (Johansen, Martinussen, & 

Kvilvang, 2015). Work engagement has also been found to both correlate and predict positive 

aspects in the work-environment, such as lower turnover intentions (Ivey, Blanc, & Mantler, 

2015)  

Burnout 

When measuring effectiveness, it would be sensible to not only look at the degree to which 

BLB is correlated with positive outcomes, but also to what degree it is correlated with negative 

outcomes. Leadership behaviours may have differential relationships with positive and negative 

outcome measures (Inceoglu, et al., 2018). The research on leadership has, to a large extent, 

neglected aspects of employee health and well-being in favour of performance (Grant, et al., 

2007). To the degree that it has been included in the leadership research, employee well-being 

has, to a large extent, been treated as a secondary outcome or as a mediator to help understand 

the relationship between leadership and performance (Inceoglu, et al., 2018). Despite this, 

extensive research has indicated that the well-being of employees can have a significant impact 

on the performance and survival of organisations (Grant, et al., 2007). Previous research has 

suggested that leadership behaviour not only influences employee performance (Judge & 

Piccolo, 2004) but also employee well-being (Skakon, Nielsen, Borg & Guzman, 2010). 

Considering the taxing demands subordinates in the Armed Forces face, and the demanding 

environments in which they operate, burnout might be an especially salient outcome measure.  

Burnout is considered an important effectiveness measure because of the implication's 

burnout may have on the general preparedness of the Armed Forces, as preparedness is at the 

core of what the military is working towards (NAF, 2020). It has further been found to be 

correlated with a variety of important outcome measures (Halbesleben & Buckley, 2004). 

Burnout is measured as both disengagement and exhaustion (Demerouti, & Bakker, 2008). 

Disengagement in this context refers to when individuals begin distancing themselves from their 

work objective, work content and work in general, whereas exhaustion refers to the consequence 

of intense physical, affective and cognitive strain. Burnout is measured in terms of both physical 

and cognitive working conditions (Demerouti & Bakker, 2008).  
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In totality, by including the positive outcome measures of effectiveness, satisfaction, extra 

effort and work-engagement, as well as the negative outcome of burnout, we consider this 

combination to provide a comprehensive reflection of the effectiveness concept. Based on the 

arguments and theoretical frameworks presented, we put forth the following hypotheses: 

H1a: Task-oriented leadership behaviour will correlate positively with effectiveness and 

work engagement, but negatively with burnout. 

H1b: Development-oriented leadership behaviour will correlate positively with 

effectiveness and work engagement, but negatively with burnout. 

H1c: Role-model leadership behaviour will correlate positively with effectiveness and 

work engagement, but negatively with burnout.  

 

    

Model 1: Model for correlation relationships 

 

Although leadership in general has been studied to a great extent, less attention has been 

devoted to understanding the process of leader selection. Carnes and colleagues (2015) have 

noted that despite the importance of choosing the right individuals for leadership positions, 

surprisingly little research has concentrated on understanding the formal leader selection 

processes in organisations. The next section of our paper discusses the current selection practice 
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of the Norwegian Armed Forces, and to what degree personality should be considered as an 

appropriate predictor for future leadership behaviour.  

Selection, Personality and Balanced Leadership Behaviour 

Selection in the Norwegian Armed Forces 

Leadership selection has the potential to not only affect the leader's performance, but also 

the performance of all associated followers (Carnes, et al., 2015). Identifying determinants of 

future work performance has been a primary emphasis in personnel selection research, and tests 

of general mental ability and personality traits are examples of valid and established predictors 

(Skoglund, Fosse, Lange-Ree, Martinsen & Martinussen, 2021). Several meta-analyses have 

examined to what extent candidate ratings obtained from interviews and assessment centres are 

associated with cognitive abilities and personality traits (e.g., Berry, Sackett & Landers, 2007; 

Hoffman, Kennedy, LoPilato, Monahan & Lance, 2015), but there are fewer military studies on 

this matter, and these have often been limited to the trait of Extraversion (Skoglund, et al., 2021). 

A key challenge for the Armed Forces has always been to identify personal determinants of 

performance and success (Sellman, et al., 2017). In recent years the Norwegian Armed Forces 

have made major changes to its enlistment and selection systems, such as a two-step process with 

an initial screening and a subsequent day where physical and cognitive abilities are tested 

(Køber, Lang-Ree, Stubberud & Martinussen, 2017). Regarding today’s practice the Armed 

Forces makes use of a variety of selection criteria. The current selection has relied heavily on the 

use of cognitive ability tests, but also on physical and medical requirements (Køber, et al., 2017). 

Because of the new military demands facing the Armed Forces and the changes to the 

Norwegian enlistment and selection system, it is important to assess the predictive validity of the 

various selection criteria that are currently being used (Køber, et al., 2017, Martinsen, et al., 

2020). In their study of the selection criteria for the Armed Forces Køber and colleagues (2017) 

found small, yet statistically significant, correlations between all their predictors and Military 

Performance for male candidates. For instance, they found that general mental ability (GMA) 

explained 2% of the variance in Military Performance. Acknowledging the small amount of 

variance factors like GMA explained, the researchers pointed out that one possibility for 

improving the model would be to include other relevant predictors, like personality traits (Køber, 

et al., 2017). The call for personality as a predictor is in line with other researchers' findings, as 
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several studies has found personality traits to be predictors of both academic and work 

performance (Martinsen, 2005; Kennair & Hagen, 2015). This is further supported by DeRue and 

colleagues (2011), who state in their meta-analysis that their data “suggest that organizations 

might benefit by focusing on certain key aspects of personality, ...when selecting individuals for 

leadership roles” (p.41). 

The Role of GMA 

In addition to making use of personality traits as an independent variable, it would be of 

interest to control for GMA. The psychological construct of GMA was introduced over 100 years 

ago and has in recent decades been the subject of many papers and much debate (Schmidt & 

Hunter, 2004; Schermer & Saklofske, 2020). Previous studies have found a connection between 

GMA and personality however, the fact that GMA and personality traits are measured on very 

different basis, as GMA is measured on a correct/incorrect basis and personality on a continual 

scale, it is the consistency of findings, not the magnitude of the correlations that is typically of 

interest (Schermer & Saklofske, 2020). In 1997 Ackerman and Heggestad conducted a meta-

analysis on the correlation between intelligence and the Five Factor Model of personality. They 

found significant correlations to all the sub-facets except Conscientiousness and Agreeableness 

(Ackerman & Heggestad, 1997). Later papers have built upon their study, and further 

strengthened the assumption that there is a relationship between personality and intelligence. 

Since the 1950s, the Norwegian Armed Forces has made use of a GMA test for selection 

purposes (Køber, et al., 2017). As the Armed Forces already make use of GMA as one of their 

main predictors in today's selection process, it will be important to see whether the variables in 

this study can predict something beyond the predictive value of GMA. 

Another reason for controlling for GMA is that researchers have for some time assumed 

that cognitive ability can predict leadership success (Hogan, et. al., 1994). Schmidt & Hunter 

(2004) found in their second-order meta-analysis that GMA was the best predictor of job 

performance across all jobs assessed. They further found that when controlling for GMA the 

predictive value of Conscientiousness dropped for .44 to .27 (Schmidt & Hunter, 2004). This 

indicates that Conscientiousness contributes to validity beyond the contribution of GMA alone 

(Schmidt & Hunter, 1998). Therefore, it would be interesting to investigate to what degree 

personality traits are able to add any predictive value, beyond GMA, when predicting BLB. 
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While several cognitive abilities and skills have been found to individually predict performance 

in both academic and professional settings, it is less clear how personality translates into 

performance (Fosse, Buch, Säfvenbom & Martinussen, 2015).  

Personality, Selection and Leadership     

Personality can be defined as “aspects of an individual’s thoughts and behaviour that are 

stable over time and relatively consistent across different situations” (Walumbwa & 

Schaubroeck, 2009, p.1277). Since the start of the 1980´s there has been widespread agreement 

within the scientific community for the use of the Five Factor Model of personality (Goldberg, 

1981; 1990; 1999; Judge, Bono, Ilies & Gerhardt, 2002). The model describes personality as 

consisting of five general traits: Openness to experience, Conscientiousness, Extraversion, 

Agreeableness, and Neuroticism (McCrae, 2009). Traits are defined as consistent sets of 

behaviour that are relatively enduring and cross-situational (De Vries, 2012). Personality testing 

has long been used for recruitment and selection purposes, especially in the military (Saksvik-

Lehouillier & Hetland, 2015), and several studies have identified personality traits as predictors 

of both academic and work performance (Barrick, Mount & Judge, 2001). The use of personality 

test for employee selection is increasing, and has become commonplace (Rothstein & Goffin, 

2006; Carnes, Houghton & Ellison, 2015).  

In their paper on military leadership, Wong and colleagues (2003) argue that one reason for 

the great deal of research focusing on leaders' personality is because many leadership researchers 

have a background in psychology or other individual-oriented disciplines, and as such they will 

tend to focus on individual factors. Another key reason might be the fact that that personality has 

a high degree of stability over several years, particularly in adults (Caspi & Robertson, 1999; 

Costa, McCrae & Kay, 1995). A key element of a variable's usefulness is its degree of stability 

and validity (Saksvik-Lehouillier & Hetland, 2015; McCrae, et al., 1999). Several studies have 

found personality test to have significant predictive validity in relation to job performance 

(Caldwell & Burger, 1998; Barrick & Mount, 1991), and that accurate appraisal of job-relevant 

personality characteristics contributes to validity (Cook, Vance & Spector, 2000). Tett and 

Christiansen (2007) have claimed that personality test will have equally good validity as 

cognitive test. There is further widespread agreement among trait researches that personality 

describes dispositions or inclinations towards different behaviours (Martinsen, 2005), including 
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individual leadership behaviour (Mihelic, Lipnik & Tekavcic, 2010). Indicating that personality 

will be a determining factor in what behaviours leaders exhibit and, as an extension, to what 

degree they contribute to organizational effectiveness. In the next section of our paper, we 

discuss previous research on personality in relation to BLB, and which personality traits we 

expect to predict the different aspects of BLB. 

 Balanced Leadership Behaviour and the Predictive Value of Personality Traits 

As previously stated, despite defining BLB as consisting of four separate categories, the 

Norwegian Armed Forces measure it as consisting of three categories (Martinsen, et al., 2020). 

Therefore, we will investigate to what degree personality traits are able to predict these three 

categories. We expect that as each sub-category is qualitatively different (Yukl, 2008), different 

personality traits will predict different sub-categories. Extensive research has shown that 

different personality traits will predict different sets of behaviour (Darr, 2011; Martinsen, 2005). 

As such, the following part is divided in to three sections, one for each sub-category of BLB. The 

theoretical and empirical basis for each hypothesis is also presented. Due to a lack of military 

studies (Skoglund, et al., 2021), findings from primarily civilian studies formed the basis for the 

hypotheses.  

Task-Oriented Leadership Behaviour 

The Armed Forces´ describe task-oriented leadership behaviour as behaviour that primarily 

contributes to increasing effectiveness, creating reliable work processes and structure. These 

behaviours include planning, personnel allocation and distribution of resources. Other examples 

of such leadership behaviour are clarification of areas of responsibility and goals, follow-up of 

work and quality of execution, as well as implementing measures and solving problems that arise 

along the way (Norwegian Armed Forces, 2020). 

Conscientiousness 

Individuals with a high degree of Conscientiousness tend to be organized, achievement-

oriented, responsible, and willing to work hard to attain their goals (Barrick & Mount, 1991). 

They tend to think before they act, are goal oriented, and intrinsically motivated (Wiersma & 

Kappe, 2017). Conscientiousness is related to being perceived as trustworthy and organized by 

others (Hogan, et. al., 1994). As the description of Conscientiousness has parallels to the 
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Norwegian Armed Forces description of task-oriented leadership behaviour (NAF, 2020), we 

find it plausible that it will be the personality-trait that is highest correlated with this type of 

leadership behaviour. There is further empirical basis for this assumption, which is presented in 

the section below.  

Empirical Basis for Task-Oriented Leadership Behaviour 

In in a paper from 2012, De Vries found a statistically significant correlation between 

Conscientiousness and task-oriented leadership behaviour, both in self evaluated personality and 

in evaluation from subordinates, a result that gives credence to the belief that this also will be 

found in our study. To support this claim, this correlation has also been found in other studies in 

other contexts. In their longitudinal study Emery, Calvard and Pierce (2013) looked at how 

personality traits related to leadership emergence, i.e., how different personality traits affected 

who would be nominated as the leader of a group. Emery and colleagues (2013) found that group 

members higher on Conscientiousness were statistically more likely to receive more task-

oriented leadership nominations over time. They further state that their findings clearly link 

Conscientiousness to the emergence of task-oriented leadership (Emery, et al., 2013). In their 

meta-analysis Barrick and colleagues (2001) found Conscientiousness to correlate most strongly 

with job performance. A finding that has been hypothesised to be a result of these individuals' 

capacity to work hard and exert extra effort to succeed (Darr, 2011). 

Based on the aforementioned studies, we present the following hypothesis: 

H2a:  Conscientiousness will predict subsequent evaluation of task-oriented leadership 

behaviour 

Development-Oriented Leadership Behaviour 

As previously stated, development-oriented leadership behaviour consists of the two 

categories of relational- and change-oriented behaviours. The Norwegian Armed Forces 

conceptualization of development-oriented behaviour differs to that of other researchers, and as 

such it is not a well-established concept within the field of research to the same degree as the two 

original categories. We therefore regard it as advantageous to present the previous theoretical 

and empirical findings for the two original categories. Since the category of development-
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oriented behaviour is a combination of these two categories, we find it reasonable that findings 

on the two original categories will be applicable for the new category.  

Change-Oriented Leadership Behaviour 

In today's organizations change is ever more present, and teams today are increasingly 

required to perform in complex and dynamic environments (Kotter, Akhtar & Gupta, 2021). This 

is also the case for the Norwegian Armed Forces (NAF, 2020). Change situations can be 

experienced as unpredictable and confusing, necessitating the need for constructive leadership. 

Researcher have previously hypothesised that the category of change-oriented leadership has 

developed as a consequence of the accelerated rate of change in organizations (Ekvall & 

Arvonen, 1991). For organizations to be able to prosper in today's turbulent and uncertain 

environments, they are dependent on leaders that are flexible and adaptive (Yukl, 2013). 

Leadership focusing on change processes is characterized as change-oriented leadership 

behaviour and includes monitoring the current environment and identifying possible threats and 

opportunities, interpreting situations and events and explaining the need for change, articulating 

a vision for the change, building support for the change efforts, and implementing the change or 

new initiative (Yukl, 2008; 2013; Gil, et al., 2005). In terms of the military context, this 

behaviour contributes to strategic planning as well as developing and adjusting to cope with new 

or unexpected situations. The behaviour encourages creative thinking and new ideas and 

facilitates collective learning (NAF, 2020). Leadership is necessitated by team problems with 

multiple viable solutions. In such situations leaders have the responsibility to interpret and define 

events, as well as providing direction and a common understanding for the team (Zaccaro, et al. 

2001). 

Openness to Experience  

The personality trait Openness to Experience measures the degree of intellect, openness to 

ideas and experiences, and the ability for aesthetic pleasure (Costa, & McCrae, 1992). 

Individuals with high scores on this trait tend to be more creative, reflective, intellectually 

curious and have a scientific interest (Darr, 2011). As the Armed Forces´ description of change-

oriented leadership behaviour is characterised by understanding the environment and adapting to 

it, as well as uncovering and implementing changes, we find it plausible that it will have the 

highest correlation with this trait. People who score high in Openness will tend to be more 
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creative, be able to come up with new solutions and see other possibilities. There is further 

empirical basis for this assumption, which is presented below.  

Empirical Basis for Change-Oriented Leadership Behaviour 

Bergman, Lornudd, Sjöberg and Von Thiele Schwarz (2014) found a significant 

association between Openness and change-oriented leadership behaviour. They conducted a 360 

degrees study and found a significant association in all cases studied. As this paper was based on 

the health sector, which as a sector shares some similarities with the military one, there is reason 

to believe that this phenomenon will also exist in a military context. In additions to this Keller 

(1999) state that the change process, often associated with transformational leadership, may be 

more fully embraced by individuals high in Openness. As a whole, little research on the specific 

relationship between change-oriented leadership behaviour and personality has taken place 

(Yukl, 2012). There are however some studies that link personality as a whole as important to 

such behaviour (Rubin, et al., 2005: Yukl, 2008).  

Relational-Oriented Leadership Behaviour 

An important aspect of leadership is the interpersonal dimension (Northouse, 2019). 

Leaders are not only expected to help reach the organizations goals, but also empower, develop, 

and look after their subordinates. Within the military context, characterized at times by harsh 

environments and excruciating demands, this may be especially important. The interpersonal 

aspect of leadership behaviour has often been defined as relational-oriented leadership behaviour 

(Yukl, 2012.). Yukl (2013) characterizes this behaviour as showing support and positive regard, 

recognizing the achievements and contributions of others, delegating tasks to and empowering 

subordinates and providing them with mentoring and coaching, as well as consulting with the 

subordinates about decisions that will affect them. This characterization is consistent with the 

view of the Norwegian Armed Forces who states that it should develop human resources, 

improve the relations in the department and facilitates conditions for collaboration and 

participation (NAF, 2020). Within the Norwegian Armed Forces this is done by strengthening 

the knowledge and skills of the subordinates, creating belonging and unity, as well as providing 

recognition and social support (NAF, 2020). In other words, it is centred around how a leader 

approaches, and strengthens, social interactions within the group.  
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All leaders within the Norwegian Armed Forces are expected to exhibit this behaviour. 

From a recruitment and selection perspective the question becomes what factors may be able 

predict this behaviour. In the following section two personality traits that have been found to 

correlate with relational-oriented leadership behaviour are presented.  

Extraversion and Agreeableness 

The two personality traits Agreeableness and Extraversion both have a focus on the 

interpersonal aspect of relationships. Agreeableness is most often associated with being warm, 

kind, gentle, trusting, and reliable, while Extraversion is more connected to gregariousness, 

being assertive, enthusiastic, and seeking excitement (Shi, et.al, 2018). Extroverts tend to exhibit 

warmth, assertiveness and social vitality (Wiersma & Kappe, 2017), whilst agreeable individuals 

tend to be viewed as tolerant, compassionate, friendly and helpful (Darr, 2011). DeRue and 

colleagues (2011) state that “to the degree leadership effectiveness criteria focus on affective and 

relational elements, we expect that the interpersonal attributes of leaders, namely Extraversion 

and Agreeableness, will be important” (p.14-15). For example, highly extroverted or agreeable 

leaders are more likely to interact with their subordinates, build higher-quality relationships with 

them and invoke strong emotional ties (DeRue, et al., 2011). This might be a consequence of 

Agreeableness being related to communication, trust and morale (Hogan, et. al., 1994). Costa 

and McCrae (1992) have demonstrated that extroverts are especially confident and adept with 

social interactions, which might lead to them initiating more interactions with their subordinates. 

These behaviours are in line with what the Armed Forces have determined they are looking for in 

in their leaders. 

Empirical Basis for Relational-Oriented Leadership Behaviour 

In their longitudinal study Emery and colleagues (2013) found that group members who 

scored high on Extraversion were more likely to receive relationship-oriented leadership 

nominations over time, then group members who scored lower on Extraversion. They further 

found that group members higher on Agreeableness received more relationship-oriented 

leadership nominations over time, then group members scoring lower on Agreeableness. Lastly, 

they state in their findings that Agreeableness clearly is connected to the emergence of 

relationship-oriented leadership, pointing to the predictive value of personality regarding 

leadership behaviour. 
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Supporting this assumption De Vries (2012), found a connection between Agreeableness 

and relational-oriented leadership. Although no significant correlation was found between 

Extraversion and relational-oriented leadership in this study, there is still reason to test this with 

a larger sample size and different data sample, especially considering that this relationship has 

been found in other studies. For instance, Judge and colleagues (2002) found in their meta-

analysis that Extraversion was the most consistent predictor of leadership across all settings. This 

included both leadership effectiveness and leader emergence (Judge, et al., 2002). Whereas in 

their meta-analysis Barrick, et. al., (2001) found Agreeableness to have the strongest association 

with teamwork.  

Based on the aforementioned theories and previous findings, we present the following 

hypothesis:  

H2b: Openness, Agreeableness and Extraversion will predict subsequent evaluation of 

Development-oriented leadership behaviour 

Role-Model Behaviour 

Leaders are to a great extent viewed as role-models by their subordinates. Through their 

actions and behaviours, they serve as an example of how one should conduct oneself (Gächter & 

Renner, 2018). They create and shape the norms of the group, praising wanted behaviour and 

sanctioning unwanted behaviour. Setting a good example has historically been viewed as an 

important aspect of leadership (Wong, et al., 2003), but the Norwegian Armed Forces view it as 

especially important for their leaders (NAF, 2020). They expect role-models to put the values 

and interest of the organization before their own, whilst still being true to them self and their 

values (NAF, 2020).  

A great deal of research has examined the relationship between personality traits and 

leadership behaviour (Lord, de Vader, & Alliger, 1986). But no current study has, to our 

knowledge, investigated the relationship between personality and the Norwegian Armed Forces 

conceptualisation of leader’s role-model behaviour. Most of the role-model research within the 

leadership context has investigated questions such as to what degree leaders' childhood role-

models effect future leadership behaviours (e.g., Brown & Treviño, 2014), the impact of implicit 

leadership theories on role-model effectiveness (e.g., Hoyt, Burnette & Innella, 2012), the impact 
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of same-gender role-models for women (e.g., Lockwood, 2006; Latu, Mast, Lammers & 

Bombari, 2013), and the gendered nature of role-model status (e.g., Murrell & Zagenczyk, 2006). 

The predictive value of personality traits has, to the best of our knowledge, not yet been studied 

in relation to leader's role-model behaviour.  

There has however been done extensive research on the relationship between personality 

traits and other aspects of leadership that may bear a similarity to the Norwegian Armed Forces 

conceptualization of role-model behaviour. Both transformational- and ethical leadership 

encompass many of the same elements as the Norwegian Armed Forces definition of role-model 

behaviour. In a preliminary correlation analysis, we found weak, but significant correlations 

between the Armed Forces conceptualisation of role-model behaviour and all four elements of 

transformational leadership – Idealized Influence, Inspirational Motivation, Individualised 

Consideration, and Intellectual Stimulation (see Appendix A). 

As previously mentioned, the Armed Forces emphasise ethical judgement and long-term 

risk assessment in their definition of good role-models. In their paper on ethical leadership 

Mihelic and colleagues (2010) characterized ethical leaders as “thinking about long-term 

consequences, drawbacks and benefits of the decisions they make in the organization” (p.31). 

They further state that leaders are role-models for their followers, and that they show the 

behavioural boundaries within the organization (Mihelic, et al., 2010). From a social learning 

perspective (Bandura & Walters, 1977), when leaders exhibit ethical behaviour, they become a 

target for emulation and function as role-models (Brown, Trevino & Harrison, 2005).  

Based on the findings of our correlation analysis for role-model behaviour and 

transformational leadership, and the potential parallels between the Norwegian Armed Forces 

definition of role-model behaviour and ethical leadership, we argue that the same personality 

traits that predict transformational- and ethical leadership may also predict role-model behaviour.  

Empirical Basis for Transformational Leadership 

A previous study found that transformational leadership seemingly is correlated with 

Agreeableness, Extraversion, and Conscientiousness (Cavazotte, Moreno, & Hickmann, 2012) In 

the same study the author calls for more studies with bigger samples and no self-evaluation. In a 

study by Judge and Bono (2000), a relationship between the trait's Openness to experience, 
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Agreeableness, extraversion, and transformational leadership was found. And even though it 

disappeared once the other traits was controlled for; the authors say that other measurements may 

be able to find a connection between transformational leadership and personality traits.  

Empirical Basis for Ethical Leadership 

Several studies have investigated the outcomes of ethical leadership, but fewer have been 

published on its antecedents, such as personality traits (Chandrasekara, 2018; Kalshoven, Den 

Hartog, & De Hoogh, 2011). However, Walumbwa and Schaubroeck (2009) have argued that 

personality antecedents may be uniquely suited to predicting ethical leadership, as ethical 

behaviour reflects variation in individuals’ deep-seated values and beliefs. They argued that 

ethical leadership should therefore be a behavioural pattern that is cross-situational and 

consistent over time (Walumbwa & Schaubroeck, 2009). In one of the studies that have 

investigated this relationship Chandrasekara (2018) found that Agreeableness, 

Conscientiousness, Openness to Experience, and Extraversion all had a positive effect on ethical 

leadership, whereas Neuroticism had a negative effect. Walumbwa & Schaubroeck (2009) found 

that Agreeableness and Conscientiousness were statistically correlated with ethical leadership. In 

their study the authors did not include Openness to experience or Extraversion but did include 

Neuroticism – not finding a significant correlation. De Vries (2012), making use of the 

HEXACO dimension of personality, found that all dimensions, apart from Openness to 

Experience, were positively related to ethical leadership. Whereas Kalshoven and colleagues 

(2011) found that Conscientiousness and Agreeableness most consistently related to ethical 

leadership. 

As demonstrated the previous findings have not been conclusive. Taking this into 

consideration, and acknowledging the lack of previous research on the Norwegian Armed Forces 

conceptualisation of role-model behaviour, we propose the following research question: 

R1: What personality traits will be able to significantly predict role-model behaviour? 

Method 

In this section of the paper, the choices made concerning the method used to analyse the 

data are presented. First the data, its facets, and the procedures used in collecting the data are 

described. Secondly, the instruments used to measure BLB, personality, effectiveness, work 
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engagement, burnout and GMA are presented. Lastly, the statistical analysis used for the 

hypotheses are described, along with how the different measurements relate to the hypotheses. 

The data in this paper was collected from the Norwegian Armed Forces, on the two 

admissions taken in during the summer of 2016 and 2017. In the Norwegian Armed Forces 

selection for officer school, as well as the other education programs, are handled by FOS (Felles 

Opptak og Seleksjon). To be admitted, the candidates must be 18 years or older as a general rule, 

be a Norwegian citizen, and must have completed high school. The applicants have already, 

during the conscript evaluation process, been tried on a variety of tests, from general physical 

health and strength to general mental ability (GMA). The different measuring instruments are 

then tested at different points during the applicants training, with the last one being after they are 

conducted, and have worked for a period of time. The interval between the measurements is 

either one year after finished training, or six months in the case of the Air Force. As a part the 

data collection each of the candidates answered a questionnaire during the first part of their 

selection process. The collection of the data was done in two separate instances. Personality and 

GMA was measured during the first parts of the selection process, while leader behaviour and 

outcomes was measured at the end of the first year of working. Anonymous data was provided to 

us by the project leader and has previously been approved for use by “The Norwegian Centre for 

Data Research” (NSD), in line with common research practise. All subjects in the study where 

informed and gave a written letter of approval before the gathering and use of the data. In 

addition, respondents were assured that the data was to be used solely for research purposes.  

The total number of participants was 2264, with 23.8% female and 76.2% male candidates. 

The age mean was 20.43 years (SD= 2.25) ranging from 18 years as the youngest and 35 as the 

oldest. As some participants did not answer all the questions, the number of valid participants in 

the analyses for H2 and R1 had a final N=1841 resulting in a response rate of 81.32% 

Measurements 

For each of the following instruments, a reliability analysis was conducted, and is 

presented. Reliability can be defined as the degree of consistency within a measurement (Cozby, 

Bates, Krageloh, Lancherez & Van Rooy, 2012). The most common method of measuring 

internal consistency is Cronbach's alpha (α) (Pallant, 2010). Cronbach's alpha gives an average 

correlation coefficient for each of the different “points” in the measuring scale. Values over .7 
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point to an acceptable degree of internal consistency, and values above .8 imply a preferred 

degree of internal consistency. A Cronbach's alpha test was thus conducted on all the measuring 

tools. 

Balanced Leadership Behaviour is measured on a 7-point Likert-scale (1= strongly 

disagree to 7= strongly agree), with 12 statements (Martinsen, et al, 2020). The 12 statements are 

split into three sets of four questions, each taking on one of the categories of balanced leadership 

behaviour: Role-model, Task-Oriented-, and Development-Oriented leadership. Some of the 

items were negatively formulated and were reversed before the scale scores were computed. 

Sample items include the following: “the leader shows respect for other persons” (Role-model), 

“the leader focuses on that the results are in line with the goals” (Task-oriented), “the leader 

encourages creativity” (Development-oriented). The Cronbachs alpha for the instrument was as 

follow: Role-model α = .71, task-oriented α = .93, and Development-oriented leadership α = .84. 

For the whole instrument the α = .89.  

The Cronbach’s Alpha of role-model leadership behaviour is right at the edge of what is 

considered acceptable at α = .71. It is however important to note that researchers have argued 

that with only four questions the alpha can be considered stronger at this level than if the 

measurement was longer (Cortina, 1993) 

Personality was measured using the Norwegian version of NEO-PI-3 (NEO), which 

consists of a 240-points questionnaire used to measure out the five personality traits in the Five 

Factor Model (Costa & McCrae, 1992; Martinsen, Nordvik, & Østbø, 2011). NEO-PI is among 

the most known, and established, personality inventories used today (Kennair & Hagen, 2015) 

This paper is based on the five main parts of the NEO-PI-3 model: Neuroticism (e.g., 

”Sometimes I feel completely worthless”, α = .84, Extraversion (e.g., ”I really enjoy talking to 

people”, α = .77, Openness to experience (e.g., ”I often enjoy playing with theories and abstract 

ideas”, α = .86, Agreeableness (e.g., ”I generally try to be thoughtful and considerate”, α = .72 

and Conscientiousness (e.g., ”When I make a commitment, I can always be counted on to follow 

through”, α = .82. The Cronbach’s Alpha for the whole model was measured to be α = .89 

The Multifactor Leadership Questionnaire (MLQ) consists of 45 questions, but in this 

study only the nine that measure leadership effectiveness are used (Avolio, Bass, & Jung, 1999) 

for H1. These are split into three sub-categories: Extra Effort (3 questions), Effectiveness (4 
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questions), and Satisfaction (2 questions). The MLQ has in previous studies been found to be a 

valid predictor of leadership effectiveness (Lowe, et al., 1996). Cronbach's Alpha was measured 

at α = .86.  

The Utrecht Work Engagement Scale (UWES) consists of 17 questions, measuring work 

engagement on a 7-point Likert-scale (from 0 = “never” to 6 = “every day”). It is split into three 

parts: six questions measuring levels of energy, willingness to invest effort, not being easily 

fatigued, and persistence in the face of difficulties (e.g.,”At work, I feel that I´m bursting with 

energy”, and “I always persevere at work, even when things do not go well”). Dedication is 

measured with questions such as: “I find the work that I do full of meaning and purpose”. Lastly 

absorption is measured with questions such as: “Time flies when I'm working” (Schaufeli et.al., 

2002). The validity of the scale has been tested across different Norwegian sectors and been 

found to be valid in these settings (Nerstad, Richardsen & Martinussen, 2010). The Cronbach's 

alpha was measured as UWES α =.94.  

The Oldenberg Burnout Inventory (OLBI) is a self-report five-point rating scale (1= 

“strongly disagree; to 5 = “strongly agree”) and is split in two dimensions consisting of 8 

questions each: Within the two dimensions, disengagement (“I always find new and interesting 

aspects in my work”) and exhaustion (“There are days when I feel tired before I arrive at work”) 

(Demerouti, & Bakker, 2008). The Cronbach's Alpha of OLBI was measured at α =.84 

For mental capacity, the Norwegian Armed Forces make use of its own instrument 

General Mental Ability “alminnerlig evnenivå” during the conscription process (Sundet, Barlaug, 

& Torjussen, 2004). This is a three-part test that challenges the applicants on word similarities, 

arithmetic and a Raven-like progressive matrices test. These are then averaged out and measured 

on a scale form 1-9 with 9 being the highest score. In a paper from 1988, this test was found to 

have a high correlation with WAIS (Sundet, Tambs, Magnus, & Berg, 1988), which is the most 

widely used test for IQ today. The participants of this study are skewed however, as a score of 5 

or more is needed to apply to education programs in the military. Reliability was not measured 

for the construct as a whole, but the test-retest reliability for each of the three parts has 

previously been measured as .84, .72, and .90 respectively (Sundet et.al., 1988) 

Statistical Analysis 
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IBM SPSS Statistics (version 26) was used for all analyses. Before the execution of our 

main analyses, a screening of the data was conducted, with a focus on finding any wrong inputs 

within the dataset. A test for the degree of missing data within the dataset was further conducted. 

This was done as too high a degree of missing inputs could affect the result of our analysis. No 

such wrong inputs, or too high a degree of missing data was found, and all further analysis were 

conducted with the assumption that no such errors were to be found in the data. 

For hypotheses H1a-c a correlation analysis was conducted, where each of the sub-facets 

of BLB was measured up against the chosen effectiveness variables. A hierarchical regression 

analysis was then conducted for each of the hypotheses H2a and b, and R1 respectively. In the 

first step GMA was added as a control variable. The five facets of The Five Factor Model were 

then added, each as a separate step in the regression. Preliminary analyses were conducted to 

ensure no violation of the principles of normality, linearity, multicollinearity, and 

homoscedasticity. 

Results 

Firstly, the descriptive statistics and correlation analyses are presented, after which the 

results of each of the hypotheses are presented. The descriptive statistics give an overview of the 

data, while the correlation analyses indicate the strength and direction of the relationships 

between each. Table 1 presents the main model for hypotheses H1a through H1c. Table 2 

presents the correlations between BLB and the different personality facets. At the end, the 

regression analyses are shown, as they show the relationship between the variables. 
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Correlation Hypotheses 

Table 1 

Descriptive statistics and Correlations for Study variables (leadership-outcomes)

*p < .05. **p < .01. Effectiveness = MLQ, Employee engagement = UWES, Employee burnout = OLBI 

 

Table 2 

Descriptive Statistics and Correlations for Study Variables (personality and leadership 

behaviour) 

 
*p < .05. **p < .01. RO = Role-model, TO = Task-oriented, CO = change-oriented 

 

Hypothesis H1a suggested that Task-oriented leadership behaviour correlates positively 

with MLQ and UWES, and negatively with OLBI. As seen in Table 1, BLB-task was positively 

correlated with both MLQ (r = .54, p < .01) and UWES (r = .14, p < .01), and negatively 

correlated with OLBI (r = -.08, p < .01). Hypothesis H1b suggested that development-oriented 

leadership behaviour would correlate positively with MLQ and UWES, and negatively with 

OLBI. This was also supported by our analysis, MLQ (r = .48, p < .01), UWES (r = .21**, p < 

.01), and OLBI (r = -.16, p < .01). The final hypotheses, H1c, was that Role-model behaviour 

would correlate positively with MLQ and UWES, and negatively with OLBI, which was also 

supported: MLQ (r= .39, p < .01), UWES (r = .14, p < .01), and OLBI (r = -.12, p < .01). All H1 

hypotheses were therefore supported. 
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Predictive Hypotheses 

Table 3  

Hierarchical regression analysis of Task-Oriented leadership behaviour  

 

* p < .05, ** p < .01, *** p < .001 Note: A second analysis was conducted with all personality traits in the same block, and the ΔR2 

explanation for personality beyond GMA stayed at .019 

 

Table 4 

Hierarchical regression analysis of development-Oriented leadership behaviour 

 

* p < .05, ** p < .01, *** p < .001 Note: A second analysis was conducted with all personality traits in the same block, and the ΔR2 

explanation for personality beyond GMA stayed at .023 
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Table 5 

Hierarchical regression analysis of Role-Model leadership behaviour 

 

* p < .05, ** p < .01, *** p < .001 Note: A second analysis was conducted with all personality traits in the same block, and the ΔR2 

explanation for personality beyond GMA stayed at .014 

 

For H2a and H2b hierarchical multiple regression was used to assess the different 

personality factor's ability to predict the facets of BLB, when controlling for GMA. Including all 

personality factors was done to assess the effect of each explanatory variable, clarifies the effect 

of the others (Judge, et al., 2002; Zaccaro, 2012) As seen in Table 3 H2a, whether Consciousness 

can predict later task-oriented leadership behaviour, was not found be supported as there was no 

significant unique contribution. What was shown was that Agreeableness (b=-.40, p <.001) and 

Extroversion (b= .46, p < .001) both had a strong predictive value. Delta R2 for the whole model 

came out as .025, p < .001. Hypothesis H2b was found to be partially supported, both 

Extraversion (b = .16, p < .001) and Agreeableness (b = -.05, p < .05) were found to have a 

significant unique contribution. Delta R2 for the whole model came out as (026, p < .001) 

The same hierarchical regression as for the two previous hypotheses was run for R1 in an 

attempt to ensure consistency between the measurements of our hypotheses and the research 

question. The analysis found significant predictive values for the following personality factors: 

Extraversion (b = .075, p < .01), and Consciousness (b = -.077, p < .01). 

Discussion 

The goal of conducting this study was two-fold; (1) to establish whether the leadership 

model the Norwegian Armed Forced makes use of correlates with effectiveness, and (2) if it 

would be possible to predict the outcome of leadership training during the selection process, by 
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making use of personality testing. In this part of the paper the findings of our study are discussed 

in relation to these goals. 

Balanced Leadership Behaviour and Effectiveness 

The concept of BLB var introduced in the Norwegian Armed Forces in 2012 (NAF, 2012) 

and was first measured in 2015 (NAF, 2021b) as such there has been a limited amount of 

research conducted on the effectiveness of the model. Despite the limited amount of research, 

BLB represents a vital part of the Norwegian Armed Forces operations. It forms the basis for 

selection of future leaders, is emphasized in the training of these leadership candidates, and is the 

criteria upon which these leaders are evaluated after they finish their military education and step 

into their new position as leaders within the Norwegian Armed Forces (NAF, 2020). It can be 

said to permeate every aspect of leadership within the Norwegian Armed Forces. As such it is 

vital that this leadership behaviour is correlated with the effectiveness measures that the Armed 

Forces view as essential for their functioning. This formed the basis of our first hypotheses. 

Hypotheses 1a, b, and c are in essence all concern the same question – does BLB correlate 

with effectiveness? There were compelling theoretical and empirical arguments for investigating 

each sub-category of BLB individually. Firstly, each sub-category focuses on qualitatively 

different aspects of behaviour (Yukl, 2008), and we therefore expected that they might differ in 

regard to their degree of correlation with the effectiveness measures. Secondly, previous research 

has indicated that the different sub-categories of BLB are correlated with different effectiveness 

measures (Martinsen, et al., 2020; DeRue, et al., 2011). As a result of this, investigating the 

relationships between the individual sub-categories and the effectiveness measures might 

produce a more nuanced picture of the interactions that are taking place, as opposed to testing the 

model as a whole.  

As demonstrated by our results all sub-categories of BLB were statistically significantly 

correlated with all the effectiveness measures, in line with our expectations. As the Norwegian 

Armed Forces conceptualisation of the concept has been adjusted to fit within the Norwegian 

military context (through the inclusion of role-model behaviour) and considering the unique 

organizational nature of the Norwegian Armed Forces, these findings still represent an important 

contribution to the current literature. Especially considering the lack of previous research on the 

concept within the military- and Norwegian context. 
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Task-Oriented Leadership Behaviour and Effectiveness 

 Maybe not surprisingly, of the three sub-categories task-oriented leadership behaviour had 

the highest correlation with effectiveness. Considering that task-oriented behaviour is 

characterised by planning, clarification of goals and responsibilities, and monitoring progress 

(NAF, 2020), it would be expected to have the highest correlation with effectiveness. The same 

logic applies to its relationship with employee burnout, having the lowest negative correlation to 

burnout of any of the sub-categories, as it is primarily focused on the tasks at hand and not on 

employee well-being. This is further demonstrated by the fact that development-oriented 

leadership behaviour, which encompasses both relational- and change-oriented leadership, has 

the highest negative correlation with employee burnout. These findings support the assertion by 

Yukl (2008), that the different leadership behaviours will influence effectiveness in different 

ways, and to varying degrees. It further reflects the Norwegian Armed Forces emphasis on 

leaders’ ability to choose the behaviour best suited to the task at hand, and the needs of the team 

(NAF, 2020), as well as our assumption that the different sub-categories would have correlated 

with the effectiveness measures to different degrees.  

It was noteworthy that task-oriented leadership behaviour correlated positively with work 

engagement and negatively with burnout. This is noteworthy as task-oriented behaviour at first 

glance don’t focus on these aspects of leadership. One possible reason for these findings might 

be at the leader's task-oriented behaviour reduces negative states in the subordinates. Task-

oriented behaviour includes behaviours such as clarification of responsibilities and goals, 

following up on work progression and helping solve problems that arise along the way. Previous 

research has found that leaders exhibiting these behaviours often reduce the employee's degree of 

role-related stressors such as role-conflict and role-ambiguity (Zaccaro, et al., 2001). These 

stressors have further been found to be correlated with burnout (Papastylianou, Kaila & 

Polychronopoulos, 2009). As such we hypothesise that the correlation between task-oriented 

leadership behaviours and employee work engagement and burnout, might be a consequence of a 

reduction in role-related stressors.  

Development-Oriented Leadership Behaviour and Effectiveness 

Development-oriented behaviour was correlated with all the effectiveness measures, in line 

with our expectations, but of the three measures it proved to have the strongest correlation with 
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work-engagement. As development-oriented behaviour is a combination of Yukl’s (2013) 

conceptualization of change- and relational-oriented behaviour it may be a product of 

relationship building leading to a stronger group identity, in line with social identity theory 

(Hogg, 2016). It may also be a product of change-oriented behaviour leading to a stronger 

feeling of goal-oriented communication with the subordinates. In a previous study change-

oriented leadership was found to have the strongest relationship, of Yukl’s three categories, with 

work engagement (Li, Castelli, & Cole, 2021).  

Role-Model Leadership Behaviour and Effectiveness 

Role-model behaviour was found to have the lowest correlation with effectiveness of the 

three sub-categories. This might be due to the nature of role-model behaviour, as it is not 

predominantly focused on executing task, or reaching milestones, but rather on instilling values 

and norms within the group. It might be argued that instilling effective values and norms within 

the group would make achieving tasks and goals easier and less time consuming. As such, the 

positive contribution of role-model behaviour might facilitate task achievement. It could further 

be argued that the measurement instrument used is not designed to capture this effect – to what 

degree role-model behaviour facilitates future task-oriented behaviour. Rather, it is designed to 

measure the degree to which leaders are perceived to act as role-models. From the view of the 

two-factor theory of Herzberg and colleagues (1959), role-model behaviour might be viewed as a 

hygiene factor. In that the presence of it contributes to effectiveness to a lesser extent, but it is a 

prerequisite for effectiveness. When absent, it might lead to a reduction in the correlation 

between e.g., task-oriented behaviour and effectiveness, as subordinates have not been given a 

role-model to aspire to and shape their actions and commitments after.  

The overall effect sizes found are considered to be more or less in line with a previous 

finding by Yukl and colleagues (2019). In their paper they also found similar effect sizes when 

they tested the original model that BLB is based on (Yukl, et al., 2019). As BLB is an adaption 

of Yukl's original model, this gives credence to the claim that BLB is correlates with 

effectiveness. 

Personality Traits and Balanced Leadership Behaviour 
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Having found support for our assumption that BLB would correlate with effectiveness in 

the Norwegian Armed Forces, the next logical question was to what degree it would be possible 

to predict who would exhibit this behaviour. From a selection point of view, if a leadership 

behaviour correlates with effectiveness, then it is important to find out how to predict which 

candidates will exhibit this behaviour. After a leadership candidate is selected within the 

Norwegian Armed Forces, they spend between ½ to 3 years in training to become officers. 

During this time, they not only represent a considerable cost, but also take up the place of other 

potential candidates. As they pose a great cost, both in terms of times and money, it is important 

to have a selection process that can identify the best possible candidates.  

As with our correlation hypotheses, we divided our predictive hypotheses according to the 

sub-categories of BLB. This was based on the assumption within personality psychology that 

different aspects of personality will manifest in different behavioural patterns (De Vries, 2012). 

Here we faced a challenge. The two first categories of BLB are directly based on the framework 

of Yukl (2008), and as such extensive research has been done regarding these two categories 

(Yukl, 2013). There have been several studies on their correlation to effectiveness and the 

predictive value of numerus variables (Yukl, et al., 2019.). However, when defining BLB the 

Norwegian Armed Forces choose to include the category of role-model behaviour, as they view 

it as a vital aspect of military leadership (Norwegian Armed Forces, 2020). In doing so the 

Norwegian Armed Forces did not build on an existing theoretical or empirical framework, and 

therefore finding a framework or previous studies to base our assumptions on proved futile. As 

such we decided to include the question of personality traits predictive value for role-model 

behaviour as a research question. This is a useful practise within the field when there is a limited 

amount of previous research to base a hypothesis on. 

Conscientiousness, Agreeableness and Task-Oriented Leadership Behaviour 

H2a stated that Conscientiousness would predict task-oriented leadership behaviour, 

however, we did not find support for this hypothesis. Considering previous research, both within 

a general- and military setting, these findings were unexpected. For instance, in their qualitative 

summary of 15 prior meta-analytical studies Barrick and colleagues (2001) found that 

Conscientiousness was the only personality trait to predict performance in all occupations 

studied. Considering the similarities between common Conscientiousness behaviours, and the 
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behaviours that the Norwegian Armed Forces describe as task-oriented, this seems even more 

surprising. Darr (2011) has pointed out that features of the military context (e.g., clarity in 

expectations and requirements, constraints on personnel behaviour and consequences for 

noncompliance) should be compatible with the attributes of Conscientiousness (e.g., disciplined, 

responsible, organized). On the surface there appears to be a good person-organization fit in the 

military for individuals with a high degree of Conscientiousness. Calleja, Hoggan and Temby 

(2020) found in an investigation of junior officers completing a five-week course in the 

Australian Army that Conscientiousness was correlated with “planning performance”, which is a 

task-oriented activity.  

One possible reason for our findings might be the culture in which the data was collected. 

As the military is characterised by a hierarchical structure (Zaccaro, et. al., 2001) and a long 

tradition of orders and commands, subordinates might have a higher threshold for viewing their 

superior as task-oriented than employees of civilian organisations. In line with implicit 

leadership theories (Offermann, Kennedy & Wirtz, 1994) employees evaluate their leaders in 

accordance with their implicit expectations of how a leader should behave, within the given 

context. Leadership behaviour that might be viewed as highly task-oriented in other 

organisations, might therefore be considered more commonplace and average within the military 

context. The pre-existing expectations might as a result be the reason for the lack of a 

relationship between Conscientiousness and task-oriented leadership behaviour in the data.  

Previous research has found military leadership to be a distinct form of leadership (Michael, Eid, 

Jennifer, & Christopher, 2006). 

Extraversion was found to be a significant predictor of task-oriented behaviour. Extroverts 

tend to be active, energetic and talkative (Wiersma & Kappe, 2017). One potential explanation 

might therefore be that others experience of the leader's task-oriented behaviour is dependent on 

their leader's degree of Extraversion. In other words, being Conscientiousness may help in 

planning and mapping out task-oriented behaviour, but the degree of Extraversion may 

determine to what extent this behaviour is exhibited, and registered, by those evaluating the 

leader. Task-oriented behaviour within the military involves behaviours that are both observed, 

and not observed, by subordinates and superiors, and leaders scoring high on Extraversion may 

tend to exhibit more overt and observable behaviour. An example of the difficulties with judging 
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such behaviour has been demonstrated by Barrick, Patton and Haugland (2000) who investigated 

to what extent interviewers we able to assess personality traits during a job interview. They 

demonstrated that the correlation between interviewers' ratings and self-ratings were highest for 

Extraversion, and lowest for Conscientiousness (Barrick, et al., 2000). This finding supports the 

assumption that Extraversion leads to more easily observable behaviours than Conscientiousness. 

Furthermore, Agreeableness was found to be a negative predictor of task-oriented 

behaviour. Similar findings were demonstrated by De Vries (2012), who found Agreeableness to 

be a negative predictor of task-oriented leadership behaviour, for both self-ratings and 

subordinate-ratings. Previous research has found that in a task-oriented leadership position, 

leaders showing a high degree of Agreeableness can fail to stimulate introspection in their team 

through constructive feedback, and that in turn this can lessen the task-oriented benefits of such 

feedback (Harvey, & Green Jr, 2022). These findings might represent a possible explanation for 

our results.  

Openness, Agreeableness, Extraversion and Development-Oriented Leadership Behaviour 

Hypothesis 2b stated that Openness, Agreeableness, and Extraversion would predict 

Development-oriented behaviour, finding that only Agreeableness and Extraversion significantly 

predicted this behaviour. In line with our findings De Vries (2008) found the strongest correlate 

of leader consideration to be Agreeableness. De Vries (2012) found Agreeableness to be 

significantly related to supportive leadership. Darr, Ebel-Lam and Doucet (2018) found the 

dominance aspect of Extraversion to be related to performance in a sample of trainees 

completing basic military training. They argue that the context of military training might be 

advantageous to extraverts, as this context is typically collective, allowing trainees to interact 

with and lead others. Darr (2011) has argued that because of the strict nature of military training 

(e.g., weapons handling, first aid, chemical and nuclear defence) using imagination to explore 

novel approaches or thinking outside the box is likely to have adverse consequences. 

Consequently, the influences of Openness on success in military training are likely diminished 

(Darr, 2011).  

Research Question for Role-Model Leadership Behaviour 
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In terms of role-model behaviour we proposed a research question to investigate what, if 

any, personality traits would be able to predict this leadership behaviour. We found both 

Extraversion and Conscientiousness to be significant statistical predictors, with Extraversion 

having a positive relationship and Conscientiousness having a negative relationship. Finding a 

positive relationship for Extraversion is in line with previous findings from general research. In 

their meta-analysis Judge and colleagues (2002) found Extraversion to have the strongest 

correlation with leadership of the five factor traits, for both leadership emergence and leadership 

effectiveness. They further found that Conscientiousness had the second strongest correlation, 

which contrasts with the findings in this study. However, the meta-analysis of Judge and 

colleagues (2002) mainly included non-military samples.   

As previously discussed, the Norwegian Armed Forces conceptualization of role-model 

behaviour is not based on a theoretical framework, or previous empirical findings. Rather, it 

represents a leadership behaviour that the Armed Forces view as important and in line with their 

values (NAF, 2020). As a consequence of this there is a very limited amount of research to 

compare our findings to. In one of the few studies that have investigated the relationship between 

personality traits and role-model behaviour Skoglund et al., (2021) found, in a sample of 

candidates attending a selection program for basic officer education in the Norwegian Armed 

Forces, that Extraversion predicted role-model ratings in military selection interviews. However, 

this study measured leaders self-perceived role-model behaviour and did not make use of 

additional third-party ratings (Skoglund, et al., 2021). In a study investigating the personality 

traits of applicants for officer training in the Norwegian Armed Forces Martinsen, Furnham, 

Olsson, Satorra & Fosse (2022) found that those who were selected had higher scores on 

Extraversion and Conscientiousness than those not selected.  

The Predictive Value of Extraversion 

Extraversion was shown to be the only personality factor to positively predict all three sub-

categories of BLB. These findings are in line with the findings of Judge, et al´s (2002) meta-

analysis in which they found that Extraversion was positively related to leadership performance. 

The finding in our study might be a result of the way BLB is measured in the Norwegian Armed 

Forces. BLB is measured by the degree to which subordinates, and superiors, experienced that 

the leader actively exhibited these behaviours. As stated by Hogan and colleagues (1994) the 
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ratings of subordinates and superiors involves judgments about the frequency of certain 

behaviours. Extroversion is typically a personality trait that leads to more observable behaviour, 

as opposed to Openness or Conscientiousness which are more internal personality trait (Barrick, 

et al., 2000). Wiersma and Kappe (2017) argued that since Extroversion leads to characteristics 

such as assertiveness and decisiveness., that individuals who have a high degree of Extroversion 

will therefore exhibit behaviours that are more easily assessed. This is supported by the findings 

of Salgado and Moscoso (2002), who found that Extraversion had a higher association with 

ratings, in conventional interviews, compared with Conscientiousness. In their meta-analysis 

Darr (2011) found that of all the personality factors measured, Extraversion had the strongest 

positive association with leadership potential.  

Other researchers have argued that the effects of Extraversion could be explained through 

mediating factors. Tay, Ang, and Van Dyne (2006) hypothesised that Extraversion results in 

advantageous self-efficacy, and that this leads to more positive evaluations. In other words, 

leaders who believe that they will succeed will to a greater extent do so. Research on social-

cognitive theory (Bandura, 1997) has demonstrated that self-efficacy is both a widely accepted 

and validated predictor of behaviour. Tay, et al., (2006) found Extraversion to be significantly 

correlated with self-efficacy. These findings are in line with the findings of Judge and Ilies 

(2002) that demonstrated Extraversion to be related to the cognitive-motivational process of self-

efficacy. The relationship between Extraversion and BLB might therefore be mediated through 

the leaders experienced self-efficacy. As previously mentioned, Martinsen and colleagues (2022) 

found that the applicants selected for officer training in the Norwegian Armed Forces had higher 

scores on Extraversion than those not selected. This could lead to them also having a higher 

degree of self-efficacy. 

However, Judge and Ilies´s (2002) meta-analysis also demonstrated that 

Conscientiousness, and Emotional Stability is related to self-efficacy. More research is therefore 

needed to clarify the mediating role of self-efficacy, as the findings have been inconclusive.  

The Predictive Value of Neuroticism 

Another interesting result is that Neuroticism, typically characterised by traits such as 

anxiety, depression, anger, worry and irritability (Darr, 2011), did not predict any of the three 

sub-categories of BLB. One might intuitively think that a high degree of Neuroticism would 
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negatively predict BLB, especially development-oriented behaviour. Barrick, et al´s., (2001) 

second-order meta-analysis found Neuroticism to have the strongest negative correlation with 

teamwork. In the meta-analysis of Judge, et al., (2002) Neuroticism was found to be negatively 

associated with leadership effectiveness. This was however not the case in our study. These 

results might demonstrate that individuals with a high degree of Neuroticism are not being 

selected for leadership training within the Norwegian Armed Forces. As shown in Table 1 the 

mean score for Neuroticism was 2.28, the lowest of any personality trait measured. Neuroticism's 

lack of predictive value could therefore be a consequence of pre-screening, where individuals 

with a higher score do not progress to leadership positions, within the Norwegian Armed Forces. 

Support for this assumption was found by Martinsen and colleagues (2022) who found that, in 

regard to final admission decisions in the Norwegian Armed Forces, the candidates offered 

officer training had lower scores on Neuroticism than those not selected.  

The Possible Role of the Military Setting 

The military sample, in which the data was collected, might have affected the results. 

Mischel (1977) conceptualized situations as being either strong or weak, proposing that strong 

situation place constraints on the expression of individual differences in behaviour (Darr, 2011). 

In strong situations individuals tend to behave in accordance with expectations. Situational 

strengths moderating influence on the personality-outcome relationship has been empirically 

demonstrated in previous studies (e.g., Beaty, Cleveland & Murphy, 2001). Features of the 

military, such as the large volume of specific regulations, laws, directives and policies, make it a 

context that is likely to have a higher degree of strong situations compared to civilian 

organizations (Darr, 2011). This might lead to individual differences (i.e., personality) having 

less of an impact on behaviour. In their meta-analysis Tett, Jackson and Rothstein (1991) 

hypothesised that personality traits would have a lower predictive validity in military samples as 

opposed to civilian samples. Counter to their hypothesis Tett, et al., (1991) found personality 

traits to have a stronger predictive value in military samples. Darr (2011) hypothesized in their 

meta-analysis that personality-outcome associations would be constrained in military samples. 

Counter to their general hypothesis Darr (2011) found that the majority of the obtained effects 

were either as strong, or stronger, than previous meta-analytic estimates based largely on civilian 
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samples. Therefore, it might be that the effects obtained in our sample are stronger than they 

would be in a civilian sample.  

        Implications and Limitations 

Strengths  

There are several strengths to the current study. Firstly, research on the relationship 

between leadership and effectiveness has overwhelmingly employed common-source research 

designs (Inceoglu, et al., 2018). Empirical evidence has however shown that self-ratings provide 

little insight about leader effectiveness (Hogan, et al., 1994). Support for this was found in a 

study by De Vries (2012), where self-evaluation (.27) was found to have a statistically significant 

higher score than subordinate rating (.06). Our study made use of both subordinate-, and superior 

ratings, and may therefore be able to provide more reliable measurements.  

Secondly, in an attempt to provide a comprehensive representation of effectiveness, we 

made use of a combination of effectiveness measures made available to us by the Norwegian 

Armed Forces. As these variables measure both positive and negative aspect of effectiveness, we 

consider them to provide a more complete representation of the concept (Inceoglu, et al., 2018).  

Another strength with the design of the study is the fact that it measured the predictive 

value of personality traits for each sub-category of BLB. By measuring the sub-categories 

individually, as opposed to the model as a whole, the study might provide a more nuance 

depiction of the interactions taking place. The inclusion of GMA as a control variable is a further 

strength with the research design, as well as the large number of participants and high response 

rate obtained in our study.  

Limitations 

Although our study design provides several strengths, there are also limitations that need to 

be addressed. Firstly, the highly pre-selected nature of the participants in the study, as the Armed 

Forces have the possibility to select from most of the 18-year-olds in Norway. From this pool 

they then select candidate based on different criteria. These include both enthusiasm for joining 

the military, skills, and physical and mental abilities. From this group an even smaller group is 

selected to be officers. As shown by Martinsen, et al., (2022) there are qualitative differences 
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between the individuals selected for officer training, and those not selected (e.g., lower scores on 

Neuroticism). These differences may limit the degree of generalizability of our findings to 

civilian samples, but still represent a contribution  

The military context that the data was collected in represents a possible limited degree of 

generalizability to other settings. As demonstrated in the meta-analysis of Tett, et al., (1991) and 

Darr (2011), the predictive value of personality traits differs in military and civilian samples. To 

our knowledge BLB has not yet been studied in civilian samples, which may help better the 

understanding of the model. 

Another limitation, from a generalization viewpoint, is the skewed gender balance among 

the participants in our study. Our study sample was only 23.8% female. We cannot therefore 

exclude the possibility of gender being a factor. However, as females now are in an equal 

position as men when it comes to the conscription, the possible effect of gender may be less 

relevant in the future (Norwegian Defence Department, 2014).  

A further limitation is the fact that we made use of archival data. In doing so we were only 

able to select variables that had already been collected. This might especially affect the results of 

Role-model, as the instruments used to measure both effectiveness and leadership behaviour may 

not be suited to measuring role-model behaviour to the same extent as the other sub-categories of 

BLB. This assumption is supported by the fact that role-model behaviour had the lowest 

Cronbach’s Alpha (.71), of the three sub-categories of BLB. As a consequence of the data being 

archival, this study uses a combination of cross-sectional and longitudinal data in its analyses. 

H1a-c were correlation hypotheses; therefore, we cannot exclude the possibility that the 

results may differ in a longitudinal analysis. We are also not able to draw conclusions about 

causality. Nielsen, et al., (2017) found in their meta-analysis that workplace resources, such as 

leadership, tended to show stronger relationships with well-being and performance in cross-

sectional studies than in longitudinal studies. They further found that studies using self-rated and 

leader/third-party ratings provided stronger relationships than studies using objective 

performance ratings (Nielsen, et al., 2017). Therefore, it is possible that our findings regarding 

the first hypotheses might be somewhat inflated, because of the study design. 
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The personality factors are only measured at the beginning of the training. This can be a 

limiting factor in our study as there has been more than two years between the measurement of 

personality and BLB. One of the fundamental beliefs around personality is however the fact that 

it is stable over time (De Vries, 2012), and as such the results should not change too much with 

access to longitudinal measurements here. It should be acknowledged however, as we cannot 

exclude the possibility that 2 years of military training could have, to some degree, affected some 

aspects of the leader's personality.  

Future Research 

Considering the limited amount of research that has been conducted on BLB, there are 

several exiting, and important, avenues for future researchers to explore. One avenue that would 

be important to explore is whether the new framework for personality that the Norwegian Armed 

Forces are developing (Nordmo, Skoglund, Lange-ree, Austad & Martinussen, 2021), will give 

different results than the Neo-PI framework. An instrument tailormade for use in the Armed 

Forces might be better able to pick up nuances, and as such may find a stronger relationship 

between personality and BLB.  

Another area for future research to explore concerns testing the predictive value of 

individual facets of the personality traits in the Five Factor Model, especially for Extroversion. 

As Extroversion seem to have an effect on alle three parts of BLB, it could be of interest to test 

whether the other personality facets mediate or moderate this relationship.   

Another possibility for further research could be to examine the predictive validity of 

personality for BLB, as measured by other personality inventories than the Five Factor Model. 

The Five Factor Model has in recent years been challenged by researchers showing that the 

HEXACO dimensions of personality (Honesty-Humility, Emotionality, Extraversion, 

Agreeableness, Conscientiousness and Openness to Experience), represent cross-cultural 

replicability to a greater extent than the Five Factor Model (Ashton, Lee & de Vries, 2014; 

Breevaart & de Vries, 2017). The HEXACO model, due to the inclusion of the Honesty-

Humility dimension, has been shown to be a better predictor of important workplace behaviours, 

than the Five Factor Model (Breevaart & de Vries, 2017; De Vries, De Vries, De Hoogh & Feij, 

2009; Lee, Ashton & Shin, 2005). Individuals high on the dimension Honesty-Humility tend to 

be sincere, modest, fair and low on greed (Breevaart & de Vries, 2017). These traits are in line 
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with the Norwegian Armed Forces expectation of its leaders, and as such we regard it as relevant 

to study the predictive value of the HEXACO model for BLB.  

As the data is a combination of cross sectional and longitudinal, a point of future research 

could be a purely longitudinal study of BLB and effectiveness, with multiple points of data 

collection over a longer period of time. This could also be done with more diversity in regard to 

the ranks included in the study.  

As we suggest in our discussion, self-efficacy might have a mediating effect on the 

relationship between personality traits and BLB. The Norwegian Armed Forces currently 

measure their officer candidate's degree of self-efficacy; hence it would be feasible to conduct a 

study on its mediating effects. This could also be of practical interest, as self-efficacy can, to 

some degree, be trained and developed in leadership candidates (Eden, & Aviram, 1993).  

Conclusion 

The processes around leadership selection have in recent times been a topic of great 

interest for organizations, and especially military organizations (NAF, 2020). Factors that may 

be able to predict effective leadership are as such of importance to the field of research. This 

study has focused on the Norwegian Armed Forces and their new model for leadership behaviour 

(BLB). As this model was relatively newly introduced, we first had to test if there was a 

correlation between the model and effectiveness, as defined by a combination of measured 

effectiveness, work engagement and burnout. The analysis found that all the sub-categories of 

the model correlated significantly with all the effectiveness measures. The specific findings and 

the individual correlations were also discussed. The second part of the paper focused on the 

predictive power of personality, with GMA as a control variable. GMA was used as a control as 

it is one of the most frequently used predictors within leadership selection and is actively used in 

the Norwegian Armed Forces selection process (Køber et al., 2017). The findings were relatively 

small, as is expected from studies within the field. 

The hypotheses were split in two, with H1a, b and c dealing with the three sub-categories 

of BLB and their correlation with the effectiveness measures. We found support for all of the H1 

hypotheses. H2a, b, and R1 concerned the predictive relationship between the sub-categories of 

BLB and the personality measurements. We found partial support for H2b, finding only 
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Extraversion and Agreeableness to be statistically significant predictors of development-oriented 

leadership behaviour. We did not find support for H2a, finding however that Extraversion 

statistically significantly predicted task-oriented leadership behaviour. As R1 was a research 

question, no such conclusion was drawn. Extroversion was found to be the only personality trait 

that correlated with all sub-categories of BLB. The paper discusses this and the other findings 

and potential contributions this can bring to the leader selection process in the future. It further 

discusses potential future research that can illuminate the field to a larger degree. 

This paper contributes to the field of leader selection research by going beyond previous 

studies on BLB. Our findings may be able to clarify the relationship between personality traits 

and the sub-categories of BLB. The findings indicate a small but significant relationship between 

personality and BLB, where each of the three parts of BLB had a measurable relationship with 

different parts of the personality measurement. We also found support for our claim that 

personality would explain some variance beyond that of GMA alone. 
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