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Background and Problem Discussion: To be able to be a successful 
company in the US you need to possess certain factors. Jim Collins and his 
research team have found that successful companies in the US have six 
factors in common. His findings are described in the book Good to Great1.   
This thesis tries to find out if these success factors also can be found in small 
successful Swedish companies. 
 
Purpose: To see if the Collins’ findings are “universal” and independent of 
the size of the company. 
 
Method:  

• Select a couple of small successful Swedish companies based on how 
their stock price had developed during the last 10 years.  

• Interview the selected companies’ CEOs to get hold of information 
about the reasons for their company’s success.  

• Compile the success factors in Swedish companies and try to find 
common denominators.  

• Compare the findings of Collins with my findings to see if they are 
similar. 

  
Theory: According to Collins’ research, successful US companies in have six 
common factors that make them unique compared to less 
successful/unsuccessful companies; a leadership on level 5, first who then 
what, accept and face the reality, the Hedgehog concept, a culture based on 
discipline, technology as an accelerator. My assumption is that it would be 
possible to find some common factors in small successful Swedish 
companies as well.  
  

1 Collins, J. (2003) Good to Great, Stockholm, Bookhouse Publishing. 
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Analysis: When comparing the results found by Collins with my findings, I 
analysed if they were fully compatible, to some degree similar or if they 
completely differed with the findings of Collins.  
  
Conclusion: I have found that several factors are common among the 
analysed Swedish companies. All of my findings could also be related to the 
findings of Collins and his research team. Two of Collins findings were not 
directly apparent but explanations around this will be found in the thesis. 
 
 
Thesis  Collins 
Strict compliance to a clear and 
simple business model 

 The Hedgehog concept 

Strengthening the company by 
selling off or acquiring businesses 

  

Strong, long-term committed 
owners 

 Accept and face the reality 

Skilled employees   A culture based on discipline 
Usage of internal resources rather 
than external consultants 

 First who, then what 

A high degree of delegation   
  Technology as an accelerator 

  Leadership on level 5 
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C H A P T E R  1  B A C K G R O U N D   

The idea behind this thesis came when I read the book Good to Great by Jim 
Collins. In the book Jim Collins and his research team tried to find the answer 
to why certain US corporations were more successful than others, why some 
companies continue to have an outstanding performance year after year and 
why other companies fail.  
 
The research team tried to find if there were any common factors in these 
successful companies that was not present in the companies that failed to 
move from an average performing company to a world-class performing 
company. 
If so, can a long-time “average” performing company challenge the “law of 
gravity” and become a long-time successful performing company? 
 
My idea was to see if I could find any common factors among Swedish 
companies and especially among small successful Swedish corporations. If I 
should find some common factors I would later compare the results found in 
smaller Swedish corporations with the results that were found in US 
corporations by Jim Collins and his research team. 
I would also try to see if I could find factors that differ from the US studies 
and my research done in Sweden. 
 
The scope of this thesis is not as ambitious as the studies Jim Collins and his 
team performed with the regards to several factors. First they used more 
rigorous selection criterions. Then they used a longer timeframe, 15-years 
forward from the breakthrough and 15-year backward from the breakthrough 
to check that a breakthrough actually occurred.  
 
My aim has been a bit different since I will not check if a breakthrough has 
happened. I will try to find factors behind the success.  
 
However I found that there are some companies that I have analysed in this 
study that have had a similar development described for world-class 
companies in the book Good to Great. First the companies have had a period 
of average results then a breakthrough phase and after that a period of 
increasing results. 
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C H A P T E R  2  M E T H O D   

My research approach has been to first find which smaller companies that 
have been successful for the last 10 years (1996-2006) and then try to find the 
reasons or the factors why they have been so successful during this period. 
During this period the Stockholm Stock Exchange index (OMXS)2 has varied 
as illustrated in Fig 13(OMXS = 100, 1995-12-31): 
 

 

Fig. 1 Stockholm Stock Exchange Index (OMXS) 1996-2006 

The companies analysed in the study have all been traded on the O-list on the 
Stockholm Stock Exchange. The O-list on the Stockholm Stock Exchange 
could be said to be the market place where the shares of small and medium 
sized corporations are traded. It is not totally accurate because some bigger 
corporations have chosen to be quoted on the O-list due to some tax and 
information differences between the A-list on the Stockholm Stock Exchange 
where the bigger corporations are quoted.  
 
From a first short list of 25-30 successful companies I have selected a handful 
of companies for the final short list, companies that have been consistently 
successful for the last 10-year period to perform in-depth analysis on. I have 
preferred to choose companies from different sectors (manufacturing, service, 
real-estate etc.) to be able to get a wider picture and see if there are any 
differences between successful companies in different sectors. 
 
To find the reasons behind the success I have interviewed senior management 
persons (CEOs) within these companies to get their view on how, why and 
when things have happened in their companies. 
 

2 Stockholmsbörsen (Stockholm Stock Exchange) Website: http://www.stockholmsborsen.se/ 

3 Dagens Industri website: http://www.di.se/ 
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Since the CEO is one of the few persons that are both part of the decisions 
taken in board of directors as well as decisions taken by the company’s upper 
management group he/she will have a very good insight in what has actually 
been decided and what finally has been executed. 
From the interview material I have written a short resume of the answers 
from the interviews. After all the interviews have been completed I have tried 
to find the key factors behind the success to see if there are any common 
factors among the Swedish companies. I have also consulted the companies’ 
home pages as well as persons within the company to get and/or verify facts 
and figures. 
 
Then I have compared the result found by Jim Collins and his research team 
on their research on US corporations and my results found on smaller 
Swedish corporations.  
I’m aware of that my studies are a bit lightweight compared to Jim Collins and 
his research teams research which took 5 years. But I would say that a trends 
and patterns should be possible to find.  
 
After I had identified which companies that have had the best development 
of stock price during the last 10-year period, I contacted the companies to 
arrange interview sessions with senior management persons (CEO in most 
cases).  
The interviews have been based on a questionnaire (see Appendix A). Around 
these questions I have discussed with the interview objects the reasons behind 
their companies success. 
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C H A P T E R  3  G O O D  T O  G R E A T   

In the book the Good to Great Jim Collins tries to find the answer behind a 
corporation’s success. The initiative to the book was a challenge from the 
CEO Bill Mehan of the management-consulting firm McKinsey & Company 
in San Francisco. During a dinner Mehan said to Collins that “We really like 
your book Built to Last, you and your fellow researchers had done good a 
research and writing, but sadly it’s totally useless”. 
Collins asked what Mehan meant and he replied, “Almost all companies you 
described have always been fantastic companies”. They never had to 
transform from average good companies to outstanding companies”. They 
had founders like David Packard (Hewlett-Packard) and George Merck 
(Merck) who early formed their companies to become world-class 
performers. 
The book Built to Last was written before Good to Great and describes what a 
company has to do to sustain a good performance. This means that a 
successful company has to achieve the finding found in Good to Great before 
they can apply the findings in Built to Last. 
The studies performed in Good to Great covers a 15-year period after the 
transformation started of a good company to become a great company. The 
research study also contains a 15-year period before the transformation to 
secure that the transformation has happened. The 15-year period was chosen 
to remove temporary rises. 
 
In the Good to Great research studies Jim Collins and his team has found that 
these factors are present in great companies: 
 

• Leadership on level 5 
• First who, then what 
• Accept and face the reality 
• The Hedgehog concept 
• A culture based on discipline 
• Technology as an accelerator 

 
I will describe what all these factors actually mean. 
I will also describe why these companies succeeded and others failed in the 
chapter “The flywheel and the death spiral”. 

Page 10 of 54 



 
 
3.1 LEADERSHIP ON LEVEL 5 

Leaders on level 5 are leaders that are exceptionally personally humble and 
have an intensive professional will. This type of leadership was found in all of 
the Good to Great companies at the point of the transformation. Level 5 
leaders canalise their vain away from themselves to the bigger goal – to create 
a world-class company. It’s not about that level-5 leaders not possess vain or 
an own personal agenda. The fact is that they are extremely ambitious, but the 
ambition is primarily focused on the organisation and not on them. 
To understand what being a level 5 leader means I will describe the different 
leader types: 
 

Level 1: A skilled individual that contributes with talent, knowledge, 
competence and good working habits. 
 
Level 2: A Contributing group member that contributes with his/her 
capacity to that the group’s goals are achieved and cooperate efficient 
with other in the group environment. 
 
Level 3: A competent manager that organises people and resources in 
an efficient struggle to meat in advanced established goals. 
 
Level 4: An efficient leader that catalyse engagement to a powerful 
struggle for a clear and convincing vision and stimulates higher levels of 
performance. 
 
Level 5: A level 5 leader that creates a lasting world class through a 
paradoxical mixture of personal humility and professional will. 
 

It is important to stress that level 5 leadership isn’t the same as a listening 
leadership. Level 5 leaders are almost fanatics and are infected with an 
incurable need to bring forward result. They will sell the factories and dismiss 
their own brother if that’s what it takes to make the company a world-class 
company.  

3.2 FIRST WHO, THEN WHAT 

The leaders that inspired average performing companies to achieve world-
class didn’t first think of what final destination would be before recruiting the 
crew. Instead they got the right people come onboard first then decide what 
their final destination would be. In principle they said, “The fact is that I don’t 
know where we are heading, but I know one thing. If we can get the right 
people and place them on the right spot and get the wrong people to leave, 
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we can figure out how to reach a certain destination that is better than the 
ordinary”. 
When comparing level 5 leaders with level 4 leaders, level 4 leaders first 
decides what to do (the goal) then who to recruit to be able reach that goal. 
Level 5 leaders do the opposite. 
Jim Collins and his team didn’t find any systematic proofs that any type or 
method for compensation to people (especially leaders) would show a clear 
connection to the move to a world-class company. So it doesn’t matter who 
you pay and also not how you pay as long as they have the right 
characteristics for the job. The purpose with compensation isn’t to stimulate 
the wrong people to the right behaviour, it’s to find and keep the right people. 
The old slogan “People are the most important asset” is wrong. However – 
the right people are the most important asset. 

3.3 ACCEPT AND FACE THE REALITY 

It’s important to be able to move from an average performing company to a 
world-class performing company that you accept a face the reality. You have 
to accept that a situation is as it is and start working from that point. Facts are 
more important than dreams. 
Collins and his team found that the breakthrough of a world-class company is 
the result from several after each other taken good decisions that are 
undertaken seriously and connected with each other.  
It not wrong to try to achieve a vision of being successful. When everything 
comes around that’s exactly what the world-class companies did. When 
comparing with the comparison companies, the world-class companies 
constantly adopted their way to world-class performers to the way the reality 
looked like. Neither were any proofs found that they possessed better 
information than the other companies. It was more about when getting the 
information realise what it meant and transform the information to 
information that couldn’t be neglected. 

3.4 THE HEDGEHOG CONCEPT 

The hedgehog concept based on the essay The Hedgehog and the Fox by Isaiah 
Berlin where he divided the world into hedgehogs and foxes in accordance to 
the simile from ancient Greece “The Fox know a lot of things, but the 
hedgehog know one great thing”. The fox is a clever creature that can develop 
a lot of strategies for surprise attacks on the hedgehog. Day after day the fox 
is creeping around the hedgehog’s nest and waits for the perfect moment for 
an attack. The fox is quick, beautiful and bright – he appears as the obvious 
winner. The hedgehog on the other hand is the contrast to this with his grey 
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dreary appearance, which would be the genetic mixture of a porcupine and a 
little armadillo. It waggles along through its monotonous weekday while he 
looks for food and takes care of his home. 
Every day the fox attacks the hedgehog, but the hedgehog always manages to 
crawl into bowl with his sharp spike pointing outwards to every direction. 
Despite this the fox continues with attacks every day, but the result is still the 
same – the hedgehog wins. 
With this simile Berlin tries divide humans into foxes and hedgehogs. Foxes 
simultaneously follow several targets and perceive the complexity of the 
world. They are unfocused or unconcentrated and are moving in several 
layers. Berlin meant that they never integrate their thinking to a homogenous 
concept or a jointly connected vision. Hedgehogs on the other hand 
simplifies the complex reality into one jointly connected thought, a 
fundamental principle or an overall concept that underlies everything. 
Those who created the world-class companies were to a larger or smaller 
extent hedgehogs.  
With the help of their hedgehog characteristics they developed what Collins 
and his team called the “hedgehog concept” for their companies. Those who 
ran the comparison companies tended to be foxes that never understood the 
benefits of having a hedgehog concept and therefore acted unconcentrated 
and inconsistent. 
To express it more clearly the hedgehog concept is a simple, crystal-clear idea 
that evolves from a deep understanding of the intersection between these 
three circles: 

• What you can be the best in the world at (and equally important what 
you cannot be the best in the world at). 

• What constitutes the core of the company’s business model 
• What the company is passionate about 

3.5 A CULTURE BASED ON DISCIPLINE 

A culture based on discipline means that you create an environment in which 
people consistently work within the above mentioned three circles and that 
fanatically sticks to their hedgehog concept. To put it another way: 
 

1. Create a culture around the idea about freedom and responsibility in 
framework 

2. Staff the culture with disciplined people that are ready to go almost as 
far as possible to fulfil their responsibility. 

3. Don’t confuse a culture with discipline with blind discipline. 
4. Stick to the hedgehog concept and be consistently focused on the 

intersection between the three circles. 
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You must be able to find disciplined people that think disciplined that 
thereafter gets into disciplined action. 
It takes discipline to be able to say no to a golden opportunity. That 
something constitutes a unique possibility does not necessarily mean that it 
fits into the three circles. It’s important to be able to figure out what will 
benefit the company in the long run and not generate good results for a short 
period. 

3.6 TECHNOLOGY AS AN ACCELERATOR 

Technology driven change is not something new. The question is not “What 
role does the technology play?” On the contrary it is “In what way do the 
world-class companies think differently with regards to technology?” 
Technology used in a proper way can give an evolving company increased 
momentum, but it cannot start a movement. The world-class companies 
never started their transformation with pioneering technology because it is 
not possible to use a technology to its full extent, until you realise what kind 
of technology that meet your needs. How do you find the answer to that? 
You find the answer by looking at what kind of technology that has the direct 
connection to the three circles of the hedgehog concept. 
 
When Collins and his research team interviewed people 80 percent did not 
mention technology as one of the five most important factors during the 
transformation. 
Technology is important and you cannot lag behind and think you will 
achieve world-class without it, but technology in it selves will not determine 
whether a company achieves world-class or fails.    
Those companies that transform from average performing companies to 
world-class companies are driven by a deep creative power and inner 
obsession to achieve best possible result for their own good. Those 
companies that create and maintain an average performance are instead 
driven by a fear of lagging behind. 
 
The best way to use technology is first to learn how to crawl, and then learn 
how to walk before you finally learn how to run. Do not rush into a new 
technology revolution before you have understood what bits and pieces can 
be used to support your business.  

3.7 THE FLYWHEEL AND THE DEATH SPIRAL 

Imagine a big flywheel that you should try to move. With all of your effort 
you manage to turn the wheel a little bit. You continue to push and it turns a 
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bit more. After a couple hours you have managed to turn the wheel 
completely around. You continue to push and after a while you have done it 
again. You keep on pushing and the wheel keeps on revolving faster and 
faster and finally it happens - the break-through. You managed to get the 
speed on your side and the wheel is turns around and around. You do not 
push the wheel harder then you did the first time, but the wheel turns faster. 
What this is trying picture is that not a single push did this, but all efforts 
together. Outside a company a transformation looks dramatic. Inside the 
company it is different and is perceived totally different as an organic 
evolution. 
The world-class companies did not have any names on their transformations. 
There were no marketing campaign, no slogans, non-what so ever feeling that 
it was a program. Some managers said that they where not aware of that it 
was a big transformation on the way until they had started it. It was almost 
more obvious to them afterwards than while it was in progress.  
The world-class companies were exposed to the pressure from the Wall Street 
as the comparison companies. The difference between the world-class 
companies and the comparison companies was that they had the patience and 
discipline to follow the flywheel model with an initial building up phase and a 
breakthrough despite the stock market pressure. In the end they achieved 
extra ordinary results even according to Wall Street’s measurements. 
Collins and his team found that it was clear that the world-class companies 
achieved an enormously commitment and great attendance – they were very 
skilled at handling the transformation – but they did not think a lot of it. It 
was something very obvious for them. They learnt that with the right 
conditions all problems would disappear with commitment, attendance, 
motivation and change. They take care of themselves to a large extent.  
If you let the flywheel speak, you do not need to communicate your ideas and 
plans so passionately. People can themselves do extrapolation with respect to 
the speed of the wheel: “If we keep doing like this, then look where we will 
end!” When people decide themselves to change the potential to a fact, the 
goal will almost be a matter of course. 
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Fig. 2 The Flywheel 

The death spiral is a pattern that Collins and his team found at the 
comparison companies. Instead of a calm, conscious process where you came 
to a conclusion what was needed to be done and then did it, the comparison 
companies often started up new campaigns – often with trumpets and big 
fuss to “motivate the troops” – only to later discover that they could not 
achieve a lasting result. They search for the separate measure, the big 
program, the incredible innovations, the miracle moment, which would mean 
that they could skip the tough building up phase and step right onto the 
breakthrough. They push the flywheel into one direction and then stopped. 
Then changed the direction and pushed the wheel in another direction then 
stopped and after a while again changed the direction and pushed the wheel 
once again in different direction. After having moving back and forth during 
several years the comparison companies failed to create a lasting speed and 
ended up in the death spiral. 
 
The world-class companies acquisitions were substantially more successful, in 
particular when it came to the bigger acquisitions. The main reason to their 
success when doing their big acquisition is that they took place after the 
flywheel hade gained considerable speed. They used the acquisitions to 
increase the speed of the flywheel, not to get it started.  
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Fig. 3 The Death Spiral 
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C H A P T E R  4  S E L E C T I O N  C R I T E R I O N  F O R  
C O M P A N I E S   

There are several ways to define “successful”. There could be profit, return 
on investment, gross profit4.  
 
A first good selection criterion is how the company’s stock price has 
developed during the last 10 years. 10 year is a “sufficient” time for a share to 
show the value of the company and level out speculations and temporary 
increases in the stock price. The 10-year time period will most likely contain 
recessions as well as booms.  

4.1 STOCK PRICE AS AN INDICATOR OF COMPANY VALUE 
AND COMPANY CASH FLOW 

A stock is an ownership certificate that states that you own a part (percentage) 
of a company. Stocks can also have different voting rights, for example an A 
stock has normal one vote and a B stock has 1/10 of a vote. This means that 
you need to have 10 B stocks to have the same voting power as an A stock. 
Normally are the A and B stocks traded to almost the same price. Despite a 
difference in voting rights they give the same possibility to dividend. 
 
When buying a stock you buy the right to get a share of the company’s future 
cash flow and profits. 
 
The value of a company is always hard to predict since the accounting 
information (quarterly and annual reports) is not exactly reflecting the actual 
situation in the company.  
 
The value of a company can be represented in three forms according to 
Mikael Runsten in his desertion5: actual cash flow (accounting information), 
market value (set by the market through trading between investors on the 
stock exchange, stock price x number of stocks) and expected cash flow 
(prognoses).  
 
 

4 Williams, J. R., Haka, S. F. and Bettner, M. S. (2005), Financial & Managerial Accounting, 13th ed, New 
York, McGraw-Hill. 

5 Runsten, M. (1998), The Association Between Accounting Information And Stock Prices – Model development and 
empirical tests based on Swedish data, Stockholm, The Economic Research Institute at the Stockholm School 
of Economics. 
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Fig. 4 The Value concept according to Runsten (1998) 

The relationship between company profit and the share price is that the price 
of the stock will most certainly go up if the company makes good profit. A 
profit will increase the equity capital in the form of retained earnings. This will 
increase the value of each share (assuming that there are not any new issues of 
shares). 
The shareholders can get return on their stocks either by dividends or by an 
increase in the price of the stocks. The expected return on a stock can be 
described as follows6: 

 
Expected return = r = DIV1 + P1 – P0   
                                             P0  

Where DIV1 is the expected dividend per share to be paid out in the end of 
the year, P0 is the current price of the stock and P1 is the expected price of the 
stock at the end of the year. P1 – P0 is the increase/decrease in price of the 
stock.      
If you rewrite the formula above you can express today’s price P0 as a 
function of the dividends to be paid out at the end of the year DIV1, the price 
of the stock at the end of the year P1 and the expected return r:   
  

Price = P0 = DIV1 + P1 

                        (1+r) 
  

6 Brealey, R. A., Myers, S. C. and Allen, F (2006), Corporate Finance, 8th ed, New York, McGraw-Hill. 
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This means that you can calculate today’s price if you have forecasts of the 
dividend and the future price and the expected return of an equally risky 
stock. 
 
Therefore can P1 expressed as: 
 

P1 = DIV2 + P2 

           (1+r) 
 

Which gives you: 
 P0 = DIV1 + P1  = DIV1  + DIV2 + P2 = ΣH

t=1DIVt +    PH   
             (1+r)          (1+r)        (1+r)2                (1+r)t    (1+r)H 

 
As one can see today’s price of a share is the sum of all future dividends and 
the price at year H, PH, but as H reaches infinity PH moves towards 0 and the 
price is only dependant on the future dividends. 
By saying this you can say that the value of a stock depends only on future 
cash flow.  To be able to estimate the value of how much this future cash 
flow is worth today you discount the expected cash flow into present value. 
Shareholders receive cash from the company in the form of dividends 
 

PV (Stock)  = PV (expected future dividends)  
 

   
In a well-functioning and efficient market there will be no under or over 
valuation of stocks. If you could find an ineffective market you would have 
found a money machine. This is however unlikely since other investors would 
also try to use it and then the money making effect is gone and it is no longer 
a money machine. 
 
The market will set the correct price in accordance to what information they 
have. The information could be quarterly or annual reports or press releases 
that reveals something about the companies business. If the result presented 
is in accordance to the expectations by the market nothing will happen with 
the price. However if the result presented is unexpected, both unexpected low 
and unexpected high the market will adjust the stock price to reflect the 
expected cash flow to the shareholders. 
Since a share in the company is worth more than before the profit the price of 
share will go up. 
 
However the stock market is not logical and there are a couple of objections 
to this reasoning. First, to buy a share is a risk taking and you never know if 
you win or lose. Secondly the price development of a share is dependent on 
the return of other financial instruments available on the financial market. 
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If people find other financial instruments that give them a better return than 
the stock market, they will sell their shares and subsequently the share price 
and the stock market value will fall. Due to this the interest rate will have 
influence on the development of the share price. The interest rate can be seen 
as the “safe” return on an investment. If people are going to invest in shares 
they want that the “expected return” of a share should be higher the “safe” 
return of the interest rate, this to compensate for the higher risk of buying the 
share. The third objection is that the development of the stock price is also 
dependent on if the company is going to give the shareholders dividends or 
not. How dividends are taxed will determine the size of the dividend. It can 
be more profitable for both the company and the shareholders not to exceed 
a certain level of the dividends. 
 
Despite of this shares have showed that they will give better return than the 
interest rate over a longer period7. Ten years is not long period, but a 
sufficient period to level out short ups and downs on the business cycle.  
 
The price of a stock varies if the actual result delivered by the company is not 
equal to the result that was expected by the market. If the result presented is 
lower than expected the stock price will drop and if it is higher the price will 
go up. This due to that the earnings per share will be lower or higher and the 
expected dividend will be higher or lower. 
How the market welcomes a new product influences the stock price as well. 
 
If I have had more time I would have checked all annual reports for key 
factors as profit, return on investment etc., to get a more accurate picture. But 
during a 10-year period I would say that the stock price development reflects 
good or poor development of the other factors as profit and return on 
investment etc. 
 
To find smaller companies I have checked the companies registered on the 
O-list at the Stockholm Stock Exchange. 
With the kind help of Harry Matilainen at SIX and Janne Engwall at OMX I 
got hold of the stock prices for the last 10-year period for the companies on 
the O-list at the Stockholm Stock Exchange. 
 
The interviewed companies have all increase their share price by more than 
500% and the best up to over 2000% during this 10-year period. 

7 Brealey, R. A., Myers, S. C. and Allen, F (2006), Corporate Finance, 8th ed, New York, McGraw-Hill. 
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C H A P T E R  5  T H E  S E L E C T E D  C O M P A N I E S   

The interviews were conducted by interviewing senior management persons 
(CEOs) in the companies, persons with good insight in the company’s 
decisions and performance. The interviews were based around a 
questionnaire. The questions were more a base to discuss around than 
questions with a given answer. I had to try to find out what the interview 
people had perceived as important. With these questions I tried to find the 
key factors behind the success as well as important decisions and key events. 
The questions also try to find the answer to how the companies work to 
stimulate a positive environment for success. 
 
Before the interview could take place I created a shortlist of around 15 
possible candidate companies. Then I narrowed it down to a final shortlist of 
five companies. When doing so I have tried to get companies from different 
sectors so the result wouldn’t reflect the performance and doing of companies 
in a separate sector 
I have interviewed five companies. The companies included in my study have 
been Kabe a motor home and caravan manufacturer, SkiStar a ski resort 
service provider, LjungbergGruppen a real estate company, Latour an 
investment and holding company and finally Avanza a net broker firm. 

5.1 KABE  

Kabe is a manufacturer of motor homes and caravans. Kurt Blomqvist 
founded Kabe in 19638. The letters Kabe is the acronym of the founders 
initials KB in Swedish pronounced “Kå-Be”. The ring above the “a” was later 
removed to better adapt the company name to the international market. The 
company employs around 400 people. The company used to be a 
conglomerate, but has now sold off businesses and focused on their core 
business, making caravans and motor homes.  
The largest markets are the Nordic countries, the Netherlands and Germany. 
 
Kurt Blomqvist and his family are still involved in the company and they are 
also the biggest shareholders of the company. Kurt Blomqvist and his two 
daughters are members of the board of the directors, but none of them are 
the chairman of the board. The board of directors have 9 members including 
the CEO and two employee representatives. The chairman of the board is 
Nils-Erik Danielsson, CEO of Ballingslöv International AB. Other members 

8 Kabe AB Website: http://www.kabe.se 
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of the board are Johan Svedberg the CEO of Länsförsäkringar Jönköping and 
Bengt Andersson the vice president of Electrolux.  
 
The B stocks of the company are noted and traded at the O list at the 
Stockholm Stock Exchange. 
The Kabe stock was traded for the first time on the Stockholm Stock 
Exchange in 1982. 
The CEO of Kabe is Alf Ekström. Alf Ekström has been the CEO for the 
company for the last 10 years. The development of the Kabe stock has the 
least to say been very positive the last 4 - 5 years9. 
 

 
 

Fig. 5 KABE, stock price 1996 - 2006 

5.2 SKISTAR 

SkiStar is a company who operates ski resorts in Sweden and Norway. The 
history behind the formation of SkiStar starts when the two brothers Mats 
and Erik Paulsson acquire 40% of the shares of the Swedish ski resort 
Lindvallen in 197510. Mats and Erik Paulsson are also the founders of the 
construction and real estate firm PEAB. In 1978 the brothers acquire the 
remaining 60% of the shares. In 1994 the company Lindvallen is traded on 
the Stockholm Stock Exchange. The following years more ski resorts are 
acquired.  
1997 Acquisitions of the ski resorts Tandådalen and Hundfjället 
1999 Acquisition of Åre-Vemdalen AB (ski resorts Åre and Vemdalen) 
2000 Acquisition of the ski resort Hemsedal Skicenter  

9 Dagens Industri Website: http://www.di.se/ 

10 SkiStar AB Website: http://www.skistar.se/ 
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2005 Acquisitions of the ski resort Trysil 
In 2001 the company name is changed to SkiStar. 
SkiStar business model rests on four business areas: 
 

• Skiing (operate ski slopes and ski lifts) 
• Beds (offer beds hotels and cabins) 
• Ski rental (operate ski rental shops at the ski resorts) 
• Ski school (offer ski schools at the resorts) 

 
Mats and Erik Paulsson are still big owners and are members of the board of 
directors. Other big owners are the investment and holding company 
Öresund. The board of directors has 9 members including the CEO and two 
employee representatives. The chairman of SkiStar is Erik Paulsson. Other 
members of the board of directors are Olof Larsson (CEO Fiskarheden 
Trävaru AB), Mats Qviberg (CEO AB Öresund), Per-Uno Sandberg 
(Johnson Pump AB) and Eva-Karin Dahl (SAS). 
The CEO of SkiStar is Mats Årjes. Mats Årjes has been the CEO since 2002. 
SkiStar stock development 1996-200611: 
 

 

Fig. 6 SkiStar, stock price 1996 - 2006 

5.3 LJUNGBERGGRUPPEN 

LjungbergGruppen acquires, owns, develops and manages business premises 
in the Stockholm area. The company employs 135 people, 55 are employed in 
the main company and 80 in the subsidiary. Since the introduction on the 

11 Dagens Industri Website: http://www.di.se/ 
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Stock Exchange 15-20 people have been newly recruited to the main 
company and equally many have recruited to the subsidiary. 
The company dates its origin back to the construction and real estate firm 
created by building constructor Tage Ljungberg12. The LjungbergGruppen is 
a former family owned company where the Ljungberg family still owns 
around 60 % of the company. The board of directors have 7 members of 
which the family has 3 seats; none of them are the chairman. 
The Lungberggruppen is traded on the O-list at the Stockholm Stock 
Exchange since 1994.  
The CEO of LjungbergGruppen is Anders Nylander. Anders Nylander has 
been the CEO since 2003. LjungbergGruppen stock development 1996-
200613: 
 
 

 

Fig. 7 LjungbergGruppen, stock price 1996 - 2006 

5.4 LATOUR 

Latour is an investment and holding company14. Latour has big holdings in 
Securitas, Fagerhult, Elanders, Munters and Assa-Abloy. Latour’s biggest 
owner is the Douglas family. Three members of the Douglas family are 
members of Latour’s board of directors. Gustaf Douglas is the Chairman. 
Other members of the board are Fredrik Palmstierna (CEO of SäkI AB), Bo 
Eveborn (former CEO of Fagerhult), Caroline af Ugglas (Stock manager and 

12 LjungbergGruppen AB Website: http://www.ljungberggruppen.se/ 

13 Dagens Industri Website: http://www.di.se/ 

14 Latour AB Website: http://www.latour.se/ 
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responsible corporate governance at life insurance company Skandia), Anders 
Böös (former CEO of Drott AB and Hagströmer & Qviberg). 
 
The CEO of Latour is Jan Svensson. Jan Svensson has been the CEO since 
2003.  
 
Latour stock development 1996-200615: 

 

Fig. 8 Latour, stock price 1996 - 2006 

5.5 AVANZA 

Avanza is a company that has gone from a net broker firm to a company that 
provides several types of pension saving, and funds and stock depots. Avanza 
was formed 199716. The biggest individual owners of Avanza are the 
investment company AB Öresund, Sven Hagströmer and Mats Qviberg. Sven 
Hagströmer is the chairman of the board of directors in both Avanza and AB 
Öresund and Mats Qviberg is the CEO of AB Öresund. 
The board has 7 members including the CEO. 
Other members of the board are Johan Brenner (Benchmark Capital), Anders 
Elsell (AB Öresund), Mikael Nachemson (CEO Bure Equity AB), Andreas 
Rosenlew (Grow Partner AB) and Jacqueline Winberg (Linander & Winberg 
Executive Search). 
 The CEO of Avanza is Nicklas Storåkers. Nicklas Storåkers has been the 
CEO since 1999. Before he became the CEO of Avanza he was the CEO of 
HQ.se. HQ.se acquired Avanza 2001, but change their name to Avanza.  

15 Dagens Industri Website: http://www.di.se/ 

16 Avanza AB Website: http://www.avanza.se/ 
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There can be some historical confusion and misconception about Avanza and 
Hagströmer & Qviberg.  Avanza is originally Hagströmer & Qviberg. 2000-
05-29 it became HQ.SE Holding AB, 2001-05-14 it became HQ.SE Aktiespar 
AB and 2001-10-01 it became Avanza. The “new” Hagströmer & Qviberg 
was noted on the Stockholm Stock Exchange 2000-07-03. 
Avanza stock development 1996-200617: 

 

Fig. 9 Avanza, stock price 1996 - 2006 

 
 

17 Dagens Industri Website: http://www.di.se/ 

Page 27 of 54 

                                                

http://www.di.se/


 
 

C H A P T E R  6  I N T E R V I E W S  

6.1 ALF EKSTRÖM CEO OF KABE 

Alf Ekström has been the CEO of Kabe for 10 years. Before he started 
working as the CEO of Kabe he worked with economy within Kabe. He was 
recruited internally. 
 
The 5 most important factors for the success of the company has been: 

• Focused on the products, caravans and motor homes. Sold off 
businesses that not belong to the core business. A simple business 
model. 

• Adjustment to the customers.  
• The module system, Flexline. Fewer components. Production in a 

“Toyota style” production model. 
• The models. New models each year. 
• A good organisation that could expand without attracting increasing 

costs. 
 
The most important factor for the success has been the Flexline system, the 
module system. Important was also that they had an organisation that was 
able to grow without increasing costs. The business model and the focusing 
on the products were also important. 
 
No single occasion or event was the starting point for the positive 
development of the company. It has been a continuing and evolving process. 
The company does not have a special process to produce ideas, analyse them 
and take decisions on them within the board and the management team. It 
differs from time to time, but on most of the occasions the management team 
deliver the facts and background material for the board to use as the base for 
decision-making. 
 
No external consultants and advisors has been involved in the decision 
making of the board or the upper management team of the company. The 
only external consultants that have been engaged by Kabe are technical 
consultants who are specialists on some production technology or computer 
program and legal advisors to assist with contracts and agreements. 
 
The work in the board has worked smoothly and no decisions has divided 
they board in fractions. No question has been particularly controversial. The 
members of the board have of course had different viewpoints and ideas 
from time to time, but when the decisions were taken they have almost every 
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time been unanimous. It has been important to make sure that the members 
of the board have competence from different areas so that the problems and 
questions the board have had to deal with are highlighted from different 
angles. 
 
The quality of the products produced is supervised by a quality system that 
keep track on quality of the products that is to be delivered. The system stops 
the production when an error is found. The production is done in a “Toyota 
style” production model. 
The company has simple processes. Most processes are not specified on a 
detailed level. They let the individual employee form his/her way of 
performing the work as long as the deliveries are efficient, accurate and have 
the right quality. 
 
The most important thing for the company is to have the right staff to be able 
to perform the task you want to do. However you must have a good idea to 
start with, but without the right people it will be hard to perform anything. 
 
The short-term horizon to deliver results in accordance with the expectations 
of the stock market has not influenced the work or decisions made by the 
board or the company’s upper management. 
 
The company has a high degree of informal delegation. The upper 
management however always control the more important decisions like which 
models to produce etc., but they do not control the work in detail and let the 
employees and the teams design their work. 
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6.2  ANDERS NYLANDER CEO OF LJUNGBERGGRUPPEN 

Anders Nylander has been the CEO of LjungbergGruppen since three years 
back. Before becoming the CEO he was vice president responsible for the 
real estates since 1994. He has worked 19 years in the company.  
 
The 5 most important things for the success have been: 

• The staff 
• The business concept (to manage business premises and offer 

interesting projects) 
• The long-term horizon 
• The customers 
• Done good deals and been quick in doing business 

 
The most important things for the success have been to make staff and 
customers understand the business concept and that you have to have a 
customer focus. 
 
No particular decision was taken that could be singled out as the only reason 
for the success of the company. No single occasion or event was the starting 
point for the positive development of the company. It has been a continuing 
and evolving process. 
 
The company does not have a special process to produce ideas, analyse them 
and take decisions on them within the board and the management team.  
It differs from time to time, but on most of the occasions the management 
team deliver the facts and background material for the board to use as the 
base for decision-making. 
 
No external consultants and advisors has been involved in the decision 
making of the board or the upper management team of the company. 
 
The work in the board has worked smoothly and no decision has divided the 
board in fractions. No question has been particularly controversial. The 
members of the board have of course have had different viewpoints and 
ideas, but when the decisions were taken they have almost every time been 
unanimous.  
 
The company achieved commitment for the decisions taken by 
communicating them to employees and the customers and to involve them in 
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a dialogue. The customers have also been involved in decisions process 
regarding certain projects. 
 
To be able to realise an idea you need the right people. So recruiting staff with 
the right competence has been important. 
 
To be able to deliver good quality you rely on that the employees know their 
business and some simple processes that guide them. 
 
The short-term pressure of the stock market has not influenced the work or 
the decisions made by the board or the company’s upper management. 
 
The degree of delegation is high in the company. 
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6.3 JAN SVENSSON CEO OF LATOUR 

 
Jan Svensson has been the CEO of Latour since 2003. Before becoming the 
CEO he was the manager of the machine trading division. He has been with 
the company since 1994. 
 
The 5 most important things for the success have been: 

• The development of Securitas and Assa-Abloy 
• The distribution of SäkI and Fagerhult to the shareholders 
• Strong initiated owners 
• Long-term horizon 
• Done a good deal when the opportunity has been given 

 
The most important thing for the success has been to have strong initiated 
owners. Another important thing for the success is that they have been able 
to do good deals. 
 
No single occasion or event was the starting point for the positive 
development of the company. It has been a continuing and evolving process. 
 
The process to a decision is lead by the whole upper management within the 
company and they present the facts and figures to the board of directors that 
takes the decision. Earlier the owners and the board often took the lead of 
operative decision of the company. Now days do the company’s upper 
management and the different companies within the group initiate the 
decisions. The owners however decide the contents of the company’s 
portfolio. 
 
The processes used are fairly simple and give room for individual task 
solutions 
 
No external consultants and advisors has been involved in the decision 
making of the board or the upper management team of the company.  
The only external consultants that have been engaged by Latour are some 
legal help with contracts and agreements. They have also hired computer 
consultant on some occasion to help them out temporarily, but consultants 
are sparsely used. 
 
The decisions taken by the board has often been unanimous decisions. 
However different ideas and suggestions could have been up for discussions 
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in the board. It is hard to tell if decisions that were taken underestimated or 
overestimated the outcome. Often you think it will work, but not to what to 
degree. 
 
The most important is to have a clear organisation with well-defined 
responsibilities to be able to deliver good results. The company has a high 
degree of delegation, both formally and informally. It is important to have 
clear common goals with clear responsibilities. 
 
To be able to realise an idea you need the right people. So recruiting staff with 
the right competence is important. 
 
The short-term horizon to deliver results in accordance with the expectations 
of the stock market has not influenced the work or decisions made by the 
board or the company’s upper management. 
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6.4 MATS ÅRJES CEO OF SKISTAR  

Mats Årjes has been the CEO of SkiStar since 2002. Before joining SkiStar he 
was the managing director of the Swedish Ski federation. And before that he 
had operated smaller ski resorts and reconstructed hotels. 
 
The 5 most important things for the success have been: 

• A small company in an unusual business 
• Visible 
• Delivered good results and have had good profitability 
• Buffer 
• Developed existing acquisitions and done new acquisitions 

 
The most important thing for the success of the company has been that they 
have had a well functioning model of how they do their business i.e. 
industrialising tourism. The model has four legs: 

• Skiing 
• Beds (hotels, cabins) 
• Ski rental 
• Ski school 

 
The progress of the company has developed hand in hand with their new 
acquisitions. No single occasion or event was the starting point for the 
positive development of the company. It has been a continuing and evolving 
process. 
 
The process of coming to a decision is lead by the whole management team 
within the company and they present the facts and figures for the board of 
directors for them to decide on. They can benchmark the ski resorts against 
each other and compare what different decisions has led to. They are the 
leading company operating ski resorts in the world. 
 
No external consultants and advisors has been involved in the decision 
making of the board or the upper management team of the company. The 
only external consultants that have been engaged by SkiStar are technical 
consultants who are specialists on some product, technology or computer 
program and legal advisors to assist with contracts and agreements. However 
consultants are sparsely used. 
 
The work in the board has been rather straightforward and worked smoothly 
No decision has divided the board in fractions. The big questions have of 
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course been when new acquisitions have been discussed. The members of the 
board have of course have had different viewpoints and ideas, but when the 
decisions were taken they have almost every time been unanimous. Hard to 
tell if the board underestimated or overestimated the outcome. Some 
decisions are of course more risky than others. 
 
The most important thing initially is to have an idea of what you want to do 
and after that you recruit people and staff the organisation with the desired 
competence at the right place. 
 
The leadership is important to be able to develop the company and deliver 
good quality. They have a HR function to educate managers. 
 
The short-term horizon to deliver results in accordance with the expectations 
of the stock market has not influenced the work or decisions made by the 
board or the company’s upper management. The composition of the owners 
and long-term ownership has made it possible for them to do what they want. 
 
The company has a high degree of delegation. The processes used within the 
company are simple and let the individual solve their task in an individual way. 
However the security rules and process are of course strict and must be 
followed. 
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6.5 NICKLAS STORÅKERS CEO OF AVANZA 

Nicklas Storåkers has been the CEO for Avanza for the last 7 years. He was 
the CEO of HQ.se before they acquired Avanza. Before that he was an 
investment analyst at Custos. 
 
The 5 most important things for the success have been: 

• Customer oriented and cost aware culture 
• The width of the organisation, employees between 20-60, good 

mixture of competencies, brokers, web designers, IT people etc. 
• Pedagogic. Awarded prices for a good product that is user friendly. 
• The business model. To use the right technology in time, evolution, 

everything on the net. 
• The lowest prices in the business.  

 
The most important factor for the success has been the business model. 
Other important factors have been skilled employees and low and 
competitive prices. 
 
Since Avanza has gradually developed no single occasion or event was the 
starting point for the positive development of the company. It has been a 
continuing and evolving process. Avanza has grown with their acquisitions 
and the increasing Internet usage. 
 
The process of coming to a decision is lead by the whole management team 
within the company and they present the facts and figures for the board of 
directors for them to decide on. 
 
No external consultants and advisors has been involved in the decision 
making of the board or the upper management team of the company. It is 
totally forbidden. If the management cannot run the company good enough 
then he or she are the wrong persons, no consultant or advisor can change 
that. 
The only outside help engage has been technical or computer consultants and 
legal help in some cases to help out when writing contracts and agreements. 
Services provided by consultants are very sparsely used, Avanza do most 
things by themselves. 
 
Many decisions that were taken by the board or upper management 
underestimated success and setbacks. The most important thing is a clear 
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vision and not that you focus on good or bad results. One goal for example is 
to double the market share. 
 
To have the right staff is more important than the right idea or right process. 
In the end it is still the people who will perform the tasks. 
The company has simple processes. Everybody is involved in almost 
everything. It is not important who comes up with the ideas, the best idea 
should prevail. It is a short distance between the management and the reality.  
 
To be able to deliver good quality on your services you need good, skilled and 
dedicated employees 
 
The short-term horizon to deliver results in accordance with the expectations 
of the stock market has not influenced the work or decisions made by the 
board or the company’s upper management. 
 
The company has a high degree of delegation. The organisation is flat with 
little hierarchy and bureaucracy. The decision ways are fast and short.  
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C H A P T E R  7  F I N D I N G S   

The interviews were carried out in such a way to be able to find out what 
factors the senior management thought were behind the good development 
of the company. 
After compiling the interview material I have tried to see if there are some 
common denominators. There could be some identical factors found in 
several companies. Or maybe it could be some sort of pattern or tendency 
that is not absolutely identical among the companies in the study, a factor that 
only resembles a bit. 
When I have gone through the interview material I have found a couple 
common factors. 
These were the factors found in every company: 
 

• Strict compliance to a clear and simple business model 
• A high degree of delegation 
• Strengthening the company by selling off or acquiring businesses 
• Skilled employees 
• Usage of internal resources rather than external consultants 
• Strong, long-term committed owners 

 
These factors were found in almost every company: 

• A customer focused organisation 
• A cost effective organisation 
• Ability to demonstrate good results 
• Be at the right place at the right time or luck 
• Good “sense for business” 

6.1 STRICT COMPLIANCE TO A CLEAR AND SIMPLE BUSINESS 
MODEL 

All companies have stated that the most important or one the most important 
factors behind their success is that they have a clear business model. This 
model is often very simple “We should be one of key players on the… 
market”. The business model could sometimes be broken down into smaller 
areas describing in more detail what each part of the company should do to 
contribute to this, but sometimes not more specific than this first simple 
statement. 
What this simple statement means for the company is constantly evaluated in 
the board of directors and the company’s upper management group when 
taking decisions regarding strategies and future development of the company. 
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These companies of course re-evaluate their business model periodically, but 
what seems consistent in the companies is to stick to its core business and try 
to be the best possible in that specific area. For instance, if you are a ski lift 
operator providing service related to skiing, the focus will be around 
developing the business in that area and not starting developing products (e.g. 
skis). Business areas not fitting into the business model has subsequently been 
sold off. 

6.2 A HIGH DEGREE OF DELEGATION 

All the companies in this study have said that they have a high degree of 
delegation, either formal or informal. They all say that it is important that 
people are given the responsibility and trust of being able to perform a task. 
One company says that it is important for the employees to know that it is 
not important who comes up with an idea or suggestion, everybody shall know 
that it is the best idea that should prevail. By having a high degree of 
delegation you show that you do not need to supervise the employees because 
they are already disciplined enough to do a good job, with the right quality, to 
the right cost and in time. A high degree of delegation also makes the 
employees feel more involved and increases loyalty to the company. 
Many of the selected companies are rather small in size and have a relatively 
“flat” organization. This might of course influence the culture of the company 
and support a high degree of delegation. Not being a large organization with a 
lot of administrative staff and rigid hierarchical structures, a high degree of 
delegation will also give a more cost efficient way to work, of course under 
the condition that the employees have the correct skill to manage the 
delegated duties. This finding is highly connected to the findings described 
later; a cost effective organization and skilled employees. 

6.3 STRENGTHENING THE COMPANY BY SELLING OFF OR 
ACQUIRING BUSINESSES 

The selling off and acquiring of businesses have been important part of the 
companies’ success. Several of the companies analysed in this thesis has sold 
off or acquired businesses to strengthen their business. 
A division or a company within the group that has not been profitable 
enough or has not fitted into the company’s business model or future plans 
has been sold off. By selling off parts of the company the costs are reduced 
for the company and new cash is set free for other investments. 
New acquisitions have been made to strengthen the business by gaining more 
market shares, find new markets, increase the assets, get new technology, get 
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new production facilities and get new customers. All of this is of course done 
to increase the revenue base for the company. 

6.4 SKILLED EMPLOYEES 

The fact that the companies have had the right employees to be able to carry 
out the actual jobs in the most effective way is also one of the most important 
factors behind the company’s success. 
The term “right employees” mean that they have the right skills and that there 
is a wide range of different skills represented within the company. Also the 
mixture of ages and different gender is important. Right employees also mean 
that they are motivated to do a good job and that they find their job 
meaningful and they contribute to the company’s result. 
All of the companies have good trust in their employees and have high degree 
of delegation.  
This is an effective way of empowering the leadership and strengthens the 
self-confidence of the employees. 
Of course are not all decisions delegated, but most of the decisions are. 
It could be worth mentioning that none of the interviewed companies 
mentioned training of personnel as an important factor. It remains unclear 
whether the employees have been recruited with the right skills or if they have 
been internally trained.  

6.5 USAGE OF INTERNAL RESOURCES RATHER THAN 
EXTERNAL CONSULTANTS 

The use of external resources such as management consultants or advisors to 
assist the board of directors and the company’s upper management in their 
decision-making was not applied by any of the analysed companies. They 
rather relied on their internal resources and internal competence to be able to 
take decisions, develop their processes or form their business strategy. The 
only exceptions to this finding were that some companies had used legal 
assistance in some special contract cases and used some technical specialists 
with key knowledge of some new or special technology. Only internal 
resources operated the company. One of the CEOs said that it is totally 
forbidden to use management consultants “If the company’s management 
cannot run the company good enough then they are the wrong persons, no 
consultant or advisor can change that”.  
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6.6 STRONG, LONG-TERM COMMITTED OWNERS 

The importance of having strong, long-term committed owners has been very 
important for the company’s upper management. They have felt that they 
could do their job without being disturbed by rapidly shifting orders and new 
agendas. This is also important for the company’s customers, they know what 
the company stands for and becomes more loyal.  
The CEO of Latour states that having strong initiated owners is one of the 
key factors behind their success.  
Committed owners have also been good for the work performed in the board 
of directors. Several of the companies that have been analysed in this study 
are either owned by a family (often the founder’s family) or have a couple key 
owners that are not big institutions. There are often several persons of the 
owning family that are members of the board of directors. The rest of the 
members in the board are often people with some competence that widens 
the competence of the board.  
Not in any of the analysed companies is the CEO also the chairman of the 
board. Either the strongest owner or an outside person holds the chair. 
The phenomenon of that the CEO is also the Chairman of the board of 
directors is not so common in Sweden as it is in the United States where 
many big corporation CEOs are also the Chairman of the board. If you 
separate these to roles you get a more effective board.  
One of the possible problems in companies today can be that there is a will to 
act long-term, but being pressed to show short-term results by owners/share 
holders expecting fast return on their investments. Strong long-term 
committed owners, have as their biggest interest to see the company steadily 
generate profit over a longer period of time. 

6.7 A CUSTOMER FOCUSED ORGANISATION 

Most of the companies in the study said that one of the reasons behind their 
company’s success was that they had a customer-focused organisation. 
This was shown in different ways. For instance Kabe had adjusted their 
products to the customers. Their products (motor homes and caravans) 
consist of several modules18. The customer can construct their own product 
by choosing the modules that they like and place the modules almost 
everywhere within the body of the caravan or the motor home.   
SkiStar are focused on delivering the whole concept to the customer. When 
you select to go to a resort for skiing, SkiStar should be your partner for the 
ski vacation. They provide living, ski rental, ski slopes, ski lifts and ski schools. 

18 Andersson, J., Audell, B., Giertz, E. and Reitberger, G. (1992), Produktion: Strategier och metoder för 
effektivare tillverkning, 1st ed, Stockholm, CE Fritzes AB. 
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Avanza has made sure that they have a pedagogic and user-friendly web page 
and have low fees. This has attracted many customers. They have been 
awarded prices for their web page layout, information and functionality.  
The aim has been to provide an interface suitable for private persons (where 
you today will find the biggest volumes of users). 
LjungbergGruppen work in close partnership with their tenants to develop 
their business premises in accordance to their customer’s requests. 

6.8 A COST EFFECTIVE ORGANISATION 

The fact that the organisation was cost effective and cost aware was also one 
of the factors behind the success of the company.  
For several of the companies it was important that the organisation was slim 
and lean. But other things contribute also contribute to a cost effective and 
cost aware organisation.  
For example Kabe had a small organisation in the middle of the 1990ies and 
has managed to grow without increasing their costs (relatively). They also 
have a production that is very quality focused. As soon as an error is found, 
the production is stopped (Toyota model19). This “Japanese” quality thinking 
(zero error thinking) means that you reduce the number of errors in the 
production and also reduce the cost in the company. 
Avanza has a very cost aware organisation since it is rather small and the 
hierarchy is flat. Decisions ways are fast and short, small delays and not much 
idle time. The correlation with a high degree of delegation and less 
administrative staff is also affecting the cost efficiency. 

6.9 ABILITY TO DEMONSTRATE GOOD RESULTS 

Some of the companies thought it were important that they had delivered 
good results both for creating a buffer for future investments and for good 
publicity. The buffer would also increase the number of options for the 
company. It could either be used to develop already existing holdings, 
buildings, production equipment and technology or it could be used to doing 
new investments. When doing good results you will get publicity that attracts 
new customers and new investors and this is also very important.  
The owners will let you continue with what you are doing if you deliver good 
results, since their primary interest in the company is to get a good return on 
the initial investment.  

19 Shingeo, S., (1992) Den nya japanska produktionsfilosofin, 5th ed, Stockholm, Svenska 
ManagementGruppen AB. 
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This can be perceived as a contradiction to long-term committed owners, but 
even though long-term committed owners have long horizon they still 
demand result that could be interpreted as that the company is headed in the 
right direction. If the company can deliver good results, of course the quicker 
is the better unless counteracting against the long-term goals and strategies. 
It also gives the company and its management more manoeuvrability.    

6.10 BE AT THE RIGHT PLACE AT THE RIGHT TIME OR LUCK 

Several companies said that you should not underestimate what luck or the 
ability to be at the right place at the right has meant for the company’s 
success. The importance of being the first company on the market and have 
the possibility to become the market leader20 gives you an advantage towards 
your competitors. If you can get your products on a market first you have 
gained a lot, you have a larger freedom of movement. The possibility make 
your product the standard, compare IBMs introduction of the PC that 
became the standard for personal computer or Sony’s Walkman. These names 
were originally names of a specific company product, but they became 
synonyms for a product range for the whole market. Everybody says that they 
have a PC (except Mac Users) despite they don’t own an IBM personal 
computer. 
It is sometimes is a razor-sharp difference of being too early with a product 
on the market and being on time with the product. The history is full of 
examples illustrating this.  
When interviewing the companies it wasn’t possible to find a common 
identifier for being at the right place at the right time such as for instance 
thorough market analyses and predictions or good strategic processes. 
Sometimes luck or chance (or something else we cannot explain) has played 
an important role for the success of the company. 

6.11 GOOD “SENSE FOR BUSINESS” 

The ability to make good deals and be an intelligent and successful 
businessman is important for a company’s success.  
This is to some extent linked to selling off or acquire businesses, but since 
good deals is not just selling off or acquire business it has got it’s own 
headline. It is also linked to being at the right place at the right time, but they 
differ in the way that making good deals are activities done because you have 
understood the value of them. Being in the right place at the right time is 

20 Kotler, P. (2003) A Framework for Marketing Management, 2nd ed, New Jersey, Prentice Hall. 
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more of chance activity, you do it because you can and it looks good – let us 
see what happens! 
 
. 
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C H A P T E R  8  C O N C L U S I O N S  

When I have analysed my findings I have tried to relate the findings of Jim 
Collins and his research team.  
 
The first finding, which is the importance of strictly following a clear and simple 
business model, correlates very much with the so-called “hedgehog concept”, 
identified by Jim Collins. That is to be working within the intersection of the 
three circles. You need to have a clear picture of what you can be the best in 
the world at (and equally important what you can not be the best in the world 
at). You need to understand what constitutes the core of the company’s 
business model and finally you need to understand what the company is 
passionate about.  
 
The finding of selling off or acquiring of business also relates to the “hedgehog 
concept”. You need to find what the company’s core business is and what the 
company is best at. This is also linked to the discussed flywheel. Acquisitions 
could accelerate the speed of the transformation of the company if it 
strengthens the business concept of the company. It also can reduce cost and 
increase the revenue of the company. 
 
Another thing that was found during my studies was that all companies were 
very reluctant against outside expertise such as management consultants and 
advisors (usage of internal resources rather than external consultants). They have not 
hired any management consultants or other advisors to give advice to the 
board and the company’s upper management team. One CEO even said it 
was strongly forbidden. The only outside help or assistance the companies 
have used were legal help and some specialists with a key competence in some 
technology.  Collins also recognizes this in his finding “first who, then what” 
when he elaborates on the importance on having the right people with the 
right set of skills on board the company.  
 
The importance of skilled employees also relates to Collins’ findings of “first who, 
then what”, but also to the findings of  “a culture base on discipline”. You need to 
find the right people, with the right skill and the right mentality and right 
work ethics.  
 
The finding that all companies have a high degree of delegation relates to Collins 
findings of “first who, then what”. If you have the right people with the right 
skill and the right work mentality it is easy to delegate. They are disciplined 
and they will support you with their knowledge in taking the company 
wherever you decide to go. 
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Strong, long-term committed owners are directly connected to the view of “accept and 
face the reality”. Owners with a long-term commitment give the company’s 
upper management more time to succeed with the business model.  
It also makes it possible for the upper management to get on with their ideas 
and business plans. So it helps the upper management to stick to the “hedgehog 
concept”. The owners understand that not everything can take place overnight 
and that some things take time to implement and to generate revenue (to get 
the flywheel running). This is valid as long as the owners agree that the 
company’s upper management are sticking to the company’s business model 
and hedgehog concept. Sometimes you need to endure a recession before you 
start up new businesses, recruit more people ready for the increasing demand 
during an economic upswing. 
 
The findings of a customer focused organisation and cost effective organisation relates to 
all of Collins’ findings. You need the right people, the right business model, a 
culture based on discipline, use technology in the right way etc. to be able to 
be a customer focused and cost effective organisation. 
 
The last three findings: the ability to demonstrate good results, being at right place at the 
right time and luck and the importance of having a good “sense for business” are all 
directly connected to any of Collins’ findings and are things that will enable 
the company to keep up the momentum or keep the flywheel in motion.  
 
The first findings of Collins, an existence of leadership on level 5, have I not 
been able to confirm. To get a view whether leadership on level 5 exists in a 
company, you need to study the culture of the company and interview more 
people in the company than just the CEO him/herself. This has not been 
possible due to the limited time frame for this thesis. 
  
It is important to stress that leadership on level 5 does not mean a charismatic 
leader21. Collins described him/her as a dedicated and often very calm, almost 
the opposite to a charismatic leader. One thing to remember is that this type 
of management is very dedicated and focused on their business model. 
 
Although none of the companies directly mentioned that they use “technology 
as an accelerator” there are examples pointing to the importance of the use of 
new technology. Avanza for instance, being a net broker, are of course 
dependant on the Internet and the increased spread and usage of web-based 
services. What was important for them was “to use the right technology at the 
right time”. This should be regarded as an example of using technology as an 
accelerator. Kabe, using a new production technology to be able to build 

21 Dubrin, A. J. (2004), Leadership: Research findings, practice and skills, 4th ed, Boston, Houghton Mifflin 
Company. 
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customer designed caravans of course also benefit from the new technology 
and the business advantages it gives them. 
 
Summarizing all of these findings and the comparison between my 
findings and what was found by Jim Collins and his research team, it 
appears that what seems to be the “secret” behind the success of the 
analysed big US corporations to a large extent also can be found in the 
smaller Swedish companies analysed in this thesis. 
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A P P E N D I C E S  

APPENDIX A 

 
Questionnaire 

1. Can you briefly describe your relationship with the company, how 
many years have you worked there and what are your primary areas of 
responsibility? 

 
2. When you were recruited to the current position, were you recruited 

from outside the company or inside the company? 
 

3. What were your previous areas of responsibility and what position did 
you have? 

 
4. Which are the 5 most important factors that has contributed or 

caused the positive development of your company’s result the last 
years? 

 
5. We continue with the 5 factors. Can you distribute 100 points on to 

them with regards to their importance for the positive development 
of your company? (With most points to the most important factor 
etc.) 

 
6. Can you tell me more about these factors (the 2 or 3 most important)? 

Give me an example that highlights that factor. 
 

7. Did the company deliberately take a decision or decisions to begin a 
change or a transformation of the company? 

 
8. (If the decision was made deliberately). When were the decisions 

taken that led to the positive development of the company’s result 
(approximately which year)? 

 
9. What type of process did the company use to take important 

decisions or to develop important strategies? It is not about what 
decisions that were decided. It is about how they were decided. 

 
10. What role did external consultants or advisors play when the decisions 

were made if any? 
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11. If you imagine a scale from 1 to 10 what faith did you have in the 
decisions when they were decided, before you realised the result of 
them? (10 meaning that you had a big confidence in them, that the 
decisions were good and with a high probability for success. 1 
meaning that you lacked confidence in them, they were risky, like a 
throw with a dice). 

 
12. (If the trust in them were 6 or higher). Why did you have such a trust 

in the decisions? 
 

13. How did the company achieve commitment and understanding for 
the decisions? 

 
14. Can you give a specific example of how this was achieved? 

 
15. What did you try to do during the transformation that did not work? 

 
16. Is it most important to have the right staff or to have the right idea 

for a change or a transformation to be successful and give good 
results? 

 
17. (If right staff). Why do you think that? 

 
18. (If right idea). Why do you think that? 

 
19. How do you get good quality in the products and services that your 

company sell? Is it for example through structured processes or do 
you rely on your staff’s high moral and discipline?    

 
20. How does your company handle the short-term pressure from the 

stock market, when doing long-term changes and investments? 
 

21. Many companies start up ambitious change programs, and yet their 
efforts do not give a lasting result. What is it that makes the 
companies that succeed with their change programs gets a lasting 
result? What is it that makes them different? What were the most 
important factors for the transformation to be long lasting? 

 
22. Other companies that operate in the same sector as your company 

could have done what you did, but they did not – what did you posses 
that they lacked? 
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23. Can you remember an important example or give a short description 
of something that you have experienced that is the essence of the 
whole transformation of your company?  

 
24. Is there high or low degree of delegation within the company? 

 
25. Describe your leadership philosophy and what is important for a 

successful leadership? 
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APPENDIX B 

Stockholm Stock Exchange index 1996-2005 

year highest date lowest date 30/12 change
Index 1995-12-31 = 100
1996 139,4 30-dec 98,2 22-jan 139,4 +39,4
1997 190,9 7-aug 137,7 2-jan 177,0 +27,0
1998 234,4 20-jul 143,5 8-okt 196,2 +10,8
1999 326,7 30-dec 193,2 13-jan 326,7 +66,5
2000 413,7 6-mar 282,7 20-dec 287,6 -12,0

2001 303,9 31-jan 183,7 21-sep 239,1 -16,9
2002 245,0 4-jan 126,4 9-okt 149,6 -37,4
2003 194,5 29-dec 131,4 12-mar 194,2 +29,8
2004 229,9 2-dec 194,6 7-jan 228,4 +17,6
2005 304,4 29-dec 225,8 24-jan 302,9 +32,6  
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