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Abstract: The industrial maintenance area needs to guarantee control and avoid 
uncertainties and risks, aspects that can constitute barriers to innovation. Considering 
the importance of this productive sector focusing on competitiveness, this study aims 
to analyze the culture of innovation in an industrial maintenance company, located in 
Bahia, Brazil. The sample consisted of 100 employees. Participants answered the 
Innovation Culture Evaluation instrument. The answers were analyzed quantitatively 
using descriptive statistics. The main results demonstrated that the employees 
recognize the existence of a culture of innovation, but also emphasized the need of 
reinforcing communication and relationship with the organization´s external context. 
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AVALIAÇÃO DA CULTURA DE INOVAÇÃO EM UMA EMPRESA DE 
MANUTENÇÃO INDUSTRIAL 

 

Resumo: A área de manutenção industrial precisa garantir controle e evitar incertezas 
e riscos, aspectos que podem se constituir em barreiras à inovação. Considerando a 
importância desse setor produtivo atentar-se para a competitividade, este estudo tem 
como objetivo analisar a cultura de inovação em uma empresa de manutenção 
industrial, localizada no estado da Bahia. A amostra foi composta por 100 
colaboradores. Os participantes responderam ao instrumento Avaliação de Cultura de 
Inovação. As respostas foram analisadas quantitativamente por meio de estatística 
descritiva. Os principais resultados mostraram a percepção compartilhada pelos 
colaboradores de uma cultura de inovação, chamando a atenção a necessidade de 
fortalecer a comunicação e o relacionamento com o contexto externo à organização. 

Palavras-chave: cultura de inovação; manutenção industrial; cultura organizacional. 

 
 
 

1. INTRODUCTION 

 
Organizational culture is a social interaction phenomenon where learning 

occurs through shared events and results [1]. This learning comes from the experience 
of solving problems of internal or external adaptation to the organization, in which the 
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results were perceived as satisfactory and, therefore, considered able of being taught 
to new members [2]. 

The culture of innovation is a type of organizational culture with specific 
characteristics and factors that enable innovation [3]. An organization has a culture of 
innovation when it supports people who believe they can create something new and 
allows new daring things to happen with some regularity [4]. The culture of innovation 
consists on the shared innovation values and beliefs, combined with the organization´s 
search for competitiveness [5]. 

The culture of innovation is a complex system composed of often paradoxical 
practices, which lead organizations to apparently inconsistent directions and require a 
delicate balance between different values [6]. Innovation cannot occur without 
ambiguity, and organizations that are not able to tolerate it in their work place 
environment tend to reproduce only routine actions [7]. The strategy should emphasize 
how the company intends to use innovation to create and capture value and define 
priorities among different opportunities [8]. The vision and mission must reflect 
intentionality through direct, quantitative and time-related objectives for creative 
products and services [9]. 

Organizational structures best suited to the development of innovative products 
must allow technological change to occur through integration between functions [10]. 
More organic and less mechanistic structures, in general, reinforce innovation, as they 
offer greater freedom in rules, are participatory and informal, consider different views, 
communication is face to face, have little bureaucracy, use interdisciplinary teams to 
break barriers and emphasize creative interaction [7]. 

Support mechanisms comprise a comprehensive system of rewards and 
incentives, autonomy in tasks, provision of qualification and professional training and 
general and immediate feedback [11]. It is important to recognize the protagonists of 
innovation, those who generated original ideas and those who acted in public 
development and implementation [12]. Providing access to knowledge and skills and 
granting power to make decisions that affect work have a reducing effect on barriers 
to innovation [13]. 

Leadership behaviors, such as showing respect for employees, considering 
their opinions in decisions that affect them and showing appreciation, recognizing their 
contribution to organizational goals, are crucial to encourage innovative behaviors [14]. 
Standards for dealing with failures are critical in a culture that fosters innovation. A 
failure describes a situation in which the best possible decision was taken based on 
the best information available and its results should enable learning. A culture of 
innovation seeks to experiment and learn from failures as quickly as possible [15]. 

Open and transparent communication, based on trust, contributes to innovation 
[16]. A trustful relationship in an organization is empowered when management and 
employees deal openly with each other [9]. Transparent conversations between senior 
management and subordinates are not easy to promote considering the general 
resistance of people or the need to filter information [17]. However, communication, as 
a promoter of the culture of innovation, must systematically include both the results 
obtained with innovation, as well as information about ideas rejected through feedback 
[12]. 

These organizational characteristics considered important for the culture of 
innovation can vary according to the productive sector, the size of the company, the 
service or product, among other aspects. The industrial maintenance sector is not 
always focused on innovation, given the accident risks. Maintenance itself needs to 
ensure control and avoid uncertainties and risks, aspects that can constitute barriers 
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to innovation. However, it is a business sector as well as other ones that need to 
guarantee its competitive advantage and keep track of the trends of a tough market. 
Therefore, this study aims to analyze the culture of innovation in an industrial 
maintenance company, located in the state of Bahia. 

 

2. METHODOLOGY 

 
 
One hundred employees (out of one hundred forty five) of an industrial 

maintenance company, located in the state of Bahia, took part in this research. The 
company is an industrial maintenance world leader, which works with top-level safety 
practices, creates a maintenance culture, optimizes maintenance costs and improves 
plant performance. The participants in this study are between 23 and 62 years old 
(Average=42.16; SD=9.1). Mostly that equals 96 people (96% of the sample) are male 
and only 4 participants are female. Regarding education, 77 participants have 
completed high school degree, 15 have incomplete higher education degree, 7 have 
completed higher education degree and only 1 has incomplete high school degree. 

 
2.1 Measuring Instrument 

 
Innovation Culture Evaluation - ICE. Instrument validated in Brazilian context by 

[5], with satisfactory psychometric qualities, whose objective is to analyze the culture 
of innovation in organizations. ICE has 85 items, which evaluates 15 factors: Culture 
Content; Interpersonal Communication; Institutional Communication; Leadership 
Characteristics and Actions; Diversity and Conflicts Resolution; Interest and 
Involvement of Individuals with Innovation Activities; Infrastructure for Innovation; 
Flexible Rules; Relationship with other organizations; Relationship with the 
Competitive Market; Legal Incentives; Relationship with customers; Demographic 
Environment; Perception of Innovation Results by Society; and Perception of the 
Innovation Results by the Organization. Items must be answered on a five-point Likert 
scale, which ranges from 1 (strongly disagree) to 5 (strongly agree). 

 
2.2 Data Collection Procedure and Data Analysis 

 
After the company´s authorization and the approval of CIMATEC Research 

Ethics Committee, the potential participants were contacted. First, the Free and 
Informed Consent Term was explained to those interested in collaborating with the 
research. Those who expressed interest in collaborating signed the Term. Then, the 
Innovation Culture Assessment instrument was applied individually. Responses were 
analyzed quantitatively using descriptive statistics. 

 

3. RESULTS AND DISCUSSION 
 

Table 1 presents the results of the evaluation of the culture of innovation in the 
industrial maintenance company, according to the sample of employees. The results 
in Table 1 show that the employees tend to recognize the presence of the dimensions 
in the maintenance company studied. This result is positive, because it shows the 
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perception shared by employees of a company that has a culture focused on 
innovation, an important characteristic for competitiveness. 
 

 
Table 1. Evaluation of factors of the culture of innovation in an industrial maintenance 
company (N=100). 

Factor Median 
Minimum 

value 
Max  

value 
Culture Content 4,00 3 5 
Interpersonal comunication 4,00 2 5 
Institutional Communication 4,00 2 5 
Leadership Characteristics and Actions 4,00 3 5 

Diversity and Conflict Resolution 4,00 1 5 
Interest and Involvement of Individuals 
with Innovation Activities 

4,00 3 5 

Infrastructure for Innovation 4,00 1 5 

Flexible Rules 4,00 2 5 
Relationship with other organizations 4,00 2 5 
Relationship with the Competitive 
Market 

4,00 2 5 

Legal Incentives 3,75 1 5 
Customer Relationship 4,00 1 5 
Demographic Environment 4,00 1 5 
Perception of Innovation Results by 
Society 

4,00 2 5 

Perception of Innovation Results by the 
Organization 

4,00 2 5 

 
The difference between the minimum and maximum values allows us to analyze 

five factors that obtained the most discrepancy in responses such as Diversity and 
Conflict Resolution, Legal Incentives, Relationship with Customers and Demographic 
Environment. Except for Diversity and Conflict Resolution, which is related to the 
internal context of the organization, the other factors are part of the dimension 
associated with the relationship with the external context of the organization, with the 
attention of the investigated maintenance company in order to promote better 
conditions for reinforcing the culture of innovation. The communication of the results 
obtained with innovation must be strengthened not only among employees, but also 
with external customers and the region [12]. The recognition of the external 
environment can strengthen business and organizational performance, ensuring 
competitiveness. 

As for the factors with less discrepancy, which suggest a more homogeneous 
evaluation by employees, only three were highlighted: Content of Culture, 
Characteristics and Actions of Leadership and Interest and Involvement of Individuals 
with Innovation Activities. These factors are part of the dimensions related to the 
strategies and conditions of the internal context for innovation, signaling important 
aspects of culture. As indicated by literature, communication and a trustful relationship 
between peers and between leaders and subordinates are important aspects in 
management and promote the culture of innovation [12, 16, 17]. Strategic planning, 
organizational structure, support mechanisms, leadership behavior and form of 
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communication are important aspects of organizational culture, which directly influence 
the culture of innovation [16]. The sense of purpose clearly shared presents the desire 
to innovate and the commitment of top leadership, which impacts on culture [10], as 
can be seen in the results. 

 

4. CONCLUSION 
 

This study concluded that there is a perception shared by the collaborators of a 
culture of innovation in the industrial maintenance company investigated, showing that 
this productive sector can follow the market trends, without losing safety and reliability 
in its processes. The need to strengthen the relationship with the external context of 
the organization is due to the factors that obtained the most discrepancy between the 
minimum and maximum values of the response scale. Although government policies 
do not encourage the development of innovation in organizations, being aware of the 
different legal incentives and expanding business through new products and 
customers are important aspects of competitiveness. 

This study was carried out in just one maintenance company. Although it was 
carried out with a representative sample, the results should not be generalized to other 
industrial maintenance companies. It is suggested that further studies are conducted 
in different organizations of this industrial sector. 
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