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Abstract: Innovation is an inherent and fundamental phenomenon for the prosperity of the textile 
industry. One of the factors that can stimulate the propensity for innovation is the organizational 
culture. This is due to the fact that by influencing employees' behavior, one can achieve that they 
accept innovation as a fundamental value in the organization and commit to it. Therefore, it is 
opportune to deepen the relationship between organizational culture and innovation and 
organizational performance. That way, the objective of this study was to analyze the influence of 
the organizational culture on the internal and external environment of innovation and 
organizational performance in an organization of the textile sector. The research was descriptive 
quantitative, transversal, with a sample of 186 respondents. The data were analyzed by means 
of Structural Equation Modeling. As a main result, the collaborators highlighted the Results 
dimensions; Processes and Internal relationship of the innovation group as present in the 
environment conducive to the development of innovations. The Organizational Culture of the 
company is congruent with the smallest distance of power and high collectivism. The theoretical 
model was adhered to in the textile organization studied, with respect to the influence of 
Organizational Culture on the internal and external Environment to the development of 
innovations contributing to the application of new studies. With this, it is possible to infer that there 
is a favorable influence of the organizational culture on the environment of development of 
innovations and organizational performance in the organization researched. 

Keywords: Organizational culture; Innovation; Organizational performance. 

Resumo: A inovação é um fenômeno inerente e fundamental para a prosperidade da indústria 
têxtil. Um dos fatores que podem estimular à propensão a inovação é a cultura organizacional. 
Isto se deve ao fato de que ao influenciar o comportamento dos funcionários, pode-se lograr que 
aceitem a inovação como um valor fundamental na organização e se comprometam com ela. 
Portanto, é oportuno aprofundar a relação entre cultura organizacional e inovação e desempenho 
organizacional. Assim, o objetivo deste estudo foi analisar a influência da cultura organizacional 
sobre o ambiente interno e externo de inovação e desempenho organizacional em uma 
organização do setor têxtil. A pesquisa foi quantitativa descritiva, transversal, com uma amostra 
de 186 respondentes. Os dados foram analisados por meio de modelagem de equações 
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estruturais. Como principal resultado, os colaboradores destacaram as dimensões Resultados; 
Processos e Relacionamento interno do grupo de inovação como presentes no ambiente propício 
ao desenvolvimento de inovações. A Cultura Organizacional da empresa é congruente com a 
menor distância do poder e alto coletivismo. O modelo teórico se apresentou aderente na 
organização têxtil estudada, no que tange a influência da Cultura Organizacional ao Ambiente 
interno e externo ao desenvolvimento de inovações e também ao Desempenho Organizacional 
contribuindo para aplicação de novos estudos. Com isso, é possível inferir que existe uma 
influência favorável da cultura organizacional sobre o ambiente de desenvolvimento de 
inovações e desempenho organizacional na organização pesquisada. 

Palavras-chave: Cultura organizacional; Inovação; Desempenho organizacional. 

1 Introduction 
The textile and clothing market is one of the most dynamic, delivering new launches 

at least every four months. Brazil ranks fourth among the world's largest producers of 
clothing and fifth among the largest producers of textiles (ABIT, 2013). For years, 
Brazilian industry has enjoyed protectionist barriers to preserve the national textile 
product. However, since the 1990s due to the process of commercial opening, the 
Brazilian textile industry has had a strong impact against the international competition 
within its own market (Rangel et al., 2010; Gomes & Wojahn, 2017). 

Although Brazil is a major producer and consumer of textile and clothing products, 
its share in world trade is less 0.5%, ranking 23rd in the international trade ranking 
(ABIT, 2013). Because of this scenario, Brazil's textile industrial park faces strong 
competition from the international scene for several years, having to undergo significant 
transformations in its organizational structure, forms of organization of production and 
labor, technological innovation, among others (Silva & Queiroz, 2010). In contrast, 
Brazil has been forming strategic alliances with Asian partners with the purpose of 
joining forces for survival in competitive price market (ABIT, 2013). 

Therefore, the process of innovation has become an inherent and fundamental 
aspect for the textile industry (Costa & Rocha, 2009; Monteiro & Veiga, 2009). 
It Industry has been oriented by fashion´s model, which becomes an effective 
instrument to increase competitiveness, allows product differentiation (Gimeno, 2000), 
which resides in the idea of continuous change, with a short product life cycle, brought 
about by new trends and collections, depending on the efficient diffusion process of 
innovations (Rech, 2006). 

On this environment, which undergoes many changes, has profoundly affected the 
way organizations position themselves in front of competitive markets, requiring 
organizations to search for product, process and management innovation. Therefore, 
organizations that do not have the culture focused on the development of innovations, 
tend to fail (Machado et al., 2012). In order for innovation to take place, it is necessary 
that the whole organization is engaged in it, the engine that generates the movements 
of change, but in order to engage people, an environment that encourages creativity is 
needed (Ahmed, 1998a). 

According this expectation to create an environment conducive to innovation, 
organizations seek to develop a process of change to influence their leaders in order 
to try to create an institutional environment of creativity and innovation that will be 
accepted as basic norms of organizational culture (Martins & Terblanche, 2003). 
Culture is capable of stimulating innovative behavior among the members of an 
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organization, as it can lead them to accept innovation as a basic value and promote 
commitment to it (Hartmann, 2006; Naranjo-Valencia, et al., 2016).  

Innovating represents the renewal process in any organization. Since a new product 
can be an important element in the formula for business success, organizations that 
want to succeed in the competitive environment need innovation at all points, in all 
aspects of the business and all members of the team. Building an environment fully 
engaged in positive change and a rich culture of creativity and renewal means creating 
an organization with 360 degrees of innovation (Kelley & Littman, 2007). 

Innovation supports organizations facing external turbulence and therefore 
becomes a key player in driving business success (Baker & Sinkula, 2002). 
An organization that wants to improve innovation and its organizational performance 
should pay attention to its organizational culture, since it can be a key enabler of both 
or a great barrier, depending on the values that make up the current organizational 
culture of the company (Naranjo-Valencia et al., 2016; Anning-Dorson, 2017; 
Shahzad et al., 2017) point to a positive and significant relationship between 
organizational culture and innovation and company performance. 

In this sense, this study seeks to validate the relationship between the 
organizational culture, the innovation environment and the organizational performance. 
Therefore, the study will employ the model proposed and already studied by 
Bates et al. (1995), which uses the dimensions of Individualism versus Collectivism, 
Distance of Power and Cultural Congruence to integrate Organizational Culture and to 
correlate it with the model proposed by Machado & Carvalho (2013), which suggests 
the connection between two dimensions that represent the environment of innovation, 
being the internal and external dimensions of innovation groups. As a theoretical 
contribution, the study also seeks to understand the relationship between the 
organizational culture and the proposed organizational performance of Pérez 
López et al. (2004) and Jiménez-Jiménez & Sanz-Valle (2011) who studied the 
influence of culture on organizational performance, enriching the model proposed by 
Bates et al. (1995) and Machado & Carvalho (2013). Given the presented, the research 
question is: What is the influence of the organizational culture on the internal and 
external environment of innovation and on the organizational performance in an 
organization of the textile sector of Santa Catarina? 

As theoretical justification, the study aims to verify the relationship between the 
organizational culture and the environment conducive to the development of 
innovation, observing the internal and external dimensions of environments conducive 
to the development of innovation. In addition, the organizational model is added to the 
model, expanding the model already studied by authors such as van de Ven et al. 
(2000), Bates et al. (1995), Machado et al. (2010), Jiménez-Jiménez & Sanz-Valle 
(2011), Machado & Carvalho (2013). Despite the importance given to organizational 
culture as a stimulant for innovation and organizational performance, empirical 
research on the subject is limited (Naranjo-Valencia et al., 2016). Thus, the study seeks 
to contribute to the theme that needs to be revised and deepened. 

The practical justification stems from the importance of conducting studies in the 
textile sector, since it has sought to innovate to stay in the market against the Asian 
competitors. Therefore, it was considered relevant to carry out a research about the 
influence of the organizational culture on the internal and external environments of 
innovation and also the influence of the organizational culture on the performance of 
an organization of the textile sector, and thus to understand about these issues for 
support in improving the performance of industry organizations. 
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The present research is descriptive and causal about the objectives. The approach 
is presented as quantitative and the procedure for data collection was performed 
through an intersectional survey. The research was carried out in a traditional 
organization of the textile sector. The sample consisted of 186 respondents. For the 
analysis of the data was used the Structural Equations Modeling. 

2 Organizational culture 
Organizational behavior is created at the beginning of organizational life´s by means 

of symbols, languages, beliefs, visions, ideologies and myths; in one effect, this founder 
and administrator in turn transfers his culture to the organization, assuming a primary 
responsibility to mobilize people and other resources to the importance of building and 
administering a new organization (Pettigrew, 1979). 

Entrepreneurs can also be seen as creators of some of the more rational and 
tangible aspects of organizations, such as structures, technologies, and aspects of the 
more cultural and expressive components of organizational life. The employee, once 
within this organization, is confronted with an emerging culture through language, 
performance and observation of daily activities, the regular contact of the people 
around him and group rituals (Pettigrew, 1979). Thereby, organizational culture is 
defined as the values of organization, relationships and hierarchy, grounding the 
behavior patterns and attitudes that define the main actions and decisions of the 
organization. 

In the academy, it was from the 1980s that organizational culture studies gained 
ground (Pettigrew, 1979; Hofstede, 1980; Ouchi, 1980; Peters et al. 1982; Schein, 
1984; between Eastern and Western organizations. This fact was given to research 
efforts to understand the difference between Eastern and Western reflections on 
organizational performance, mainly because of the Japanese's ability to overpower 
American power in automobile production in the 1980s (Ouchi & Wilkins, 1985). 

Schein (1984, 2010) conceptualized organizational culture as a standard of basic 
requirements that the group has invented, discovered or developed in learning to deal 
with problems of external adaptation and internal integration and which has worked 
sufficiently well to be considered valid. Therefore, it can be taught to its members as 
the correct way, as a reflection of the personality of the organization and in a way 
analogous to the personality of an individual that allows predicting attitudes and 
behaviors (Bowditch & Buono, 1997). Therefore, organizational culture refers to values 
and beliefs that provide standards and expected behaviors that employees could follow 
(Schein, 1992). 

Hofstede (1983) have emphasized the importance of national cultures in shaping 
organizational cultures. This author defines culture as a collective mental programming 
that people in an environment have in common. His perception considers the existence 
of a cultural dependency in which organization and management in organizations do 
not effectively depend on what to do to achieve tangible goals, but rather on 
manipulating symbols associated with family, educational systems, politics, religion, 
and architecture. 

Within this context of national cultures, it is possible to observe the Brazilian´s 
culture behavior, in which the organizational culture cannot be considered 
homogeneous. There is no one Brazil, but many, and in the organizational field it is 
valid to say that to enhance organizational resources and results organizations that 
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recognize cultural codes increase the possibility of gaining local cultural legitimacy 
(Muzzio, 2010; Gomes, 2013). 

Bates et al. (1995), to better describe the difference of these cultures, affirm there 
are the same three dimensions (typologies) already indicated by Ouchi & Wilkins 
(1985), however, distinguished them from the hierarchically- to the organizational clan. 
Firstly, the individualism versus collectivism that hierarchical culture is guided by the 
premise of defining, controlling, and evolving through individual contribution generating 
transformation in processes. Already by the culture of the clan emphasizes the 
contribution of the group that collectively transforms the processes. Then the distance 
from power, on it hierarchical cultures emphasize the distance between superiors and 
subordinates based on formal authority, attained symbolic prestige, and the higher 
requirements instruct subordinates and their activities by auditing their rules. 

Thereby, the role of organizational culture is crucial for the development of 
innovation (Turró et al., 2013). When an organizational culture is encouraged by 
innovation capacity, it tolerates risk and supports personal growth and development, 
and can be labeled as a culture of innovation (Martín-De Castro et al., 2013). Actually, 
organizations often present more differences in practices than shared basic values. 
The appropriate way to analyze organizational culture is therefore to focus on the 
organization's perceptions of the organization's work practices (Galli, 2011; Gomes, 
2013). 

2.1 Innovation 
Innovation can be seen as an effective means of enhancing organizational 

performance (Rajapathirana & Hui, 2017). Innovation is positively related to the 
company's performance (Calantone et al., 2002). In the relationship between 
innovation and organizational performance, Simpson et al. (2006) point out that 
innovation can be an expensive and risky activity, which can have positive results in 
solid performance, but also negative results, such as increased exposure to market 
risk, increased costs and employee dissatisfaction with unexpected consequences in 
the organization. 

The understanding of innovation is related to the generation of ideas, which need 
to be unprecedented so that they are considered evolutionary and in turn generate 
processes or products improved for the people through the organizations. It can also 
generate goods or services that, over time, will revert to results for the organization, 
making it more competitive (Schumpeter, 1964). 

It was from the work of Schumpeter (1964) that a relationship between innovation 
and economic development was established. In his approach, the capitalist economy 
is sustained by a constant revolution, called creative destruction. Taking this 
construction to the organizations, it can be affirm that new technologies and new 
products replace the old ones. In this sense, innovation produces new things or the 
same things differently, combining new materials and forces for the purpose of financial 
return (Schumpeter, 1964). 

A creative invention does not become an innovation until it is implemented or 
institutionalized. In fact, by most standards, the success of an innovation is largely 
defined in terms of the degree to which financial returns are earned. So, a key measure 
of innovation is success in the financial return of the idea and a central question is how 
and why do some new ideas make money while the majority do not? (van de Ven, 
1986). 
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In Literature the meaning of innovation arises from the implantation of an idea to 
the creation of a product or service. In the organizational environment, innovation is 
characterized by the idea of restructuring, cost savings, better communication, 
deployment of new technology, structures and human resources plans or programs 
(Martins & Terblanche, 2003). The generation of positive results from new knowledge 
and the ability to add more value to society is the definition of innovation presented by 
Zawislak (2008). This author adds that the impact of innovation ensures the effect of 
the company being noticed amid resources and assets. 

According to Rogers (2001), individuals initially perceive innovation with a high 
degree of uncertainty and want to know how it works, what degree of risk they can get, 
and what the advantages and disadvantages are. The author mentions that 
uncertainties are overcome as one obtains technical information, subjective 
impressions, and social support about the new idea. 

Referring to the innovation process, Barrett & Sexton (2006) mention two lines of 
thought: rational and behavioral. Rational thinking describes the process of innovation 
as something composed of several linear stages. This line of studies described by the 
authors is criticized for not considering the interactions and the process of movement 
and feedback of knowledge and resources of the dynamic environment. The behavioral 
line considers the ambiguities and uncertainties of organizational reality. 

Moreover, Barrett & Sexton (2006) present two aspects to the context of innovation: 
the vision of market-based innovation and the resource-based view. The market-based 
view argues that market conditions foster a context that facilitates or constrains 
innovative activities. The resource-based view, however, considers that market 
orientation does not allow a safe analysis due to its dynamics and volatility, suggesting 
that the company's own resources represent a more stable context for the development 
of the innovation activity. 

2.2 Relationship between organizational culture, innovation and 
organizational performance 

An organization that wants to improve innovation and performance must pay 
attention to its organizational culture, since it can be a key enabler of both or a great 
barrier against both, depending on the values that make up the current organizational 
culture of the company (Naranjo-Valencia et al., 2016). Quinn & McGrath (1985) argue 
that organizational culture influences the culture of innovation that is formed by 
characteristics that use values of flexibility and adaptation as a means of reaching goals 
aimed at growth, change and interaction with the external environment, while culture 
formed by characteristics that involve the hierarchy, uses information management and 
communications with the goal of maintaining stability and control. 

Other previous studies have studied the relationship between organizational 
culture, innovations and organizational performance. Wright et al. (2005) concluded 
that product innovation does not affect performance in benign environments (in which 
the company dominates the market) but has a positive effect on performance in hostile 
environments (high market competition and competitive environment). The results of 
Pérez López et al. (2004) demonstrated that innovation contributes positively to the 
competitiveness of companies and brings financial results. Focusing on a sample of 
US business service companies, Mansury & Love (2008) concluded that the presence 
of innovation has a positive effect on the organization's growth, but no effect on 
productivity. 
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Thereby, culture is at the center of the development of innovation, and the basic 
elements such as shared values, beliefs, behaviors, influence the development of 
innovation. This influence can occur in two ways: through the process of socialization 
in which individuals learn acceptable behaviors and activities. And when values, 
assumptions and beliefs are established as behaviors and influence management 
structure, policies and practices (Tushman & O’Reilly, 1997). 

Martins & Terblanche (2003) analyzed the importance of innovation and creativity 
in corporate culture, indicating that in organizations, based on knowledge, the success 
and survival of these depend on creativity and innovation, discovery and originality. The 
effect is that organizations foster the creation of an institutional environment in which 
creativity and innovation are accepted as cultural norms in changing environments, 
emphasizing the importance of organizational culture in this context. 

Organizational innovation and learning are affected by organizational values, 
beliefs, work environment, knowledge sharing and all created by organizational culture 
(Shahzad et al., 2017). Organizational culture is necessary to foster the sharing of 
knowledge and creative minds, which are fundamental to organizational success 
(Shahzad et al., 2017). The perception of employees about the extent to which 
creativity is encouraged in the workplace and the extent to which organizational 
resources are allocated to support creativity is likely to influence their innovative 
behavior. (Gumusluoğlu & Ilsev, 2009). 

In line with this, when they realize that their organization is open to change and 
supports creative ideas and that there is an adequate supply of resources such as time, 
people, and funding, they are more likely to perceive the organizational climate as a 
supporter of innovation and therefore, take risks and promote innovation. 
(Gumusluoğlu & Ilsev, 2009). In this sense, the following hypotheses arise: 
H1: The Organizational Culture has a positive influence on the Internal dimension of 
the innovation group. H2: Organizational Culture has a positive influence on the 
External dimension of the innovation group. 

The relationship between organizational culture and performance has been an 
important topic discussed in the literature. (Schneider et al., 2003; Prajogo & 
McDermott, 2011). Researchers and observers acknowledge that organizational 
culture has an effect on the long-term performance and effectiveness of organizations 
(Valmohammadi & Roshanzamir, 2015). Studies have been devoted to examining the 
role of culture as an organizational resource that affects performance (Prajogo & 
McDermott, 2011). 

Still, in the relation of Organizational Culture to organizational performance, 
Lunenburg (2011) emphasizes that the same has an effect according to the behavior 
of the employees realizing the following points: a) the knowledge of the culture of the 
organization allows the employees to understand the history and methods of operation; 
b) organizational culture fosters commitment to the organization's philosophy and 
values; c) organizational culture, through its norms, serves as a control mechanism to 
channel behaviors to the desired direction and length of unwanted behaviors; d) certain 
types of organizational cultures may be directly related to greater effectiveness and 
productivity (performance). 

For Gregory et al. (2009), the fact that culture influences the effectiveness of the 
firm is an implicit assumption of many managers, yet acknowledge that few empirical 
studies have provided a detailed view of these relationships. The same authors 
conclude that, through the analysis of 99 health units in the United States, the 
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employee’s attitude have a mediating role in the relationship between Organizational 
Culture and various measures of organizational effectiveness (performance). 

The organizational culture that encourages calculated risk-taking and autonomy 
serves as a precursor to the successful implementation of the innovation strategy. 
Companies with a strong innovative culture can differentiate themselves in the 
marketplace and increase their performance by introducing innovations into product 
and processes (Anning-Dorson, 2017). Thereby, empirical evidence suggests that 
organizational culture influences market-oriented behaviors and financial performance 
(Homburg & Pflesser, 2000), and employee attitudes and organizational effectiveness 
(Gregory et al., 2009). knowledge management and organizational effectiveness than 
organizational structure and strategy (Zheng et al., 2010). 

Barney (1986), Homburg & Pflesser (2000) and Hogan & Coote (2014) discuss the 
results of organizational culture and performance as a theoretical orientation. Denison 
& Mishra (1995) found significant relationships between organizational culture and 
performance, in which the results demonstrate how different dimensions of culture 
(eg, participation and mission orientation) can improve different aspects of 
performance (eg profitability and growth sales). Thus, performance results are 
associated with organizational culture with greater membership participation through 
employee engagement with financial performance goals (Denison & Mishra, 1995). In 
this sense, the following hypotheses arise: H3: The Organizational Culture has a 
positive influence on Organizational Performance. 

3 Methodology 
The present research fits as descriptive and causal about the objectives. 

The approach is presented as quantitative and the procedure for data collection was 
performed by means of an intersectional survey. According to Babbie (1999), the 
intersectional survey has as main characteristic the data collection, of a given 
population, in a single time interval. For Babbie (1999, 78), this type of research is 
characterized by being logical, deterministic, general, parsimonious and because it 
“typically examines a sample of the population” through the application of a structured 
questionnaire. 

According to Hair Junior et al. (2005), quantitative research is an empirical research 
whose purpose is to delineate or analyze phenomena, evaluate programs or isolate 
key variables. This research describes the situations, using quantitative criteria that 
establish proportions and correlations among observed variables, looking for elements 
that allow the verification of hypotheses. Still, according to the authors the plans of the 
descriptive research are formed in order to measure the characteristics of a certain 
theoretical construct. 

The research construct is composed of three parts. The first refers to innovation 
environments. The model used was the one proposed by Machado & Carvalho (2013). 
This model was based on the Minnesota Innovation Survey (MIS) methodology, 
described by van de Ven et al. (2000), which is part of the Minnesota Innovation 
Research Program (MIRP) of the University of Minnesota, for analysis of the innovation 
environment. 

The methodology of the Minnesota Innovation Survey (MIS) was tested in its original 
form in Brazil by Machado (2004), and Carvalho (2010). The work of Machado & 
Carvalho (2013) analyzed the theoretical constructs and observed the possibility of 
grouping the dimensions, which through factorial analysis proved feasible due to the 
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multicollinearity between the data. Thereby, the 29 dimensions proposed by van de 
Ven at al. (2000) were reduced to 10, which included internal dimensions, external 
dimensions and results, so that one impact on the other. Each group of dimensions is 
composed of sub-dimensions, as presented in Table 1, with the authors that formed 
them the theoretical construct. 

Table 1. Dimensions of the innovation environment. 

Groups 
Dimensions Actors 

D1 Results Kimberly (1981), van de Ven (1986). 

Internal 
dimensions 

of the 
innovation 

group 

D2 Process 
Perrow (1967), Gross et al. (1971), van de Ven 
& Ferry (1980), van de Ven (1980), Lawrence & 

Dyer (1983). 
D3 Resources Lawrence & Dyer (1983). 

D4 Leadership Hackman & Oldham (1975), van de Ven & Ferry 
(1980), Peters et al. (1982), Schein (2010). 

D5 Autonomy Pressman & Wildavsky (1973), Shull et al. 
(1970), van de Ven (1980), McGrath (1984). 

D6 
Internal Relationship of 

the 
innovation group 

Kantner (1983), Blake & Mouton (1964), 
Lawrence & Lorsch (1967), Burke (1970), van 

de Ven & Ferry (1980). 

D7 
External Relationship of 

the 
innovation group 

Kantner (1983), Blake & Mouton (1964), 
Lawrence & Lorsch (1967), Burke (1970), van 

de Ven & Ferry (1980). 

External 
dimensions 

of the 
innovation 

group 

D8 Dependence of External 
Resources 

Lawrence & Lorsch (1967), Lawrence & Dyer 
(1983). 

D9 Formalization van de Ven (1976). 

D10 
Relationship 
Effectiveness 

 

Blake & Mouton (1964), Burke (1970), McGrath 
(1984). 

Source: Machado & Carvalho (2013, p. 598). 

The second part of the environment model conducive to the development of 
innovations, added to the model proposed by Machado et al. (2010), which deals with 
the theme “innovation environments” the variable “organizational culture”, used for this 
purpose the questionnaire adapted from Bates et al. (1995). The authors Bates et al. 
(1995), through a research conducted and validated in 41 manufacturing companies, 
verified a relationship between organizational culture and production strategy. As this 
study focuses on innovation, questions regarding manufacturing strategies have been 
removed. The three dimensions of organizational culture remained unchanged, being 
(1) individualism versus collectivism, (2) distance from power, and (3) cultural 
congruence. 

The data collection instrument of Bates et al. (1995) was used in other works, such 
as Machado et al. (2009), Kanungo et al. (2001), Balthazard & Cooke (2004), 
Balthazard et al. (2006), Koufteros et al. (2007), Moran & Meso (2008), Naor et al. 
(2010) and Machado et al. (2010, 2012). 
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From this perspective, Scarpin (2012) reduced the questionnaire from 
35 to 17 questions. For this, a test was performed with the pre-existing database of 
Machado et al. (2010), of the original model. For reduction, we used data considering 
each of the scales belonging to the dimensions proposed by the authors and the 
tangency that they could have among themselves. After this procedure, the factorial 
analysis was carried out in order to verify which constant issues in each of the phases 
were correlated with each other and being more representative, had greater 
commonalities. 

Identifying the issues that best represented each of the phases described, the 
means of the answers were made with the objective of reaching a single measure of 
that phase. In continuity, the frequencies of the means of the phases and the 
dimensions, before and after the reduction of the data, were compared by means of 
the Chi-square test. Churchill Junior (1979) and Stratman & Roth (2002) argue that this 
methodology validates the reduction of data in the evaluation of constructs (Scarpin, 
2012). 

Finally, the last part regarding organizational performance was studied by 
researchers such as Coombs & Hull (1998), Hall & Andriani (2003), Pérez López et al. 
(2004), Chiva et al. (2007), García-Morales et al. (2007), Zheng et al. (2010), Jiménez-
Jiménez & Sanz-Valle (2011), Gunday et al. (2011), Bolívar-Ramos et al. (2012) and 
Camisón & Villar-López (2014). 

According this line, this research seeks to understand the influence of organizational 
culture on the internal and external environment of innovation and on organizational 
performance (Figure 1). The organizational performance will be analyzed according to 
the model of Pérez López et al. (2004) and Jiménez-Jiménez & Sanz-Valle (2011), 
observing the economic and financial results dimension, with four questions to evaluate 
results, analyzing a minimum scenario of 3 years, according to the employees of the 
company studied. 

The data of the present research were primary and collected by the researchers, 
through a research collection instrument composed of a questionnaire. The data 
collection instrument is composed of five blocks. The first one contains the questions 
of descriptive variables that evaluate characteristics of the respondents, such as: 
gender, age, workspace, education, position and company time. The second block 
seeks to understand the internal dimensions of the innovation group, such as: results, 
processes, resources, leadership, autonomy, internal relationship and external 
relationship. The third block seeks to understand the external dimensions of the 
innovation group, addressing dependence on external resources, formalization and 
effectiveness of the relationship. 

The fourth block evaluates aspects of organizational culture such as: Individualism 
Versus Collectivism, distance of power and cultural congruence. The 7-point Likert 
scale was used, ranging from 1 (strongly disagree) to 7 (I totally agree). The fifth block 
raises aspects of organizational performance such as customer loyalty, sales growth, 
profitability and return on investment. In this, the Likert scale was used, with scores 
varying from 1 to 7, with 1 representing (Much worse than competitors) and 7 (Much 
better than competitors). 

The social subjects were selected for convenience, covering all sectors, that is, from 
the administrative sector to the production sector of the surveyed company that has 
900 employees in the researched branch. The accessibility sample obtained degree of 
significance and sample error calculated based on Barbetta (2012). The sample for this 
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research was calculated with sampling error of 5%, degree of significance 95%, 
resulting in 270 respondents of a sample. 

As a rule, Lomax & Schumacker (2004) agree that a sample of 100 to 150 cases is 
the minimum size for Structural Equations Modeling - SEM. Hair Junior et al. (2009) 
suggest a sample size of 200 cases. Regarding the proportion of cases, the minimum 
is to have at least five times more observations than the number of variables to be 
analyzed, and the most appropriate size would be ten to one. With this, the minimum 
proportion is five respondents for each estimated variable, ten being the most 
adequate. The model proposed in this study has 44 variables. Thus, the suggested 
sample would be 205 respondents. 

Therefore, 462 questionnaires were distributed, and 289 returned, of which 103 had 
to be discarded because of the quality of the response, in which respondents left more 
than 20 blank answers, totaling a final valid sample of 186 respondents for analysis, 
being next to the sample suggested by the literature (Hair Junior et al., 2009). In 
Table 2, the dimensions of organizational culture, performance, and the respective 
authors are based on each one. 

Table 2. Dimensions of organizational culture and organizational performance. 

Group Dimension Actors 
Organizational 
Culture 

D11 Individualism versus 
Collectivism 
 

Ouchi (1980), Taylor & Bowers (1972) 

D12 Power Distance Ouchi (1980), Aiken & Hage (1966) 

D13 Cultural Congruence Deal & Kennedy (1982), Mowday et al. 
(1981), Price & Mueller (1986) 

Organizational 
Performance 

D14 Customer loyalty 
Sales Growth 
Profitability 
ROI – Return of 
Investment 

Coombs & Hull (1998), Hall & Andriani 
(2003), Pérez López  et al. (2004), 
Chiva et al. (2007) and Jiménez-Jiménez & 
Sanz-Valle (2011) 

Source: Self elaboration. 

The organizational culture on this process supports the emergence of an 
environment conducive to innovation. The analysis model will have as predictive 
variable the organizational culture, here represented by the study of Bates et al. (1995), 
indicating values that implicitly impel individuals to innovate (Machado et al., 2012). 
Finally, to evaluate the influence of the organizational culture on the internal and 
external environment of innovation and on the organizational performance. The 
conceptual basis suggests the model according to Figure 1. 
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Figure 1. Model encompasses culture, innovation and organizational performance. 

Source: Self elaboration. 

The model as presented in Figure 1 proposes as the first and second hypothesis 
that organizational culture has influence on internal and external dimensions to the 
development of an environment conducive to innovation and as a last hypothesis that 
organizational culture also influences organizational performance. 

For the analysis of the data was used the Structural Equations Modeling - SEM. 
Choice by this method is appropriate when the purpose of the study lies between the 
need to test a theory and to predict patterns. The SEM does not refer to a technique, 
but rather to a set of statistical procedures, which on certain occasions is cited in the 
literature as analysis of the covariance structure or modeling of the covariance structure 
(Kline, 2005). 

3.1 Data processing and analysis 
Firstly, the missing data was identified, which occurs when the respondent fails to 

inform one or more questions of the data collection instrument, in this case 
103 questionnaires had to be discarded because they had more than 20 blank 
responses, other 9 questionnaires had less than 5 blank responses and were replaced 
by the average responses. This definition suggests that there are levels of unavailability 
of information and then seeks a level of misconduct from which distortions of results 
would be unacceptable. The influence of data lost in the research is the reduction of 
the sample size available for the analysis (Hair Junior et al., 2009). 

Then, the reliability of each construct was evaluated separately. Cronbach's Alpha 
was used for this purpose. For Malhotra (2006) values above 0.6 are considered 
acceptable. Thereby, for this study, the cut-off index used was 0.6. If any dimension 
does not present sufficient reliability was used to verify the reliability after the excluded 
variable, although as a requirement, the number of variables resulting from the 
dimension must be at least three variables, since it is the minimum for the reliability 
calculation via SPSS Software 23. 

After that the composite reliability and extracted variance analysis were used. 
According to the literature, it is accepted as reasonable values from 0.60 (Skerlavaj & 
Dimovski, 2009) for composite reliability and mean variance extracted (MVE) which 
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should have a value of at least 0.45 (Netemeyer et al., 2003). At this point also if there 
is not enough reliability variables are excluded in order to evaluate if they remain with 
sufficient significance and can be used in the model. 

In order to validate the integrated model, the individual validation of the constructs 
or submodels was carried out by means of the Confirmatory Factor Analysis (CFA), in 
order to verify the validity of the constructs involved in the measurement model. The 
use of CFA in the structural equations modeling allows the evaluation of the reliability 
and validity of the constructs (Garver & Mentzer, 1999). The CFA will involve the 
analysis of the adjustment indices and the convergent validity analysis. The overall 
adjustment measures of the model are divided into three categories: absolute 
adjustment measures, incremental adjustment measures, and parsimonious 
adjustment measures. 

According to Hair Junior et al. (2005) is required an evaluation of the measures, 
since no measure emerged as singular for model assessment. After this procedure was 
performed the Structural Equations Modeling - SEM. The SEM seeks to explain the 
relationships among multiple variables by examining the structure of interrelationships 
expressed in a series of equations, similar to those of multiple regression (Hair 
Junior et al., 2009). For this procedure the statistical software used was SPSS AMOS 
21.0, which allows to generate the equations of correlation between the dimensions, 
graphically demonstrating the impact value and the values for the explanation of the 
model (R2), thus waiting to be evaluated the influence of the culture organizational 
approach to the enabling environment for innovation and organizational performance. 

As a conclusion of the reliability analysis, in the first instance, Cronbach's Alpha 
(CA > = 0.6), Composite Reliability (CR> = 0.6) and Average Variance Extracted  (AVE > = 
0.45) above acceptable it is necessary to purify the dimensions: 1-Result, 9-Formalization, 
10-Effectiveness in Relationship, 11-Individualism vs. Collectivism, 13-Congruence, 14-
Performance, all apt to be considered in the structural equations modeling. 

However, there were dimensions that needed to be purified, but did not have the 
minimum number of variables that allowed the use of the technique, such as: 4-Leadership, 
5-Autonomy, 6-Internal relationship to the innovation group, 7-External relationship to the 
innovation group and 8-External Resources Unit. These, in turn, were discarded the use in 
the structural equations modeling for having low reliability within a minimum of three 
variables per dimension. 

Table 3 presents the final result after purification of the possible dimensions, such as: 
2-Processes, 3-Resources and 12-Distance of the Power being considered in the structural 
equations model, however, the dimension 3-Resources after purification also had to be 
discarded because it presents low reliability and there is no possibility of re-exclusion due 
to the minimum number of variables. 

Table 3. Reliability by Dimension after purification. 

Dimension 
Original 
Model 

Variables 

Variables 
after 

Purification 

(CA) (CR) (AVE) Does 
reliability 
needed 

for SEM? 
> 0.6 > 0.6 > 0.45 

Internal Innovation Group 
1-Results 3 3 0.7 0.72 0.48 Yes 
2-Process 4 3 0.69 0.68 0.45 Yes 

3-Resources 4 3 0.67 0.67 0.4 No 
4-Leadership 3 3 0.56 0.61 0.36 No 
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Dimension 
Original 
Model 

Variables 

Variables 
after 

Purification 

(CA) (CR) (AVE) Does 
reliability 
needed 

for SEM? 
> 0.6 > 0.6 > 0.45 

External Innovation Group 
8-Dependence of External 

Resources 3 3 0.5 0.54 0.31 No 

9-Formalization 3 3 0.78 0.79 0.56 Yes 
10-Effectiveness in Relationship 3 3 0.74 0.77 0.54 Yes 

Organizational Culture 
11-Individualism vs. Collectivism 8 8 0.9 0.89 0.52 Yes 

12-Power Distance 4 3 0.72 0.73 0.48 Yes 
13-Congruence 5 5 0.86 0.87 0.64 Yes 

Organizational Perfomance 
14-Performance 4 4 0.85 0.85 0.59 Yes 

Source: Self elaboration. Cronbach's Alpha – CA. Composite Reliability – CR. Average Variance Extracted – AVE. 
Structural Equations Modeling – SEM. 

4 Data analysis and discussion 
This stage aims to answer the hypotheses raised in the study that deal with the 

influence of organizational culture on the internal and external environment dimensions 
of innovation groups and organizational performance in a company in the textile 
industry. For this, the SEM was used, firstly, through the adjustment indices (for the 
purpose of verifying whether the model is acceptable or not) and, finally, validity (to 
evaluate if the items reflect the construct). Table 4 shows the adjustment indices of the 
proposed final model. 

With regard to the adjustment of the model, the χ2 / GL presented an index of 2.229, 
the adjustment quality index (GFI) was lower than 0.9, as well as the Adjusted Quality 
of Adjustment Index (AGFI). However, it should be noted that Bagozzi & Yi (1988) 
emphasize that there are no cut-off criteria for GFI and AGFI; these indices are 
dependent on the sample size. 

The Standardized Root Mean-Square Residual (SRMR = 0.151) did not meet the 
recommended criteria, being slightly higher than 0.10, however the Root Mean Square 
Error of Approximation (RMSEA = 0.08) met the recommended criterion, be equal to 
0.08. The Tuker-Lewis index (TLI) was close to the expected level, with a value of 
0.810. The same was true of the comparative adjustment index (CFI), which had a 
value of 0.826, that is, near the desirable value of 0.9. The other indexes were also 
within the range recommended by the literature. 

It is worth noting that no similar studies were found in the literature, which on the 
one hand allows this to be a pioneering study in the subject, but on the other hand, it 
harms the discussion of the results found. Considering the novelty of analysis of the 
proposed theoretical model and the absence of antecedent empirical evidences that 
allow effective comparisons, it is understood that the model, although it has not 
demonstrated satisfactory values in all the adjustment measures, can be improved with 
new empirical studies, therefore, not invalidating it. After checking the adjustment of 
the model, the standardized factor loads and the respective t-values were analyzed in 
order to test the hypotheses, as the Table 4. 

Table 3. Continued… 
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Table 4. Standardized coefficients and test of the hypotheses of the relations of the 
proposed model. 

Structural Pathways Estimate S.E t- Values P- Value Coef 
Dimensions of Organizational Culture 

Individualism Vs 
Coletivism <== Organizational 

Culture 1.00(1) - - - 0.82 

Power Distance <== Organizational 
Culture 1.347 0.19 7.225 *** 0.97 

Congruence <== Organizational 
Culture 1.078 0.13 8.362 *** 0.83 

Hypothesis Testing 
Internal Innovation <== (H1) Organizational 

Culture 1.00 (1) - - *** 0.64 

External Innovation <== 
(H2) 

Organizational 
Culture 0.709 0.16 4.453 *** 0.64 

Organizational 
Performance 

<== 
(H3) 

Organizational 
Culture 0.513 0.1 4.918 *** 0.46 

Source: Self elaboration. (1) Initial values set at 1.00. *** p < 0,001. S.E = Standard Error. 

In terms of indicators for accepting hypotheses, t-values need to be greater than 
1.96 (for tolerable acceptance); the recommended is above 2.58, to accept appropriate 
significance (Hair Junior et al., 2005). According to Table 4, the results were 
satisfactory, that is, the three hypotheses raised in the literature were confirmed. 

Figure 2 shows a dimensionality representation of the Culture of Innovation 
construct after purification. As a way to obtain an acceptable level of fit for the study, 
the proposed dimensions for the model were simulated: Organizational Culture, 
Internal Dimensions of Innovation, External Dimensions of Innovation and 
Organizational Performance. In standardized factor loads, the indicators should be 
statistically significant, with standardized loads above or close to 0.60, since the 
objective in this phase is to purify the measurement scale. 

  
Figure 2. Relationship of Organizational Culture and the internal and external dimensions of the 

innovation and organizational performance group.. Source: Self elaboration. 
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Analyzing Figure 2, it can be seen that the Endogenous Internal Environment 
Dimension construct of the Innovation Group is represented in order of greatest impact 
by the dimensions Process in (0.96) and Result (0.71). Thereby, the influence of the 
Organizational Culture construct on the Internal Dimensions of the Innovation Group is 
(0.64). For Schein (1984, 2010), organizational culture happens through experiences, 
experiences and achievements, which over time have become the right way to do things. 

Therefore, the organization studied has a strong cultural congruence, focused on 
collectivism and a smaller distance from power (Bates et al., 1995). According that the 
exogenous Organizational Culture construct positively impacts (0.64) on the 
endogenous Construct Internal Dimensions of the Innovation group. 

These results corroborate those found by the following authors: Scarpin (2012) who 
tested the hypothesis in a metalworking company, which resulted in a load of (0.55), 
with the most impacted internal dimensions being Leadership (0.66), Process (0.61) 
and Internal relation (0.56). Then Torres (2014) tested in a software development 
company, which resulted in a load of (0.435), however there were more impacted 
dimensions such as Leadership (0.67), Internal Relationship (0.73), Process (0.80), 
Autonomy (0.82) and Resources (0.77). Finally, Depiné & Machado (2015) evaluated 
in a multinational company, which resulted in a load of (0.94), and the internal 
dimensions most impacted were Internal Relations (0.84), Leadership (0.71), 
Processes (0.50) and Resources (0.40). 

Thereby, it is possible to infer from the results that there is a concordance with 
previous studies about the influence of organizational Culture on the internal 
environments of innovation, however, each organization emphasizes in a particular 
way the set of internal dimensions that are impacted by the culture of according to the 
cultural moment lived by the organization. For Gumusluoğlu & Ilsev (2009) 
organizations can internally support innovation by encouraging, recognizing and 
rewarding creativity as well as providing adequate amounts of resources such as staff, 
funding and time. 

In addition, it is possible to observe that the exogenous external environment 
construct of the innovation group is composed of the Formalization and Effectiveness 
dimensions of the Relationship, which explain the construct with coefficients of (0.72) 
and (0.84), respectively. Organizational Culture influences (0.64) the External 
Dimensions of the Innovation group. Thus, affirming that there is a positive impact of 
the exogenous construct Organizational Culture on the endogenous construct 
Dimensions External to the Innovation group. 

Through a congruent culture that seeks to minimize the distance from power and 
promote collectivism (Bates et al., 1995), the organization surveyed shows that the 
collaborators realize that the partnerships established with other teams for the 
development of the idea are important and worth (van de Ven et al., 2000; Machado & 
Carvalho, 2011). 

These results corroborate with the same authors who had already evaluated the internal 
innovations. Scarpin (2012) with a load of (0.47), with the most impacted external 
dimensions being Relationship Effectiveness - Partnership (0.73), Effectiveness in 
Relationship - Commitment (0.49) and Internal Relationship - Adaptability (0.28). Then 
Torres (2014) with a load of (0.383), and impacted dimensions were Resource Dependence 
(0.87), Formalization (0.86) and Effectiveness in Relationships (0.83). Finally, Depiné & 
Machado (2015) with a load of (0.81) and the most affected internal dimensions were 
Effectiveness - Satisfaction (0.81), Formalization (0.64) and Effectiveness - Conflicts (0.60). 
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Therefore, it is possible to infer through the results that the influence of the 
Organizational Culture on the external environments of innovation occurs. However, 
each organization also highlights in a particular way the set of external dimensions that 
are impacted by the culture according to the cultural moment lived by the organization. 
For Shahzad et al. (2017) organizational culture can significantly stimulate creativity 
and innovative behavior among employees. Due to the nature of innovation, formal 
rules and regulations can be kept to a minimum and provide an open climate to allow 
creative ideas to flourish. 

And finally, the exogenous Organizational Performance construct is composed of 
the affirmations Loyalty of the clients; Sales growth; Profitability of the company and 
Return on investment, which explain the construct with coefficients of (0.70), (0.85), 
(0.84) and (0.67), respectively. Organizational culture influences (0.46) organizational 
performance. In this way, it is possible to affirm that there is a positive influence of the 
exogenous Organizational Culture construct on the endogenous Organizational 
Performance construct. 

Sackmann (2011) argue that organizational performance is the result of the different 
types of culture and intensity of cultural strength presented by the company. Thus, 
culture can have positive consequences on individual and organizational performance 
(Naor et al., 2014; Broadbent & Laughlin, 2009). 

Previous studies such as that of Pérez López et al. (2004), García-Morales et al. 
(2007) and Jiménez-Jiménez & Sanz-Valle (2011) were carried out to measure the 
influence of organizational learning culture and innovation on organizational performance 
using the structural equation method and both showed positive influence. Other studies 
such as de Gunday et al (2011) presented load (0.53), Bolívar-Ramos et al. (2012) with 
load (0.19) and Camisón & Villar-López (2014) with load (0.23) also had a positive 
influence of organizational culture focused on innovation on organizational performance. 

Still Rosenbusch et al. (2011) found a positive relationship in the organizational culture 
dimension, moderating the influence of innovation on organizational performance. Finally, 
the study Zheng et al. (2010) presented a positive relationship between the organizational 
culture, through values, norms and artifacts, about organizational efficiency as financial 
performance goals. According to Shahzad et al. (2017), organizational and innovation 
performance depends on the innovative skills of an organization and the internal and 
external interaction of employees (Shahzad et al., 2017). 

Organizations are social and physical constructs and therefore an understanding of 
organizational culture can help shape the process of innovation and organizational 
performance. (Hogan & Coote, 2014). In this sense, it is necessary for the organization 
to develop an innovation-oriented culture model that can effectively manage constant 
change. 

The results of this study indicate that there is a favorable influence of organizational 
culture on organizational performance. Managers must recognize and manage culture 
to increase organizational performance. However, it is recommended to develop other 
descriptive studies like this, in other sectors of the economy, for the model to be proven. 

5 Findings and limitations 
The organizations seek to perpetuate themselves through the generations by 

structuring corporate governance in favor of an organizational culture that is committed 
to meeting the challenges posed by the global economic scenario, seeking a 
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technological and management model that results in superior organizational 
performance. 

An aspect that is part of this context and has been for decades as a competitive 
differential supporting the performance of organizations, is the innovative model 
employed by organizations, which portrays how the organizational culture maintains 
the internal and external environments of innovation. So, when an organization seeks 
to shape its organizational culture in favor of creativity and innovation, in essence, it 
seeks to influence its employees in search of a ritual that makes the organization more 
efficient, that is, with greater performance. 

Therefore, this research sought to identify how the organizational culture, being 
measured as an independent variable can influence the internal and external 
environments of innovation, as well as, the organizational performance in an 
organization of the textile sector. The research has shown, according the results, that 
an organization with a Clan culture positively impacts the perception of the environment 
of development of innovations. The results of the present study corroborate the 
hypothesis of previous studies by Machado (2004), Machado et al. (2012), Machado & 
Carvalho (2013), Scarpin (2012), Depiné & Machado (2015), Neumann (2013) and 
Torres (2014) related to the impact of organizational culture and own environments to 
the development of innovations. 

In addition, the influence of organizational culture dimensions on organizational 
performance was verified. The study demonstrated that organizational culture 
positively impacts organizational performance. As well as, the study showed that the 
proposed model with the inclusion of dimensions related to organizational culture and 
performance are adherent to the model already studied. 

Previous studies have argued that innovation has positively affected performance 
in hostile, difficult-to-market, competitive environments in which the ability to innovate 
will respond more quickly to the challenges posed (Wright et al., 2005; Brown & 
Eisenhardt, 1995). Therefore, developing an organizational culture that looks at 
innovative issues is critical to performance in hard times. 

Thereby, it is possible to affirm that the innovations are fruit of ideas, that are 
implanted with success, once the organization has a propitious environment for the 
development of internal and external innovations. However, for this it is fundamental 
that the company seeks to develop its current organizational culture by stimulating an 
environment conducive to innovations. As well, engage your employees in seeking 
understanding about the current performance of the organization, fostering a 
collaborative environment between the emergence of the idea and the transformation 
into tangible results. 

As a scientific contribution, this study seeks to support researchers who study the 
relationship between organizational culture, innovation and organizational 
performance, within a quantitative approach. The result of the proposed model, besides 
confirming in a more economic environment the positive relationship between 
organizational culture and innovation environments, has brought a new approach that 
is the positive relationship between organizational culture and organizational 
performance. Obviously, it is suggested that these results be replicated in future 
studies. 

On the other hand, the contribution of this work to the textile sector was to try to 
understand the relationship of organizational culture and performance through the 
adoption of an innovative process, culminating in the development of new 
organizational strategies from these reflections for the sector. In organizations in this 



Influence of organizational culture on the... 

Gestão & Produção, 27(3), e4571, 2020 19/26 

industry, a culture of innovation is a crucial precursor to the development of innovative 
behaviors that can sustain organizations and promote organizational performance. 
Organizations are social and physical constructs, and, in this sense, an understanding 
of organizational culture can help shape the innovation process and consequently the 
company's performance. 

As a limitation of this research it is possible to cite the cross-section and the 
application of this research to a single object of study and limited number of 
respondents. Also, the fact that the research sample is not probabilistic and with only 
186 respondents. Certainly, a more representative and representative sample of the 
population would allow a greater validity of the results. It may be mentioned as a 
limitation that the use of a self-filled questionnaire implies in the respondent's bias 
regarding the information reported. Another bias refers to the understanding of the 
items of the questionnaire, and it is natural that the respondents present dubious 
understanding regarding certain assertions of the questionnaire. 

The biases of the researcher's own interpretation are also cited as a limitation of the 
research. As for the methodological limitations, one can consider the quantitative 
approach used for research on organizational culture, since authors defend the 
qualitative approach. As a recommendation, we highlight the application of this model 
in other textile organizations in order to establish possible comparisons. As well as test 
the influence in other studies of the application of the organizational culture dimension 
on the organizational performance dimension. 
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