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Abstract: The present article analyzes the contributions of individual competences to innovation management in
two companies showing a strategic focus on innovation and that have competency management systems under
implementation. In this research, data analysis relies on methodological triangulation, which combines the definition
of theoretical concepts with the use of qualitative and quantitative methods. A literature review was conducted on
the elements of individual competence and innovation management to guide the definition of research variables and
the construction of a proposal for a comparative analysis between the two companies. The main evidences found in
the literature review, case studies and surveys, highlight the importance of practices that stimulate the development
and management of individual competences in improving business activities for innovation management. Based on
the results of the study, it is possible to propose a taxonomy to integrate individual competences and innovation
management that can be classified into three stages: Basic integration, Intermediate Integration and Full Integration.
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Resumo: Este artigo analisa as contribuig¢oes das competéncias individuais para a gestdo de inovagdo, em duas
empresas com foco estratégico de inovagdo e com sistemas de gestdo de competéncias em implantagdo. A andlise
de dados conta com a triangulag¢do de métodos que combina a defini¢do de conceitos tedricos com o uso de métodos
qualitativos e quantitativos. Para tanto, faz-se uma revisdo bibliografica sobre os elementos de competéncia
individual e de gestdo de inovagdo para guiar a definigdo de variaveis de pesquisa e a construgdo da proposta de
uma andlise comparativa das duas empresas. Conforme evidéncias principais da revisdo bibliogrdfica, dos estudos
de casos e das surveys, ressalta-se a importancia das prdticas que estimulem o desenvolvimento e o gerenciamento
de competéncias individuais a fim de melhorar as atividades empresariais para a gestdo da inovagao. Os resultados
do estudo permitem propor uma taxonomia para a integragdo entre as competéncias individuais e a gestdo de
inovagdo esta embasada em 3 estagios: Integragdo Basica, Integracdo Intermediaria e Integragdo Plena.

Palavras-chave: Competéncias individuais; Gestdo de inovagdo, Estudo de caso, Survey; Taxonomia.

1 Introduction

Individual competence management models seek
to integrate accumulated human capacity with the

with its key human resource management processes
(Le Deist & Winterton, 2005).

work process practice over time, proving to be an
important and dynamic model to be integrated in
innovation management.

A competency framework is typically seen as
a link between human development and business
strategy, aligning a company’s strategic objectives

The main purpose of individual competence
management is to transfer important attributes
such as skills and knowledge to people who do
not have them through training or job rotation
to allow new experiences in work situations
(Sandberg, 2000).
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First and foremost, the company must define its
strategic and organizational competencies, then define
the specifications of the products or services it offers,
so that it can finally plan the individual competence
prospects required for each specific activity.

Through feedback on results, supervisors and
employees are able to identify the individual
competences needed for the activities performed, and
the professional development required for innovation
management.

In this context, and in order to conduct a more thorough
investigation, the present paper aims to analyze the
contributions of individual competences to innovation
management in two companies showing a strategic
focus on innovation management and with competency
management systems under implementation. To that
purpose, data analysis relies on the methodological
approach known as triangulation.

The article is divided into sections. The first
presents the theoretical reference on the fundamentals
and evolutionary issues of the main concepts used
in empirical research: individual competences and
innovation management. The second identifies
the main methodological aspects used for a more
thorough investigation of the research problem, both
in the qualitative and quantitative analyzes. The third
presents the analysis and discussion on the results
of the case studies and internal surveys carried out,
investigating the relationship between previously
defined variables. Finally, the last section highlights
the conclusions of the research obtained through the
methodological triangulation of individual competences
and innovation management.

2 Which are the contributions
of individual competences to
innovation management?

Due to market challenges, companies seek to
expand their dynamic capabilities to develop new
products that are powerful sources of competitive
advantage, as such products are representative of
renewal, growth and adaptation to market changes
(Marsh & Stock, 2006).

The work context and learning situations promote
the development of competences, which does not only
add value to the individual but also to the organization
(Fleury & Fleury, 2001). Thus, the great challenge
lies not in using the competency model itself, but in
creating people management practices that can make
use of employees’ competences as a core source of
innovation (Zarifian, 2003).

Individual competences must be analyzed as
differential factors in innovation management. After all,
the process of developing new products or services
is a dynamic problem-solving process that integrates
knowledge and experience gained over time (Brown

& Eisenhardt, 1995). The way companies build and
manage individual competences is a key factor in the
development of new products and in their success in
adapting to market changes (Marsh & Stock, 2006).

This study is important because it emphasizes the
idea of innovation management as a determining
factor in the placement of emerging economies in the
world economic ranking in the context of (i) market
internationalization (Fleury & Fleury, 2003; Llor, 2007)
and (ii) the development of competences directly related
to market needs (Drejer, 2000; Drejer & Riis, 1999;
Hagan, 1996; Mansfield, 2004; Schuler & Jackson,
2005; Schroeder et al., 2002). Due to the theoretical gap
for this integration, this paper proposes to investigate
how the development of individual competences may
influence the performance of innovation activities
in companies.

Through institutional models of competence
management, it is possible to identify important
individual competences for coping with complex
situations, since “the competent being” depends
on (i) the impact of the effects of the professional
activity, (ii) the knowledge applied and developed
at work and (iii) the mobilization of resources for
decision making.

Upon obtaining the individual competences required
for each operation, the company can identify potential
innovators, as well as train and manage its human
resources through (i) a change in attitude regarding
advice, (ii) employee performance evaluation,
(iii) career management, (iv) payment systems and
(v) motivational practices. All such activities may
facilitate or hinder competences that are maintained
or fostered in the company (Sandberg, 2000).

3 Competency models

For a long time, the subject of competence remained
in a field restricted to experiences conducted by leading
companies and discussions made by specialists.
General mechanisms in the field of human resource
management were not questioned. From 1980, it
became apparent that the combination of knowledge
and technical skills with social skills allowed the
development of some key competences, mainly in
the production sphere (Zarifian, 2001).

According to Eboli (2001, p. 110):

The paradigm shift in business management, i.e.,
the transition from Taylorist/Fordist administration
to flexible management, had a very strong impact
on the behavior of organizations. Vertical and
centralized structures give way to horizontal and
largely decentralized ones. The rigid division between
mental and manual labor tends to be eliminated;
fragmented and standardized tasks become integral
and complex, thus requiring, at all levels of the
organization, people with the ability to think and
perform various tasks at the same time.
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It is possible to notice that the new style of people
management focuses on the competence and outcome
of human work and imposes profound changes in
structure, systems, policies and practices. In addition,
human resource policies cease to be passively
integrated with business strategies and become an
integral part of this strategy.

According to Le Boterf (2003), there are currently
two competence management “models” that interfere
in organizational practices: model 1, based on the
Taylorist-Fordist conception, and model 2, based on
the concept of knowledge economy.

In model 1, competence is limited to the execution
of operations according to the prescription, and conduct
is based on expected and observable behaviors.
In model 2, a competent professional is one who can
act, i.e., who is able to take initiatives. Conduct is not
reduced to standardized behavior (Le Boterf, 2003).

Such development in competence management
accompanies the development in work organization
methods. The first methods focused more on the
technical approach; from the 1980s, quality management
procedures and the logic of the economy of services
were included in vocational training. Today, on the
other hand, individual competence management
values the entirety of working conditions and the
search for results (Le Boterf, 2003).

As pointed out by Zarifian (2001), there is still
great difficulty to move from classic administration,
organized by job posts, to competency management.
This is due to three main reasons. First is the fact
that the socially accepted view of “work™ has
not really changed; the influence of the Taylorist
model still prevails, without any prospects of a new
referential. Second, is the fact that the position of the
professional in the professional relationship system
and organization has not changed significantly.
The totality of the framework of activities escapes
the professional. Finally, the third reason is the fact
that professionals cannot be considered individually
or collectively competent without a considerable and
effective transfer of power to their benefit.

Recent studies present competence management
as a possibility to develop individual competences
in companies with more flexible and participative
work structures, well-defined and widespread
organizational values and a focus on organizational
learning (Bitencourt, 2004; Fleury & Fleury, 2004).

Since the innovative capacity of a company is, in
part, embedded in its workforce, qualified employees
are considered a key resource for innovation activities;
without this, companies cannot master new technologies,
let alone innovate (OCDE, 2007).

Such ability may be explored according to the
way the professional mobilizes his or her “stock”
of competences in a dynamic and specific context.
To that purpose, the current article considers individual

competence to be the sum of an individual’s knowledge,
skills, attitudes and results, directly linked to the work
context and market needs.

For the specific purpose of result analysis, the
concept of individual competence involves four
elements: knowledge, results, skills and attitudes, as
indicated in Chart 1 (Dutra, 2001, 2004; Fleury, 2001).
These elements are detailed in research variables
based on (i) a study on competence management
models proposed by Le Boterf (2003), (ii) the main
difficulties pointed out by Zarifian (2001) and
(ii1) other relevant issues discussed in international
studies on Human resource management practices
and innovation management.

4 Innovation management

Companies have increasingly focused on innovation
management in search for opportunities to renew their
growth potential in the market. They feel the need
to combine creativity with more efficient processes.
Thus, there is a greater alignment between operational
plan and strategic plan when defining “what to do,
why and when to innovate” (Roussel et al., 1992).

Silva et al. (2014) emphasize that innovation
management models encompass a set of stages and
decisions that can be flexibly formatted in the context
of'the project or organization, from the conception of
the idea to the complete development of an opportunity.

Thus, innovation management depends on specific
contextual factors that will guide the flexibility
of strategic choices according to current demand
patterns (Ortt & Van der Duin, 2008). This study
explores the importance of such contextual factors
based on studies on the generations of innovation
management, namely: the 4 generations, by Niosi
(1999); the 5 generations, by Rothwell (1992); and
the 3 generations, by Roussel et al. (1992).

Based on the contributions by the aforementioned
authors, and in order to establish research elements
in this study, three stages to illustrate the main
evolutionary characteristics of innovation management
in companies are presented. The first stage comprises
the twenty years subsequent to World War II, when
innovations were driven by new technologies to meet
social demands (Rothwell, 1992).

It focuses on small technological advances
grounded in scientific knowledge and engineering.
Companies rely on qualified people, adequate facilities,
investment in research aimed at commercially viable
results and enjoy unused technological potential,
substantial growth, and good profits (Roussel et al.,
1992). Research and development activities are
the basis for innovation management because such
activities are organized in project centers defined by
technical and scientific discipline.

In the second stage, management practices are
embedded in innovation management by means
of cost control and individual project benefits in
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Chart 1. Studied individual competence variables.

PM
Performance Management

Moore et al. (2002).

Individual competences Source Description
PK Walsworth & Verma (2007), Ldentifv futu . s and ds of
' Marsh & Stock (2006). entify future requirements and needs o
= Prospective Knowledge products and services.
5 Dutra (2004).
E Damanpour (1991), . .
o0 TK Hold specific technical knowledge for the
51 . Dutra (2004), .
= Technical Knowledge development of research projects.
E Marsh & Stock (2006).
5 Damanpour (1991),
< DK pour ( ) Have the ability to break limiting paradigms
. . Dutra (2004), . . . .
Diagnostic Knowledge and identify opportunities for improvement.
Marsh & Stock (2006).
Gl Have the ability to consider ideas in order to
Generation of Ideas Koc (2007). achieve the expected results.

> EP Combine employees’ different experiences and
= . . Koc (2007). .
E Experiences and Perspectives perspectives in work processes.
]
= Walsworth & Verma (2007), | Monitor the performance achievements of the

objectives of innovation activities described in
the company’s strategic plan.

Ivp Koc (2007), Identify the intersection points between research
Integrated Vision of Processes | Damanpour (1991). projects or processes in which they operate.
- Katou & Budhwar (20006), o . L
= Ul Prioritize actions that respond to organizational
= . Damanpour (1991), .
7 Use of Information needs in an attempt to solve problems.
Dutra (2004).
EC Walsworth & Verma (2007), | Be able to express opinions and information in
Effective Communication | Damanpour (1991). a clear, logical and objective way.
Walsworth & Verma (2007),
D Katou & Budhwar (2006), | Prioritize the group’s synergy in work
Leadershi Damanpour (1991), processes, in an attempt to avoid
P Brown & Eisenhardt (1995), | competitiveness among people.
g Dutra (2004)
_é Walsworth & Verma (2007),
] ™ Laursen & Foss (2003), .
Teamwork Dutra (2004), Share knowledge with the work team.
Brown & Eisenhardt (1995).
PART Laursen; Foss (2003), Participate in important decisions in research
Participation Damanpour (1991). projects.

order to monitor progress in achieving objectives.
However, projects are still individually managed rather
than managed in their collectivity (Roussel et al., 1992).
Research and development activities seek internal
collaboration between the different areas of the
company (Niosi, 1999) and are grounded in values
of potential technology development that may have
a strategic impact in the long term. In turn, new
contextual factors such as marketing, state-of-the-art
technology, project control, market responsiveness,
entrepreneurial culture, among others, have become
crucial to innovation management (Rothwell, 1992).

The third stage of innovation management can be
classified as a conceptual model that fosters productive
work relationships and shared professional positions,
which in turn enable the best use of individual
competences in the work team (Roussel et al., 1992).

Basically, the model of the third stage seeks to
identify the intersection between technical opportunity

and the commercial necessity or opportunity pointing
to a greater influence in the market. Values and
research projects have a direct focus on the access
of products and services to final consumers which, in
this research paper, is represented by the integration
of management activities in organizational culture,
research and development and technology transfer.

However, companies find it hard to insert themselves
in the last innovation management generation
(Roussel et al., 1992) as, in practice, it is still very
difficult to link the science and the technology
developed in research projects with the company’s
strategic concerns regarding the access of products
and services in the market.

Thus, it is understood that innovation management
depends on the flexibility of the company to improve
or generate new products and services that foster
competitive advantage (Santos, 1999) through the
coordination of individual competences in teams
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and using matrix structures in search of long term
results (Schuler & Jackson, 2005). Innovation
management depends on evolutionary forces, and so
it is always necessary to adhere to different practices
in order to meet current demand expectations
(Ortt & Van der Duin, 2008).

Consequently, in this research paper innovation
management is characterized by the set of activities
capable of creating conditions within a company that
facilitate the effective resolution of multiple challenges
with high levels of uncertainty (Tidd et al., 2008).

In innovation management, the type of innovation or
who is involved in decision making is not questioned
(Tidd et al., 2008), but rather what processes need to
be carried out by the company to develop particular
forms of behavior that will guide the work routine
and foster innovation.

In addition, innovation management involves three
elements: research and development, innovation
culture, and technology transfer. These elements are
defined based on variables highlighted in theoretical
and empirical references in order to be thoroughly
investigated, as described in Chart 2.

Chart 2. Studied innovation management variables.

5 Methodology

The present study uses the methodological approach
of data analysis, which combines the definition
of theoretical concepts with the use of qualitative
and quantitative methods, known as triangulation.
The main justification to use methodological
triangulation is the aim to achieve greater reliability
in data analysis and in the validation of research
results (Cunningham et al., 2000; Modell, 2005;
Shah & Corley, 2006).

Thorough qualitative research coupled with rigorous
quantitative research may lead to many advantages in
understanding and applying results, and in complying
with reality (Shah & Corley, 2006). To achieve that, it
is necessary to construct a consistent theoretical basis
to analyze the qualitative and quantitative results.

Aiming to compare the contributions of individual
competences in innovation management, two
companies presenting different characteristics are
analyzed (Chart 3).

The target population consisted of people from the
surveyed companies that participate in innovation
management activities. Two non-probabilistic samples
were constructed based on the spontaneous answers

Innovation Management Sources Description
= . PSA Laursen & Foss (2003), Define the internal processes according to
E Alignment between processes reviously defined organizational strategies
& and strategy Cooke (2007). p y g gles.
% Laursen & Foss (2003),
a MULT Be flexible to different activities and
= Multifunctionality Walsworth & Verma (2007), teamwork.
< Brown & Eisenhardt (1995).
=
2 Laursen & Foss (2003),
g IS Encourage communication and exchange of
5 . . Walsworth & Verma (2007), .
[~ Information Sharing experiences.
Cooke (2007).
o OE Hailey (2001), Encourage an entrepreneurial organizational
£ Organizational Environment Lau & Ngo (2004). environment.
=
% VO Hailey (2001), Encourage innovative behavior in the daily
E Organizational Values Lau & Ngo (2004). work routine.
g Hailey (2001),
= IEL Enable the flexibility of innovation
<
g’ Internal and External Liaison Lau & Ngo (2004), objectives in order to adapt to market needs.
Danneels (2002).
5 APS Cribb (2009), Ensure greater access of products and
b7 Access to Products and Walsworth & Verma (2007), . .
= . services to the public.
s Services McFadzean et al. (2005).
t PAT Damanpour (1991), Stimulate public concessions to exploit
E” Patents Hall (2004). innovation in a commercial manner.
£ Cribb (2009), o . .
= PUBL Cooke (2007) Disseminate the results of innovation through
& Publications Hall (2004) > technical and/or scientific information.
a .
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Chart 3. General characteristics of companies surveyed.

Company Location Field Of Activity Share Control Strategic Focus
Company A Sao Carlos Unit Agribusiness Public National Research and
Development
Company B Rio Claro Unit Industrial Multinational Excellence m
products and services

to an internal survey conducted with employees
A (N = 54) and B (N = 51), separately. The data
were collected between June 2007 and June 2008.

5.1 Qualitative phase: materials and
method

The first phase is qualitative and exploratory, and
relies on two empirical case studies. Instruments
used for data collection in the qualitative phase are:
bibliographic surveys; interviews with people having
practical experience in the problem under study; and
institutional materials.

Data processing is based on the material obtained
from the theoretical basis and companies surveyed.
Results are discussed taking into account the ideas
expressed by the subjects, as well as the latent content
in such ideas, using the descriptive and interpretative
aspects in consonance with the proposed theoretical
material as reference.

Thus, the analysis of the results is based on questions
that guide the study. Such questions help clarify what
will be investigated (Trivifios, 1992) and are used to
guide the interviews and allow better structuring of
the data analysis (Yin, 2001).

However, the research requires a more thorough
data analysis, and to that end the specific strategy of
explanation construction is used to analyze the data
of the case study by constructing an explanation
on the analysis of the two case studies (Yin, 2001).

First, the specific characteristics of the companies
surveyed are highlighted; next a comparative analysis
is carried out in order to investigate the existence
of the most important common points in the case
studies with regard to the influence of individual
competences on innovation management.

5.2 Quantitative phase: materials and
method

The second phase is quantitative and descriptive,
and intends to verify the information in the qualitative
case study. In order to refine the study on individual
competences and innovation management, a survey
was used as a method to collect primary data from
individuals directly involved in the company’s
innovation activities.

The reliability of the questionnaire is guaranteed
by the pre-test analysis of the questionnaire based on
the 21 variables of the survey and shows a Cronbach’s

Alpha (o) of 0.817. Such a level of reliability indicates
the respondents’ understanding of the questions and
coherence when answering them, and that measurements
are free of random errors (Freitas & Rodrigues, 2005,
Hair et al., 2005).

For the verification of results, individual competence
variables are defined as independent, innovation
management variables as dependent, and multiple
correspondence analysis (MCA) and cluster analysis
(CA) are used.

Multiple correspondence analysis (MCA) reduces
the amount of data to be analyzed and allows the
simultaneous analysis of a larger number of variables,
in a small space and with the least possible amount
of information (Cunha, 2000). Not only does
MCA graphically represent the categories of the
variables — individual competences and innovation
management — but it also represents the sample
individuals, in this case companies A and B.

According to Kaciak & Louviere (1990), the best
graphical representation of the MCA is achieved by
using two nominal categorical variables — yes and
no. Thus, the 7-point scale used in the questionnaire
was grouped into two response categories: one
represented by points 1 to 4, defining the non-interest
in the theme (discordance), and the other represented
by points 5 to 7, defining the interest in the theme
(agreement).

The dichotomous data are inserted in a Burt table
(companies versus variables) highlighting all the
individuals and their respective answers to each of
the criteria, and identifying the number of times each
category was cited in relation to the others. In the
perceptual map of the MCA, the distance between
the similarities of companies A and B are shorter.

The similarities result from determining the adequate
dimensionality of the MCA and of the analysis of the
joint coordinates of the variables. Such data explain
the information returned by the axes and the analysis
of the results.

Cluster analysis (CA), on the other hand, gathers the
similar characteristics of the two companies surveyed.
The formation of the clusters follows the hierarchical
procedure that operates in the stepwise style to form
an entire interval of clusters. The interpretation of
clusters uses the Ward method as it tends to result
in clusters of approximately equal sizes due to the
minimization of their internal variation until all
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are contained in a single cluster, represented in a
dendrogram or tree graph (Hair et al., 2006 ).

Therefore, all innovation management and individual
competence variables are considered in the research
grouping so that the results of the MCA can be verified
and to create a taxonomy of the results.

It is worth noting that the proposed taxonomy meets
the purpose of the statistical technique used, cluster
analysis (Hair et al., 2006), and a natural tendency
of the applied social sciences to classify objects of
study into categories (Adams et al., 2011).

6 Qualitative phase
6.1 Company A’s profile

Company A is a decentralized regional research
unit linked to the Ministry of Agriculture, Livestock
and Supply. Created in 1975, it has several research
programs that involve the areas of beef cattle, dairy
cattle, equines and forage farming. Research projects
are proposed in each area in an attempt to meet the
demands for competitive technological solutions for
the benefit of society.

It was possible to verify that company A is
increasingly concerned with the future requirements
and needs of its user products and services. Therefore,
it bases itself on specific technical knowledge for the
development of research projects and on the breaking
of paradigms for the development of competitive
competences.

Since 2006, Company A has been working on a
pilot competency mapping project to be implemented
in all of its other decentralized units. Such project
aims to develop and validate a methodology for the
quantitative and qualitative assessment of the staff
in the decentralized units in alignment with the
technological innovation results. The balance of this
project will guide the policies on hiring, moving and
training people.

Among the practical initiatives of the pilot project
to develop the individual competences required for the
work, it is possible to highlight the policy on people
management, which focuses on new challenges faced
by the unit: the renewal of staff, redefinition of roles
and professional re-qualification.

Specifically in relation to training practices, company
A offers many opportunities to enrich technical and
scientific competences as well as competences in
conformity with organizational values in order to
encourage professional development and people’s
abilities to carry out their occupational roles creatively
and with initiative.

Guidelines to all innovation management
monitoring are established in Company A’s strategic
plan, elaborated by its Executive Board and prepared
according to analyzes and consultations to researchers
and external experts.

Through testimonies from researchers and employees
from the research development support area and by
referring to institutional documents, it is possible to
highlight that Company A’s organizational culture is
based on well-defined values, on its mission, and on
organizational principles established in its strategic
planning.

Issues related to organizational culture reflect
the organization’s entrepreneurial environment.
By consulting the institutional site it is possible to
notice that the company really points to trends by
making available scientific publications, services,
news of events and research developed in its Units.

The company’s innovation strategies focus on
research and development activities aimed at efficiency
and competitiveness in beef cattle and dairy cattle
management in the Southeast region. Results are also
guided by the objectives established in the strategic
plan of the Unit, and by work goals regarding the
innovation of its products and services.

6.2 Company B’s profile

Company B is a multinational company that operates
in five continents, with factories in 30 countries.
The company began its activities in Brazil in 1969.
Currently its products are certified by the ISO 9002 and
the ISO 14001, and are technological solutions derived
from fiberglass characterized as composites.

With regard to individual competences, Company
B favors employee retention by offering them an
environment that promotes creativity; valuing
teamwork; creating opportunities for professional
growth; and empowering employees through internal
and external training.

The individual competence management model
established in the company is still linked to job
descriptions and cannot be considered individual.
The competency matrix is in the process of being
implemented, and will make it possible to determine
the current competences of each employee and the
competences that shall be developed in the work
processes. The final establishment of the competency
matrix is a priority for Company B so that it can
outline its next training plan.

To that end, the concept of individual competence
used for the construction of the competency matrix
is represented by the group consisting of knowledge,
skills and attitude. The company seeks to develop
employee knowledge through training; skills through
the practical application of acquired knowledge; and
finally attitude by encouraging employees’ willingness
to cooperate.

Itis clear that the company perceives the relationship
between individual competences and innovation
management, as it shows practical initiatives for
the development of competences that are specific to
work routines. The first initiative relates to training
focused on developing each employee’s skills; the
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second refers to incentive programs to reward the
generation of ideas through a promotion program
and a program that enables employee innovation
and creativity.

Organizational values and practices drive employees’
innovative behavior. Consequently, the creation
of a market and of new technologies aiming at
competitive advantage guide the company’s research
and development (R&D) activities.

The innovation activities relate to the routines of
the engineering and product development departments
with a special focus on the manufacture of products
and the provision of services according to the viability
to meet its consumers’ needs.

Product and service innovation conducts the strategic
guidelines towards the growth of Company B, there is
a constant search for product and service excellence
and for customer satisfaction.

6.3 Comparative analysis of the case
studies

Comparing the studies on companies A and B, it
is possible to see that their practices are focused on
innovation capacity. As Company A aims to develop
knowledge and technologies for the benefit of society,
it places a great focus on research and development
activities. Numerous research projects and services
are developed aiming at meeting the specific needs
of competitiveness and development of the region
where it is located.

Company B, on the other hand, despite also fulfilling
a social role, focuses on the transfer and access of
technologies, products and services to the end user.
It is important that the product or service offered
has a buying market and is economically profitable.

Regarding competence management, both companies
implement competency mapping systems being
certain of their strong interference in the success of
innovation management. Such mapping intends to
identify current and future individual competences
needed to improve innovation capacity.

Company A prioritizes market analysis and technical
knowledge, information exchange and effective
communications skills, and results management
based on the strategic plan. However, its attitudes
are limited to sharing knowledge with the work team
due to its inflexible organizational structure.

Company B, on the other hand, seeks a greater
integration between its teams’ technical knowledge
and market diagnostic capacity, aiming to stimulate
process integration and communication skills between
sectors, as well as attitudes based on teamwork and
strong participation. Results are evaluated and then
used to address both training needs and the necessity
to generate ideas.

Comparatively, the two companies encourage
interaction between people, but company A suffers
greater interference from the formalization of internal
processes and the rigidity of its organizational structure,
which directly interferes in the interaction among
work teams and their participation.

7 Quantitative phase

This section presents the multiple correspondence
analysis (MCA) and the cluster analysis (CA) of all
variables from Companies A and B, independent of
individual competence and dependent on innovation
management, based on the construction of tables
showing perceptual variables according to the most
characteristic and important attributes of the two
companies together. Such analyzes aim to compare
companies and deepen the diagnosis of the research
problem.

7.1 Multiple correspondence analysis of
the companies studied

The MCA graphically represents the variable
categories — individual competences and innovation
management —as well as the individuals representing
the sample, i.e. Companies A and B. These data
explain the information returned by the axes and the
analysis of the results.

Graph 1 shows the combined analysis of the
companies surveyed, the variables independent on
individual competences and the variables dependent
on innovation management. All graph variables are
dichotomous, and the ones preceded by the letter “n”
represent the variables that define the lack of interest.

Analyzing the correspondences between the variables
in Companies A and B, it is possible to verify that both
recognize the importance of individual competences
in innovation management. The multivariate analysis
also presents some evidences from the individual
bivariate analysis for each company.

However, the dendogram (Graph 1) highlights the
variables close to the extended map and shows that
Company A is closer to the dependent variables, i.e.
internal and external articulation (IEA), information
sharing (IF) and publications (PUBL); and to the
independent variables, i.e. prospective knowledge (PK),
technical knowledge (TK), diagnostic knowledge (DK),
effective communication (EC) and teamwork (TW).

Company A prioritizes technical knowledge and
market analysis, information exchange and effective
communication skills and results management based
on its strategic plan. However, its attitudes are limited
to sharing knowledge with the work team due to its
inflexible organizational structure.

Company A’s main aspects are the integration
between innovation management elements, i.e.,
organizational culture, research and development
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Graph 1. Expanded two-dimensional chart of the multiple correspondence analysis of companies.

and technology transfer, and human competences
supported by knowledge.

Therefore, it is possible to notice that Company A is
concerned with strengthening its innovation activities
by strengthening the individual competences aimed
at knowledge. This corroborates with Company A’s
main focus on the development of research projects
geared to market needs, and with the main method
of employee evaluation, based on the results of the
projects.

Company B, on the other hand, is closer to the
dependent variables - organizational environment
(OE), organizational values (OV) and alignment
between internal processes and organizational strategy
(PSA); and independent variables - integrated process
vision (IPV), use of information (UI), generation
of ideas (GI) and performance management (PM).

Company B seeks a greater integration between its
teams’ organizational culture and market diagnosis
capacity by trying to stimulate process integration
and communications skills among sectors, as well
as attitudes grounded on teamwork and strong
participation. Results are evaluated and then used
to address both training needs and the necessity to
generate ideas.

Company B’s scenario reflects a clear emphasis
on the indexes regarding the integration between
individual competences aimed at the access of
products and services to end users. It is clear that
individual competences are important for generating
results and to encourage interaction between work
teams in Company B.

Through variable association, it is possible to
perceive that the only variable close to no interest
is the publications one (nPUBL). This shows that

the publication of scientific papers on innovations
developed by the companies surveyed must be linked
to another technology transfer mechanism in order to
guarantee the access of such innovations to end users.

The publication of innovation results is linked
with the development of technical knowledge.
According to Rogers et al. (2001), scientific articles
are a relatively inefficient mechanism of technology
transfer, despite being one of scientists’ the main
activities. Product development partnerships are
more effective mechanisms of technology transfer.

Thus, in both companies A and B, innovation
management is directly linked to the success, survival
and renewal of companies, especially those that operate
in competitive markets (Brown & Eisenhardt, 1995).

7.2 Cluster analysis

Cluster analysis considers all innovation management
variables and individual competences in order to
confirm the results of the multiple correspondence
analysis and to create a taxonomy of the results of the
research. Graph 2 shows four large variable groups,
clearly pointed out in the dendrogram.

Group 1 (G1) confirms that the most important
individual competences for innovation management
are strictly linked to the diagnostic knowledge of
continuous improvement at work and knowledge on future
product and service needs by users. Such knowledge
is linked with the necessity for a work environment
that privileges teamwork, collaborators’ experiences
and information sharing (Katou & Budhwar, 2006;
Laursen & Foss, 2003; Walsworth & Verma, 2007).

Subsequently, other large groups are formed
encompassing other variables. Group 2 (G2) also
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Graph 2. Dendrogram of individual competences and innovation management (Ward method).

highlights individual competences linked to people’s
interaction at work and focuses on results obtained
through innovation (Brown & Eisenhardt, 1995; Danneels,
2002; Henderson, 2006; McFadzean et al., 2005).

Group 3 (G3) shows the greatest influence of
individual competences in innovation management,
thus guiding strategic formulation and internal work
processes (Dutra, 2004; Le Boterf, 2003; Zarifian, 2001).

Group 4 (G4) encompasses all variables and shows
that technology transfer activities take place at the
end of the innovation process to allow the access of
the company’s products and services to the market
and its renewal capacity (Roberts, 1999; Etal., 2001,
Peteraf, 1993).

It is therefore observed that the highlighted groups
confirm the results of the multiple correspondence
analysis. The associations evolve according to the
companies’ focus on innovation management regardless
of their characteristics: size, market segment, industry,
stock control, etc.

8 Contributions of individual
competences to innovation
management
By using triangulation analysis based on the

theoretical concepts presented and the results of the

research from both the qualitative and quantitative
phases, it is possible to highlight a taxonomy based
on three stages of integration: 1. Basic Integration,

2. Intermediate Integration and 3. Full Integration.

These stages result from the influence levels of the

individual competences in innovation management
at the researched companies.

Chart 4 clarifies the characteristics of each integration
stage; at every higher level new features are encompassed.
Stage 1, Basic Integration, points to an integration
only between individual competences and research
and development activities. Management practices
are based on the maximum use of knowledge aimed
at project development and the search for results.

Stage 2, Intermediate Integration, encompasses
the characteristics of the previous stage, and also
incorporates management activities on organizational
culture based on skills and attitudes that enable
innovation capacity.

Stage 3, Full Integration, encompasses all previous
levels, pointing to the influence of individual
competences on innovation activities, and emphasizes
technology transfer activities to provide products or
services in the market.

Regarding the analysis of the insertion stages of
the companies surveyed, it can be noticed that the
groupings formed are justified by the comparison
between the qualitative results, indicated in the results
of the multiple correspondence analysis (MCA), and
the cluster analysis (CA).

Company A’s main concern is scientific rigor in
the R&D actions that have a direct interference in
work methods, and consequently in the independent
variables of knowledge, result and skills and in the
dependent variables of research and development.
Company B, on the other hand, shows a greater
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integration between more dependent and independent
variables.

By analyzing the integration stages, it is possible
to verify that people management practices should
seek the development of individual competences
(Katou & Budhwar, 2006) to enable innovation
management in the company.

Innovation management helps to renew the
company through its dynamic and reciprocal relations
with individual competences. Companies need to
be constantly renewing themselves to survive and
prospect new businesses in dynamic and competitive
environments, which are characterized by ever
changing customer needs, technologies and competition
(Brown & Eisenhardt, 1995; Danneels, 2002;
Marsh & Stock, 2006).

Organizational practices focused on innovation
strategies seek to turn the company into the sole
a producer of products and services and offer it a
competitive advantage through adaptation in the
market; thus, people management practices can have
a positive impact on the achievement of expected
organizational performance (Katou & Budhwar, 2006).

The results of other empirical research also demonstrate
the relationship between people management practices
and innovative performance, such as improvements
in individual competences to implement innovation
activities (Katou & Budhwar, 2006).

9 Final considerations

In order to contribute with studies on the theme, the
present article presents a taxonomy of the contributions
of individual competences to innovation management.
Based on evidence from the literature, case studies
and surveys, it is possible to highlight that practices
that stimulate the development and management of
individual competences play an important role in
improving the performance of innovation activities
in companies.

The taxonomy of the integration between individual
competences and innovation management points to
3 stages: Basic Integration, Intermediate Integration
and Full Integration.

Each stage gathers the main variables capable
of differentiating significant characteristics.
Individual competence management has a positive
interference in each stage, in different degrees,
in accordance with the implemented innovation
management activities.

In specific terms, the taxonomy shows that the
integration between individual competences and
innovation management evolves according to the
company’s strategic focus to develop its innovation
activities. In other words, the company will direct

important elements to the management of individual
competences according to the innovation management
elements applied. This is achieved through personnel
management practices (recruitment, selection, training,
performance evaluation, remuneration and career plan).

Thus, it is observed that individual competence
management does not happen in an isolated way in
the company, it is always integrated with the strategic
plan, which in the specific case of this research,
comprise the innovation management guidelines.

The evidence from the taxonomy presented in this
paper is in alignment with the theoretical postulate
on the evolution of competency management models
(Le Boterf, 2003; Zarifian, 2001) and innovation
management (Roussel et al., 1992).

It can be observed that the focus on innovation by
the two companies is highlighted by their innovation
management activities: Company A, a public company,
is mainly guided by research and development
initiatives; and Company B by technology transfer
initiatives.

The management of individual competences in
both companies is driven by the implementation of a
competence mapping system to manage the attributes
of employees’s individual competences.

As for the limitations of the research, it is worth
noting that results were based on the study of two
companies only. The choice of limiting the number
of studied companies to two is explained by the
intention to carry out detailed analyzes and to find
consistent evidence to contribute to the study on the
topic. However, it is necessary to conduct studies on
other companies to raise new evidence regarding
the integration between human competences and
innovation management, as well as to establish a
dialogue between collective and organizational
competences.

It is suggested that new qualitative and quantitative
investigations be carried out to verify the influence
of individual competences in all the management
processes in a company, rather than only those related
to innovation.

References

Adams, R., Tranfield, D., & Denyer, D. A. (2011).
Taxonomy of innovation: configurations of attributes
in healthcare innovations. International Journal of
Innovation Management, 15(2), 359-392. http://dx.doi.
org/10.1142/S1363919611003192.

Bitencourt, C. C. (2004). A Gestao de competéncias gerenciais
e a contribuicdo da aprendizagem organizacional.
Revista de Administrag¢do de Empresas, 44(1), 58-69.
http://dx.doi.org/10.1590/S0034-75902004000100004.


http://dx.doi.org/10.1142/S1363919611003192
http://dx.doi.org/10.1142/S1363919611003192
http://dx.doi.org/10.1590/S0034-75902004000100004

Analysis of the individual competences contributions...

607

Brown, S. L., & Eisenhardt, K. M. (1995). Product development:
past research, present findings, and future directions.
The Academy of Management Review, 20(2), 343-378.
http://dx.doi.org/10.5465/AMR.1995.9507312922.

Cooke, W. (2007). Integrating human resource and
technological capabilities: the influence of global
business strategies on workplace strategy choices.
Industrial Relations, 46(2), 241-270. http://dx.doi.
org/10.1111/5.1468-232X.2007.00467 .x.

Cribb, A. Y. (2009). Determinantes da transferéncia de
tecnologia na agroindustria brasileira de alimentos:
identificac@o e caracterizacdo. Journal of Technology
Management & Innovation, 4(3), 89-100. http://dx.doi.
org/10.4067/S0718-27242009000300008.

Cunha, M. V. M., Jr. (2000). Analise multidimensional
de dados categoricos: aplicagdo das analises de
correspondéncia em marketing e sua integragdo com
técnicas de analise de dados quantitativos. Revista de
Administragdo, 35(1), 32-50.

Cunningham, L., Young, C., & Lee, M. (2000). Methodological
triangulation in measuring public transportation service
quality. Transportation Journal, 40(1), 35-47.

Damanpour, F. (1991). Organizational innovation: a meta
analysis of effects of determinants and moderators.
Academy of Management Journal, 34(3), 555-590.
http://dx.doi.org/10.2307/256406.

Danneels, E. (2002). The dynamics of product innovation
and firm competences. Strategic Management Journal,
23(12), 1095-1121. http://dx.doi.org/10.1002/sm;j.275.

Drejer, A. (2000). Organizational learning and competence
development. The Learning Organization, 7(4), 206-
220. http://dx.doi.org/10.1108/09696470010342306.

Drejer, A., & Riis, J. 0. (1999). Competence development
and technology: how learning and technology can be
meaningfully integrated. Technovation, 19(10), 631-644.
http://dx.doi.org/10.1016/S0166-4972(99)00064-4.

Dutra, J. S. (2001). Gestdo de pessoas com base em
competéncias. InJ. S. Dutra (Ed.), Gestdo por competéncias
(2. ed., pp. 25-43). Sao Paulo: Gente.

Dutra, J. S. (2004). Competéncias: conceitos e instrumentos
para a gestdo de pessoas na empresa moderna (1. ed.).
Sao Paulo: Atlas.

Eboli, M. (2001). Um novo olhar sobre a educag¢io
corporativa: desenvolvimento de talentos no século
XXI. InJ. S. Dutra (Ed.), Gestao por competéncias (2.
ed., pp. 109-128). Sao Paulo: Gente.

Fleury, A., & Fleury, M. T. L. (2001). Construindo o
conceito de competéncia. Revista de Administragdo
Contempordnea, 5, 183-196. http://dx.doi.org/10.1590/
S1415-65552001000500010.

Fleury, A., & Fleury, M. T. L. (2003). Estratégias
competitivas e competéncias essenciais: perspectivas
para a internacionalizac@o da industria no Brasil. Revista
Gestdo e Produgdo, 10(2), 129-144. http://dx.doi.
org/10.1590/S0104-530X2003000200002.

Fleury, A., & Fleury, M. T. L. (2004). Alinhando
estratégia e competéncias. Revista de Administragdo
de Empresas, 44(1), 44-57. http://dx.doi.org/10.1590/
S0034-75902004000100012.

Fleury, M. T. L. (2001). Aprendizagem e gestdo do
conhecimento. In J. S. Dutra (Ed.), Gestdo por
competéncias (2. ed., pp. 95-107). Sdo Paulo: Gente.

Freitas, A. L. P., & Rodrigues, S. G.(2005). A Avaliagdo da
confiabilidade de questionarios: uma andlise utilizando o
coeficiente alfa de Cronbach. In: Anais do 12° Simpésio
de Engenharia de Producgdo. Bauru: UNESP. Recuperado
em 10 de maio de 2009, de http://www.simpep.feb.
unesp.br/anais_simpep_aux.php?e=12

Hagan, C. M. (1996). The Core competence organization:
implications for human resource practices. Human
Resource Management Review, 6(2), 147-164. http://
dx.doi.org/10.1016/S1053-4822(96)90017-0.

Hailey, V. H. (2001). Breaking the mould? Innovation as
a strategy for corporate renewal. International Journal
of Human Resource Management, 12(7), 1126-1140.
http://dx.doi.org/10.1080/09585190110068340.

Hair, J. F., Jr., Anderson, R. E., Tatham, R. L., & Black,
W. C. (2000). Analise multivariada de dados. Porto
Alegre: Bookman.

Hair, J. F., Jr., Babin, B., Money, A.H., & Samouel, P. (2005).
Fundamentos de métodos de pesquisa em administragdo
(1. ed). Porto Alegre: Bookman.

Hall, B. H. (2004). Innovation and diffusion (NBER
Working Paper, 10212). Cambridge: National Bureau
of Economic Research. Recuperado em 10 de maio
de 2009, de http://www.nber.org/papers/w10212.pdf

Henderson, R. (2006). The Innovator’s dilemma as a
problem of organizational competence. Journal of
Product Innovation Management, 23(1), 5-11. http://
dx.doi.org/10.1111/j.1540-5885.2005.00175.x.

Kaciak, E., & Louviere, J. (1990). Multiple correspondence
analysis of multiple choice experiment data. JMR,
Journal of Marketing Research, 27(4), 455-465. http:/
dx.doi.org/10.2307/3172630.

Katou, A. A., & Budhwar, P. S. (2006). Human resource
management systems and organizational performance:
a test of mediating model in the Greek manufacturing
context. International Journal of Human Resource
Management, 17(7), 1223-1253. http://dx.doi.
org/10.1080/09585190600756525.

Koc, T. (2007). Organizational determinants of innovation
capacity in software companies. Computers and Industrial


http://dx.doi.org/10.1590/S0104-530X2003000200002
http://dx.doi.org/10.1590/S0104-530X2003000200002
http://dx.doi.org/10.1590/S0034-75902004000100012
http://dx.doi.org/10.1590/S0034-75902004000100012
http://dx.doi.org/10.1016/S1053-4822(96)90017-0
http://dx.doi.org/10.1016/S1053-4822(96)90017-0
http://dx.doi.org/10.1080/09585190110068340
http://dx.doi.org/10.1111/j.1540-5885.2005.00175.x
http://dx.doi.org/10.1111/j.1540-5885.2005.00175.x
http://dx.doi.org/10.2307/3172630
http://dx.doi.org/10.2307/3172630
http://dx.doi.org/10.1080/09585190600756525
http://dx.doi.org/10.1080/09585190600756525
http://dx.doi.org/10.1111/j.1468-232X.2007.00467.x
http://dx.doi.org/10.1111/j.1468-232X.2007.00467.x
http://dx.doi.org/10.2307/256406
http://dx.doi.org/10.1002/smj.275
http://dx.doi.org/10.1108/09696470010342306
http://dx.doi.org/10.1016/S0166-4972(99)00064-4
http://dx.doi.org/10.1590/S1415-65552001000500010
http://dx.doi.org/10.1590/S1415-65552001000500010

608 Ubeda, C. L. et al.

Gest. Prod., Sao Carlos, v. 24, n. 3, p. 595-609, 2017

Engineering, Oxford, 53(3), 373-385. http://dx.doi.
org/10.1016/j.¢ie.2007.05.003.

Lau, C. M., & Ngo, H. Y. (2004). The HR system,
organizational culture and product innovation.
International Business Review, 13(6), 685-703. http://
dx.doi.org/10.1016/j.ibusrev.2004.08.001.

Laursen, K., & Foss, N. J. (2003). New human resource
management practices, complementarities and the
impact on innovation performance. Cambridge
Journal of Economics,27(2), 243-263. http://dx.doi.
org/10.1093/cje/27.2.243.

Le Boterf, G. (2003). Desenvolvendo a competéncia dos
profissionais (3. ed.). Porto Alegre: Artmed.

Le Deist, F. D., & Winterton, J. (2005). What is competence?
Human Resource Development International, 8(1),
27-46. http://dx.doi.org/10.1080/1367886042000
338227.

Llor, A. (2007). Delay from patent filing to technology
transfer: a statistical study at major public research
organization. Technovation, 27(8), 446-460. http://
dx.doi.org/10.1016/j.technovation.2006.10.002.

Mansfield, B. (2004). Competence in transition. Journal
of European Industrial Training, 28(2-4), 296-309.
http://dx.doi.org/10.1108/03090590410527672.

Marsh, S. J., & Stock, G. N. (2006). Creating dynamic
capability: the role of intertemporal integration,
knowledge retention, and interpretation. Journal of
Product Innovation Management, 23(5), 422-436.
http://dx.doi.org/10.1111/j.1540-5885.2006.00214.x.

McFadzean, E., O’Loughlin, A., & Shaw, E. (2005).
Corporate entrepreneurship and innovation part 1:
the missing link. European Journal of Innovation
Management, 8(3), 350-372. http://dx.doi.
org/10.1108/14601060510610207.

Modell, S. (2005). Triangulation between case study and
survey methods in management accounting research:
an assessment of validity implications. Management
Accounting Research, 16(2), 231-254. http://dx.doi.
org/10.1016/j.mar.2005.03.001.

Moore, D. R., Cheng, M., & Dainty, A. R. F. (2002).
Competence, competency and competencies: performance
assessment in organizations. Work Study, 51(6), 314-
319. http://dx.doi.org/10.1108/00438020210441876.

Niosi, J. (1999). Fourth generation R&D: from linear
models to flexible innovation. Journal of Business
Research,45(2), 111-117. http://dx.doi.org/10.1016/
S0148-2963(97)00230-0.

Organizagao de Cooperagdo e Desenvolvimento Econdmico
— OCDE. (2007). Manual de Oslo: diretrizes para
coleta e interpretacdo de dados sobre inovagdo (3.
ed.). Brasilia: EUROSTAT, FINEP.

Ortt, J. R., & Van der Duin, P. A. (2008). The evolution of
innovation management towards contextual innovation.
European Journal of Innovation Management, 11(4),
522-538. http://dx.doi.org/10.1108/14601060810911147.

Peteraf, M. (1993). The Cornerstones of competitive
advantage: a resource-based review. Strategic
Management Journal, 14(3), 179-191. http://dx.doi.
org/10.1002/sm;j.4250140303.

Roberts, P. W. (1999). Product innovation, product-market
competition and persistent profitability in the U.S.
pharmaceutical industry. Strategic Management Journal,
20(7), 655-670. http://dx.doi.org/10.1002/(SICI)1097-
0266(199907)20:7<655:: AID-SMJ44>3.0.CO;2-P.

Rogers, E. M., Takegami, S., & Yin, J. (2001). Lessons
learned about technology transfer. Technovation,
21(4), 253-261. http://dx.doi.org/10.1016/S0166-
4972(00)00039-0.

Rothwell, R. (1992). Successful industrial innovation:
critical factors for the 1990s. R & D Management, 22(3),
221-240. http://dx.doi.org/10.1111/1.1467-9310.1992.
tb00812.x.

Roussel, P. A., Saad, K. N., & Bohlin, N. (1992).
Pesquisa e desenvolvimento: como integrar P&D
ao plano estratégico e operacional das empresas
como fator de produtividade e competitividade (1.
ed.). Sao Paulo: Makron Books.

Sandberg, J. (2000). Understanding human competence
at work: an interpretative approach. Academy of
Management Journal, 43(1), 9-25. http://dx.doi.
org/10.2307/1556383.

Santos, F. C. A. (1999). Estratégia de recursos humanos:
dimensdes competitivas (1. ed.). Sdo Paulo: Atlas.

Schroeder, R. G., Bates, K. A., & Junttila, M. A. (2002).
A Resource-based view of manufacturing strategy
and the relationship to manufacturing performance.
Strategic Management Journal, 23(2), 105-117.
http://dx.doi.org/10.1002/smj.213.

Schuler, R. S., & Jackson, S. E. (2005). A Quarter-century
review of human resource management in the U.S.: the
growth in importance of the international perspective.
Management Review, 16(1), 11-35.

Shah, S. K., & Corley, K. G. (2006). Building better
theory by bridging the quantitative-qualitative divide.
Journal of Management Studies, 43(8), 1821-1835.
http://dx.doi.org/10.1111/j.1467-6486.2006.00662.x.

Silva, D. O., Bagno, R. B., & Salerno, M. S. (2014).
Modelos para a gestao da inovagdo: revisdo e analise
da literatura. Produgdo, 24(2), 477-490. http://dx.doi.
org/10.1590/S0103-65132013005000059.

Tidd, J., Bessant, J., & Pavitt, K. (2008). Gestdo da
inovagdo (5. ed). Porto Alegre: Bookman.


http://dx.doi.org/10.1108/14601060810911147
http://dx.doi.org/10.1002/smj.4250140303
http://dx.doi.org/10.1002/smj.4250140303
http://dx.doi.org/10.1002/(SICI)1097-0266(199907)20:7%3c655::AID-SMJ44%3e3.0.CO;2-P
http://dx.doi.org/10.1002/(SICI)1097-0266(199907)20:7%3c655::AID-SMJ44%3e3.0.CO;2-P
http://dx.doi.org/10.1016/S0166-4972(00)00039-0
http://dx.doi.org/10.1016/S0166-4972(00)00039-0
http://dx.doi.org/10.1111/j.1467-9310.1992.tb00812.x
http://dx.doi.org/10.1111/j.1467-9310.1992.tb00812.x
http://dx.doi.org/10.2307/1556383
http://dx.doi.org/10.2307/1556383
http://dx.doi.org/10.1002/smj.213
http://dx.doi.org/10.1111/j.1467-6486.2006.00662.x
http://dx.doi.org/10.1590/S0103-65132013005000059
http://dx.doi.org/10.1590/S0103-65132013005000059
http://dx.doi.org/10.1016/j.cie.2007.05.003
http://dx.doi.org/10.1016/j.cie.2007.05.003
http://dx.doi.org/10.1016/j.ibusrev.2004.08.001
http://dx.doi.org/10.1016/j.ibusrev.2004.08.001
http://dx.doi.org/10.1093/cje/27.2.243
http://dx.doi.org/10.1093/cje/27.2.243
http://dx.doi.org/10.1080/1367886042000338227
http://dx.doi.org/10.1080/1367886042000338227
http://dx.doi.org/10.1016/j.technovation.2006.10.002
http://dx.doi.org/10.1016/j.technovation.2006.10.002
http://dx.doi.org/10.1108/03090590410527672
http://dx.doi.org/10.1111/j.1540-5885.2006.00214.x
http://dx.doi.org/10.1108/14601060510610207
http://dx.doi.org/10.1108/14601060510610207
http://dx.doi.org/10.1016/j.mar.2005.03.001
http://dx.doi.org/10.1016/j.mar.2005.03.001
http://dx.doi.org/10.1108/00438020210441876
http://dx.doi.org/10.1016/S0148-2963(97)00230-0
http://dx.doi.org/10.1016/S0148-2963(97)00230-0

Analysis of the individual competences contributions...

609

Trivifios, A. N. S. (1992). Introdugdo a pesquisa em
ciéncias sociais: a pesquisa qualitativa em educag¢do
(3. ed.). Sao Paulo: Atlas.

Walsworth, S., & Verma, A. (2007). Globalization, human
resource practices and innovation: recent evidence
from the Canadian workplace and employee survey.
Industrial Relations, Berkeley,46(2),222-233. http://
dx.doi.org/10.1111/j.1468-232X.2007.00466.x.

Yin, R. K. (2001). Estudo de caso: planejamento e métodos
(2. ed). Porto Alegre: Bookman.

Zarifian, P. (2001). Objetivo competéncia: por uma nova
légica (1. ed). Sao Paulo: Atlas.

Zarifian, P. (2003). O modelo da competéncia: trajetoria
historica, desafios atuais e propostas (1. ed). Sdo
Paulo: SENAC.



