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Abstract  

Background – In today´s globalized environment, a stronger emphasis on moving 

production to low-cost environments is present. Assembling a complex product usually 

involves multiple smaller manufacturing firms across the globe. As a result, smaller 

specialized firms have an important role in the market but are also strongly dependent on 

the demand for the final product. Hence, their business model can be dependent on a 

specific patch which inhibit innovation and evidently leaving them vulnerable to changes 

in the environment. One main challenge for companies´ business model is the question 

of continuous flexibility and adaption to an ever changing business context. 

Purpose - The purpose of this thesis is to explore dynamic capabilities as a source of 

business model innovation in manufacturing subcontractor SMEs in Jönköping County. 

The studies aim is to explore how these firms develop dynamic capabilities in order to 

identify and then overcome barriers for business model innovation. 

Method – Primary data was collected through a multiple case study of three 

manufacturing companies in Jönköping County. The data was later coded and findings 

cross-case compared with a lens of dynamic capability view in order to find similarities 

and dissimilarities. 

Conclusion- The findings from the three case companies indicates that dynamic 

capabilities are interdependent to each other, meaning all need to be taken into 

consideration for continuously successful business model innovation. Disregarding the 

development of one business model component can restrain others, thereby resulting in 

inadequate innovations. A sensing capability was identified however yet the abilities to 

seize and reconfigure opportunities taking the whole BM into consideration were not 

present for all of the three case companies. By lack of a coherent development of the BM, 

barriers become present and a sustained competitive advantage is unreachable. All three 

cases agreed upon the human resource management to be the major challenge for their 

organization to sustain a healthy growth.
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1. Introduction 

This chapter present a snapshot of existing literature of the field and a background of what has 

arose the research problem of this thesis. Furthermore, what research gap this thesis aims to 

fulfil 

1.1 Background 

A rapidly moving globalization across continents places emphasis on outsourced production to 

low-cost environments. Products and services have become more accessible to an enlarged crowd, 

consistent with the development of technological inventions. Assembling a complex product 

usually involves several smaller manufacturing companies across the globe producing components 

to the final product i.e. contract manufacturing. As a result, smaller specialized firms have an 

important role in the market but are also strongly dependent on the demand for the final product. 

Hence, the Business model (BM) of the specialized firms are dependent on a specific path 

including few alterations for innovation and market opportunities, leaving them vulnerable to 

changes in the environment. Currently, one main challenge of the BM literature is the question of 

continuous flexibility and adaption to an ever changing business context (Brunninge and 

Wramsby, 2014). The constant threat of new entrants imposes a drive for incumbents to 

continuously develop and enhance their capabilities. Hence, scholars suggest that BMs might not 

respond to the changing environment, instead they might find themselves in a path with new 

barriers to overcome (Brunninge & Wramsby, 2014; Arthur, 1989; David, 1985). Achtenhagen, 

Melin and Naldi (2013) contradict this and suggest Business model innovation (BMI) to be 

essential for success simultaneously evading such a situation. However, Markides (2006) opt that 

practicing BMI on incumbents is not a security for success as it may steer firms to an inferior rather 

than an anticipated superior position. Chesbrough (2010) discuss barriers to BMI and claim that 

these barriers need to be overcome to successfully implement change. There have been multiple 

attempts at trying to identify how technological change and new business strategies generate 

industry transformation (Teece, 2010; Achtenhagen et al., 2013; Cestino & Matthews, 2015). 

Although a need for change is identified by the majority of the existing literature, there is little 

empirical analysis that supports how these changes are achieved and what factors restrain a 

successful change i.e. barriers to BMI. Furthermore, Teece, Piscano and Sheun (1997) suggest that 

firms utilize a dynamic capability view (DCV) to sense, seize and reconfigure market 
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opportunities. To aid this thesis, theoretical thinking will be applied to practise by a multiple case 

study on three manufacturing subcontractor small and medium-sized enterprises (SME). The three 

firms display similarities in employee count, annual turnover, geographical location and similar 

range of products produced. Additionally, they are all subcontractors to large organisations within 

the automotive industry, by which Schreyögg et al. (2011) suggest that incumbents may be found 

with high barriers for BMI. 

1.2 Problem  

Considering the previously mentioned, firms need to innovate creative BMs and collect revenues 

from alternative operations (Achtenhagen et al., 2013). Companies are confronted with pressures 

for change but several forces create barriers restraining the transformation. In these circumstances 

of change, new entrants with innovative BMs create the opportunity to possibly gain market shares 

and profit, while established subcontracting manufacturing SMEs may encounter difficulties to 

successfully reconfigure its resource base in order to reinvent their BM. Inertia to sense, seize and 

reconfigure capabilities might interfere with a firm's development and speed of growth which 

could possibly constrain BMI (DaSilva & Trkman 2014; Brunninge & Wramsby, 2014). This 

relationship will thereby be examined in our thesis from an organisations´ perspective by 

answering the following research question:  

 

Q1. What are the barriers to business model innovation and how can subcontracting 

manufacturing SMEs in Jönköping County utilize dynamic capabilities to overcome them? 

 

Limiting this paper to subcontracting manufacturing SMEs in Jönköping County is driven by two 

reasons. Firstly, currently there is no research completed on barriers to BMI in Jönköping County, 

thereby offers a possibility for the authors to fill the research gap on this subject. Secondly, the 

region is known for being heavily populated with subcontracting manufacturing SMEs, increasing 

the possibilities for a greater response of several participants. To obtain the greatest outcome, this 

paper needs information from several different firms, as this would enable a better understanding 

of barriers constraining BMI. Furthermore, the efficiency by which the authors could visit several 

firms in one round-trip also served as an issue for the geographical limitation.   
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1.3 Purpose 

The purpose of this thesis is to explore dynamic capabilities as a source of business model 

innovation in manufacturing subcontractor SMEs in Jönköping County. The studies aim is to 

explore how these firms develop dynamic capabilities in order to identify and then overcome 

barriers for business model innovation. 
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1.4 Delimitations 

There are according to Boyce and Neale (2006) several limitations whom might influence the 

result of a research. After applying the suggested limitations, the following delimitations have been 

identified for this thesis.  

 Probe to bias: Given the possibility that the CEO and Branch manager of the examined 

incumbents might provide biased answers throughout the interview to protect their decided 

actions. To avoid such an outcome, strong emphasis was put on the design of questions 

asked during the interviews. Additionally, this thesis empirical findings are based on 

several interviews per company where at least one employee was interviewed after the 

manager to see if the managers´ statements are supported by the workforce.  
 

 Population size: As the sample size of applicant for this thesis is not a large pool, as in a 

population. The findings of this thesis should encourage for future research within the field 

and not used as general guidelines. 
 

 Not generalizable: It will commonly be found that generalizing findings through in-depth 

semi structured interviews from a specific study cannot be done. This is because there are 

often small samples hand-picked rather than a random sampling method. Hence, the result 

in not validated outside the investigated case companies. Notably though is that in-depth 

semi structured interviews can still provide value, particularly if used as an add-on to other 

methods of data collection. 
 

 Time span: Due to the short time frame of this thesis, the depth of results and findings 

might shallower level compared to longitudinal studies requiring a larger time frame 

thereby limiting the study.  
 

 Mixed interview: In our study, we interviewed candidates through both face-to-face and 

telephone. These two techniques can generate different richness in the received data which 

we have taken into consideration during the analysis.  
 

 Case study: We chose case companies which face the same external forces as subcontractor 

manufacturers. Our selection criteria’s consisted of similarities in organisational size, 

production range and geographical location to ease the analysis of this thesis. Our results 

may not be applicable to other firms, however we opt to provide the findings as a merely 

guidelines taken into consideration facing the same external factors.  

Taking these points into consideration, it is comprehended that an overall generalization from this 

thesis might not be possible due to the small group of applicants. Although it should be stressed 

that the gathered information and findings may serve as base for further in-depth research with the 

goal to offer a generalization of the topic.  
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2. Frame of reference  

The purpose of the following part is to develop the readers understanding of the topic at hand 

and grasping the important cornerstones of this thesis. Thereby this part consists of relevant 

research for this paper previously examined by the scientific community. 

 

The theoretical part of this research will form the initial stage to enrich knowledge within the 

researched field and to bring about new insights of the research problem. The chosen structure of 

our literature review is motivated by giving the reader a sequential reading experience. First, 

existing literature on the concept of BM is discussed including evolution of the BM literature, 

definitions and its components. Second, we distinguish the concept of business strategy and BM, 

albeit they are closely related it is important to understand the difference to proceed with this paper. 

Third, a discussion on the literature of BMI is followed. Fourth, an identification of potential 

barriers to BMI that existing literature has recognised, is presented where we have subcategorized 

them into three main categories. Fifth, we discuss the dynamic capabilities view as a lens of BMI. 

These parts are based upon the theoretical framework which will be employed to the empirical 

findings in the analysis of this thesis.   

 

2.1 Business model  

2.1.1 Evolution of the Business model literature 

The current literature on the concept BMs is expressed to be a fragmented one, this is according 

to scholars the result of its historical progression (Wirtz, Pistoia, Ullrich and Göttel, 2016; DaSilva 

& Trkman 2012). The term BM was first mentioned by scholars back in 1957 and at the time 

primarily used for practicing business games (Bellman, Clark, Malcolm, Craft & Ricciardi, 1957). 

The succeeding decades included minimal use of the term in both mainstream media and alike 

contributions to the literature of strategic management. During the following period from 1960-

2000, the term was at best used to describe process models (Wirtz et al., 2016). Later to come, 

many scholars highlight the flourishing period in the early 21st century where the literature 

regarding BMs rapidly increased. By accessing the Primo database, we have compiled an area 
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chart (Figure 1) that displays a clear overview of the evolution and the interest of the BM concept 

in the academic spectrum.  

 

Figure 1: Evolution of the BM concept in terms of peer-reviewed articles published 

Source: own creation, following a “Business Model” search on Primo on March 9, 2018 

 

The scientific community has suggested a linkage between the boom of internet companies in the 

90s and an increased interest in the term BM since many tech start-ups supposedly used the term 

BM to translate advanced abbreviations from their technical background into business language. 

Which resulted in enhanced investments for the start-ups, aiding their publicity hype (Wirtz et al., 

2016; DaSilva & Trkman, 2012). Therefore, the literature of BMs is currently in a young state, 

although there are signs of maturing because of shifts in researched areas of the BM term. Initial 

studies conducted in early 2000 focused primarily on fundamental topics such as definition and 

scope of the term, whereas most recent studies progress towards areas consisting of innovation, 

change and evolution of BMs (Wirtz et al., 2016; DaSilva & Trkman, 2012; Baden-Fuller & 

Haefliger, 2013). Clearly indicating that the literature is advancing from an explanation-stage into 

in-depth understandings.  

 

2.1.2 Definitions of business model 

Even though the literature is maturing, its current state is to a large extent rather fragmented. 

Scholars have yet to agree upon a common definition for the term BM, as a result generating a 
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fragmented academic literature. To create an improved and slightly better understanding of the 

existing definitions a few of the most cited will follow. Chesbrough and Rosenbloom (2002) 

defines the term BM as "The heuristic logic that connects technical potential with the realization 

of economic value" (p.529). According to David J Teece (2010) BMs are “How a firm delivers 

value to customers and converts payment into profits” meaning a more practical tool by which 

theories may be applied. Contradicting the definition of BMs by Teece, Christoph Zott and 

Raphael Amit’s define BMs as “a system of interdependent activities that transcends the focal firm 

and spans its boundaries”. Concentrating on the importance of inter-firm relationships as a key 

ingredient (Zott & Amit, 2010, p.216). Correspondingly, Charles Baden-Fuller and Mary S 

Morgan (2010) have added to the literature by summing the previous definitions and later applied 

them in regard to designed roles. Differentiating between role models or scale models. 

Additionally, Baden-Fuller and Morgan (2010) stress the fact that studying BMs and theoretical 

models are to be rewarding as it will embody the theoretical studies of the subject. Table 1 displays 

a clear overview of the definitions discussed above.  

Author(s) Definition BM 

Teece, 2010 “How a firm delivers value to customers and converts 
payment into profits” 

Zott & Amit, 2010 “A system of interdependent activities that transcends the 

focal firm and spans its boundaries” 

Hiroyuki Itami & Kazumi 

Nishino, 2010 

“BM is a profit model, a business delivery system and a 

learning system” 

Alfonso Gambardella & Anita 
M. McGahan 2010  

“BM is a mechanism for turning ideas into revenue at 

reasonable cost” 

Chesbrough & Rosenbloom, 
2002  

"The heuristic logic that connects technical potential with the 

realization of economic value" 

Table 1: Selected BM definitions 

Source: Own creation 

                                                                     

2.1.3 Components of a business model 

Deriving an understanding that there are several definitions to comprehend the term BM. It can 

further be divided into several components which is a reason the BM community is currently so 

divided. Betz (2002) gives a rather abstract explanation of the components including resources, 

sales, profits and capital. According to Wirtz et al (2016) nine components are to be found in the 
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field of BM: Strategy, Resources, Network, Customers, Value Proposition, Revenues, Service 

provision, Procurement and Finances. These are of course not included in every scholar’s studies 

as it would result in a tremendously extensive research. Compared to the nine components 

previously stated, Baden-Fuller and Haefliger (2013) do not share their view and instead stress 

that there are four components: Customers, Customer engagement, Value delivery & linkages and 

Monetization. Notably though is that Baden-Fuller and Haefliger´s study consists of a large focus 

on technology as they conclude that there is a fundamental link between BMs and technology, 

which Wirtz et al (2016) hardly discuss. Their systematic view of a BM is in line with the 

previously mentioned definitions of Zott and Amit (2010) opinion of independent activities, and 

also Teece (2010) as a practical understanding of delivering value. Thereby creating a symbiosis 

between the two. Similar to Wirtz et al. (2016) nine components of a BM, Chesbrough and 

Rosenbloom (2002) make usage of six comparable components: Market, Value Proposition, Value 

Chain, Cost and Profit, Value Network, Competitive Strategy. Unfolding the possibility of a 

seemingly joint perception of the components of a BM, in an otherwise fragmented situation. Table 

2 is compiled to get a clear overview of how selected authors define the components in a BM. 

Author(s)  BM components  

Wirtz et al., 2016 Strategy, Resources, Network, Customers, Value Proposition, Revenues, 

Service provision, Procurement and Finances 

Baden-Fuller & 
Haefliger, 2013 

Customers, Customer engagement, Value delivery & linkages and 

Monetization 

Chesbrough and 

Rosenbloom, 2002 

Market, Value Proposition, Value Chain, Cost and Profit, Value 

Network, Competitive Strategy. 

Betz, 2002  Resources, Profits, Sales and Capital 

Table 2: Selected BM components  

Source: Own creation  

                                                      

The main constrain the term BM has faced is according to scholars a reserved seat in the strategic 

management literature. A large part of the scholars agree that rightfully there should be more 

efforts put into the research of BMs. Mainly for the reason previously described that the current 

literature is fragmented and lacking a consistent body and explanation of the term (Wirtz et al., 

2016; Teece, 2010; Zott & Amit, 2010; DaSilva & Trkman, 2012). Although applicable as a guide 

for practitioners, the term BM is criticised. The most well-known scholar to voice his disapproval 
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is Michael E Porter who finds the term “murky” and accusing it to enforce irrelevant thinking 

(Porter, 2001). Although BM as a term may be found irrelevant and misleading by some, the 

general community is calling for further research to provide the academic literature and 

practitioners’ journals with a proper basis for understanding. Giving strong reasons for the creation 

of this thesis to proceed and publish.  

2.2 Distinguish Business model from business strategy 

Teece (2010) argues that a business strategy is much more specific than a BM and will be harder 

to replicate by a competing firm. This is reinforced by Casadesus-Masanell and Ricart (2010) who 

states, “BMs are reflections of the realized strategy” (p.204) and “every organization has some 

kind of BM but not every organization has a strategy” (p.206). Da Silvia and Trkman (2012) 

defines strategy as the long-term perspective for a company to reach set targets. Chandler (1962) 

defines business strategies as “Strategy is the determination of the basic long-term goals and 

objectives of an enterprise, and the adoption of courses of action and the allocation of resources 

necessary for carrying out these goals” (p. 13). In tandem with Chandler, Porter (2001) states that 

a business strategy is how the different elements of the company work together in order to create 

a long-term competitive advantage. Porter also emphasizes the importance of strategic positioning 

and how to differentiate in the market. Due to this, the company will be able to deliver imitable 

value to the customer. Many scholars within strategy seem to agree that strategy is a concept used 

in the long-term perspective for companies to reach a sustainable competitive advantage, compared 

to BM which is defined as a short-term scope (Da Silvia & Trkman, 2012; Chandler, 1962; Teece, 

2012). Chesbrough and Rosenbloom (2002) elaborate on three main differences on strategy and 

BM. First, Strategy is a more comprehensive concept which explains how to capture value for the 

firm in a more in-depth way. The BM is focusing more on the operating activities of how to deliver 

value proposition in an efficient matter to the customer. Second, the difference between value 

creation for the business and value creation for the shareholder is identified by Chesbrough and 

Rosenbloom (2002). Taking that difference into consideration, the BM describes limited 

information about the financial aspects of the business, as it is assumed to be taking care of 

internally. Third, a BM displays limited information with respect to the company, customers and 

other stakeholders, whereas a business strategy considers a rather extended knowledge spectrum 

according to Chesbrough and Rosenbloom (2002).  
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2.3 Business model innovation 

Recent literature on BM has emphasized the need for BMI to continuously capture value and 

compete in the market (Teece, 2010, 2017; Achtenhagen, Naldi, Melin, 2013; Baden-Fuller & 

Haefliger, 2013; Zott & Amit, 2010; DaSilva & Trkman, 2012; Bucherer, Eisert and Gassman, 

2012). To avoid getting stuck with a successful BM requires innovation (Brunninge and Wramsby, 

2014). Firms are constantly facing the difficult task to adapt their organization to a changing 

environment and not to lose market shares. While innovative products and services are relatively 

easy to copy by competitors, BMI facilitate a sustainable way of gaining competitive advantage, 

as it is more time consuming and resource demanding to imitate an entire complex activity system, 

rather than copy products and services (Zott, Amit & Massa, 2011). However, Baden-Fuller and 

Haefliger (2013) claims that BMI does not need to include new ideas to capture value but instead 

the concept is also about seeing opportunities with already existing BMs. Baden-Fuller and 

Haefliger’s statement can be described with the example of EasyJet copying the low-cost BM 

developed by Southwest Airlines and applying it to the European market with a successful 

outcome. When a company has been successful with a BM over a long period of time, there is a 

risk of inertia of change and the long-term strategic objectives are not aligned with the operating 

BM (Dasilva and Trkman, 2012). The same authors have developed a framework to get a 

comprehensive understanding of the link between BM and strategy. The long-term perspective of 

the firm i.e. how the firm aims to operate, is its strategy whereas the short-term perspective is its 

BM and the current company activities. Dynamic capabilities are the firm’s medium-term 

perspective, and this is where BMI takes part according to DaSilva and Trkman (2012). Bucherer, 

Eisert & Gassman (2012) advocates for the BM to be in line with the strategic orientation, 

capabilities, resources and culture which then can create a potential competitive advantage in the 

market. Also, DaSilva and Trkman (2012) support the presence of dynamic capabilities being the 

link between BM and business strategy. Instead of using the term dynamic capabilities, 

Achtenhagen et al. (2013) identify three main critical capabilities for BMI to occur; (1) 

Experimenting and exploiting business opportunities (2) a balanced use of resources and (3) 

Achieve a unity in leadership, culture and employee satisfaction. These three critical capabilities 

together shape strategizing actions to achieve sustained value creation through adapting, shaping 
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and renewing its BM. The model is constructed to be a virtuous circle where the three capabilities 

reinforce over time and continuously adapt the BM (Achtenhagen et al., 2013). 

An empirical case study of six firms investigates how organizations systematically and 

purposefully pursue BMI (Mezger, 2014). These findings display a trend of numerous 

opportunities for BMI due to technological change. Additionally, the study explains BMI as being 

a firm’s dynamic capability. In order to successfully pursue BMI, a firm needs to have the capacity 

to sense BM opportunities, seize them through the development of valuable and unique BMs, and 

reconfigure the firms’ resources accordingly (Mezger, 2014). Similarly to Teece (2007) micro 

foundations on dynamic capabilities view; sense, seize and reconfigure market opportunities. 

Mezger’s findings are in line with Achtenhagen et al., (2013) integrative framework for achieving 

BMI. BMI can be defined as either a process or an outcome (Wittig, Kulins & Weber 2017). 

Defining BMI as an outcome, BMI is then a novel approach of how to create and capture value 

through modifications of BM components and the combination of resources, with the result of a 

new logic of business which can potentially disrupt the historical existing industry rules (Wittig et 

al., 2017). From a process perspective, BMI is also termed as “The discovery of a fundamentally 

different BM in an existing business” (Markides, 2006, p.20). Meaning that researchers have 

developed tools and frameworks to continuously discover and encourage BMI within an existing 

business.  

2.4 Business model innovation constrains  

Chesbrough (2010) emphasise the importance of an innovative BM. However, the process of BMI 

does not come without constraints, better known as barriers. The following section further 

elaborates on potential barriers generally constraining BMI that existing literature has recognised.  

 

2.4.1 New technology and innovations 

When new innovation enters the market from new entrants, established firms find a need to change 

in order to stay in business. Disruptive innovation refers to new market opportunities due to 

innovation which eventually disrupt existing markets. Markides (2006) states that the only way an 

established firm can respond to this type of new innovations is to accept it and then find ways to 

exploit it. Amit and Zott (2010) explains that innovation could be a barrier to BMI due to the 
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conflict between existing technology connected to the operating BM and the new technology. The 

increase in revenue for the established firms may not exceed the switching costs to new technology 

and managerial decision need to be executed based upon opportunity cost.  Christensen and Raynor 

(2003) claims that the only way for established firms to exploit disruption is by creating a separate 

business unit. This can be exemplified as the well-established, full service airline Lufthansa 

responded to new innovations of low cost BM airlines in 1995 by creating a subsidiary named 

German Wings (Button, 2001). Additionally, Johnson, Christensen and Kagermann (2008) made 

the same findings in its empirical study when a firm is stuck in its established way of thinking and 

therefore needed to establish a separate unit to pursue its objectives. However, this contradicts 

with most of the current literature within BMI, as they propose several alternatives for established 

firms to practice rather than a new subsidiary (Wittig et al., 2017; Achtenhagen et al., 2013; 

Bucherer et al., 2012; Mezger, 2014; Markides, 2006; Baden-Fuller & Haefliger 2013).  

When a market encounters new innovations which emerge BMs, new ways of competing appears 

and firms discover new sources of revenue. This change has an opportunity to increase the growth 

significantly but only to a certain extent as they usually fail to completely overtake the traditional 

way of competing (Markides, 2006). To confirm Markides statement, we look again at the 

disruption in the airline industry. From 1995 when the liberalization of the European airline 

industry took place, low-cost BMs with no frills have grown a steady pace and make its appearance 

on the market. However, looking at the market shares low-cost carriers have together several years 

later, it is no more than 20 percent (Markides, 2006). Given this nature of the market development 

Markides (2006) concludes that it is not necessarily an optimal choice to abandon its operating 

BM for something new or grow the existing BM alongside a new BM through a subsidiary. Also, 

Chesbrough (2010) noted the advantage with an average technology as part of a great BM, over 

great technology as part of an average BM. 

 

2.4.2 Human resources 

Johnson et al. (2008) believes new BMs are most likely to emerge with new organizations and see 

the process of BMI in established firms as a slower process in comparison - with non-flexible 

resources tied to the existing BM being the main obstacle. Similarly, Amit and Zott (2010) stress 
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the challenge to BMI with inflexible resources supporting the prevailing BM. According to Zott 

(2002) firms possessing similar resources and face the same external forces can produce different 

outcomes depending on how they manage their resources. Markides and Williamson (1996) states 

the following, “Simply exploiting existing strategic resources will not create a long-term 

competitive advantage. In a dynamic world, only firms who are able to continually build new 

strategic resources faster and cheaper than their competitors will earn a superior return over the 

long term” (p.164). Meaning that firms need to develop capabilities to bring in new resources or 

recombine existing resources in an innovative and creative way. This must be done in order to 

exploit new market opportunities to counter shifts in the business environment (Sirmon, Hitt and 

Ireland, 2007). When investigating BM, resources have been emphasized as one of the most 

important components in order to create sustainable value to end customer (Wirtz et al., 2016). 

Caves (1980) define a resource as anything that can contribute of value to the specific firm. More 

precisely, resources are the firms’ tangible and intangible resources that can implement strategies 

in order to establish a competitive advantage. Resources can be classified in various ways, but for 

the purpose of the discussion in this thesis, resources are divided into three categories: Human 

capital resources (Caire & Becker, 1967), physical capital resources (Williamson, 1975) and 

organizational capital resources (Tomer, 1987). First, the Human capital resource includes the 

judgement, intelligence, training, and expertise knowledge of the managers and employees of the 

firm. According to Breznik and Lahownik (2014), the human resource are one of the most 

important resources in the value creation for companies. Furtermore, Eisenhardt & Martin (2000) 

explains the important of utilize Human capital in an efficient way in order to create a competitive 

advantage in dynamic markets. Second, Physical capital resources include the firm’s location, 

equipment, access to material and physical technology. Third, the organizational capital resource 

includes the firm's coordinating system, enterprise resource planning system, formal reporting 

system and its overall planning tools. According to Barney (1986), not all aspect of the resources 

will be relevant for business development as some resources could even prevent a firm from 

implement change in the BM. On the contrary, Denrell, Fang and Winter (2003) argues that usually 

there is incomplete information regarding the resources which makes it hard to predict future value 

creation. Accumulating resources refers to how the firm develop its resources internally. It is vital 

for a firm to develop the acquired resources in order to have the ability to respond to a new market 

opportunity with the required competencies. Moreover, accumulating resources internally will 
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enhance their isolating mechanisms, which could increase the competitive advantage (Sirmon et 

al., 2007; Thomke & Kuemmerle, 2002). One example is if there is a new technology available on 

the market which will enhance the production, however, the firm lacks the human competencies 

to use this technology which may result in competitors to exploit this opportunity instead. 

Divesting refers to how firms shed their resources. It is optimal for firms to only possess resources 

which will create value for the company and get rid of less-valued resources. Hence, in similar to 

Denrell, Fang and Winter (2003), Miller and Arikan (2004) also stress the difficult task to identify 

resources future value at a current state which could result in a firm to divest too early in the 

process. A common mistake firms make is layoffs of human capital to reduce costs. There is a high 

risk of decreasing the knowledgebase within the company and a result of this could decrease its 

competitive position on the market (Miller and Arikan, 2004). 

Resources are also divided into Firm-specific and Non-firm-specific. A resource which is firm-

specific is only valuable and useful in that specific firm and could, therefore, generate a strong 

competitive advantage (Teece, 2007). However, the firm-specific resource can limit opportunities 

if external factors enforce the need for rearrangements in firms’ BM as the firm-specific strongly 

support the prevailing BM (Amit and Zott, 2010). An example of a firm-specific resource is the 

knowledge of how to operate an advanced machine which is only used by one specific firm in the 

industry. This knowledge would, therefore, be very valuable for the firm and could improve its 

competitive position in the market. Hence, this resource would be unusable outside that firm for 

other companies. This is an example of a human capital resource which is argued to have a great 

impact on the company’s competitive advantage (Wang, He & Mahoney, 2009). In contrast, non-

firm specific resources could be applied to several different firms and therefore not perceived to 

create a competitive advantage (Teece, 2007). An example of a non-firm specific resource could 

be a computer or machine which is also useful for other companies. A non-firm specific resource 

is easier to copy or imitate than a firm-specific, hence not as exclusive (Wang et al., 2009).  

 

2.4.3 Managerial capabilities risking rigidities 

Albeit firms are good at building on existing knowledge and its capabilities, research also stress 

the role of inertia in many organizations, which aims at continuously search for existing solutions 
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over a long period of time. Leonard-Barton (1992) seminal paper on core rigidities stress this 

inertia with firms that has been successful for a long period of time and the corresponding loss of 

alertness for new market trends. She argue that an overemphasis on core capabilities and existing 

knowledge has a close relationship to development of core rigidities, which inhibit the ability to 

develop new capabilities to adapt to changing markets and new technology (Leonard-Barton, 

1992). Teece (2007) argues that for a firm to develop sensing, seizing and reconfiguration 

capabilities depends on managers´ ability to utilize available resources inside and outside the 

boundaries of the firm. Teece also propose that a source for dynamic capabilities to develop is 

through repeated history and path-dependence as dynamic capabilities are firm-specific and 

unique. Hence, penetrating existing knowledge and capabilities will develop specialized skills 

which can give an advantage towards competitors (Teece, 2010). Thus, history reveals that 

previous patterns of actions have a strong influence why decisions are made. Historic development 

will teach us that there are situations where wrongful decisions have altered the company’s path 

heading into a phenomenon called lock-in BM (Arthur, 1989; David, 1985; Brunninge & 

Wramsby, 2014).  For further continuing with this thesis, it thereby becomes vital to review the 

current literature on path dependency to understand the potential implications of BMI. The existing 

literature can be drawn back to the 1980s as scholars begun to examine the curious case of lock-

ins and especially the trajectory development of such. Arthur (1989) suggests that lock-ins will 

occur as a result of “random events” triggering a process of increasing returns and fewer possible 

choices. Similarly, David (1985) advocates that “Historical events” will generate the same result. 

Linked to the trajectory development of a lock-in situation, Cestino and Matthews (2015) elaborate 

on the “Constitution of a path” by Sydow (2009) seen in figure 2 below, highlighting three 

suggested stages of path dependency: preformation, formation and eventually lock-in. Further 

arguing that identification of these steps could help evading them. Separate from the classical view 

of path creation Garud and Karnøe (2001) suggest a modification whereas the creative thinking of 

entrepreneurs may be crucial in avoiding established paths. These findings complete the base that 

a great part of the research on path dependency rests upon.     
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Figure 3:. The constitution of a path                                                                                       

Source: Schreyögg & Sydow, 2009           

                                                                                                                       

Collectively, the scientific community commonly share the view that lock-in situations are far 

from ideal, further advocating that evading or escaping such a situation is becoming increasingly 

difficult if even not impossible (Brunninge & Melander, 2016; Garud & Karnøe, 2001; Schreyögg 

et al., 2011; Sydow, Windeler, Muller-Seitz & Lange, 2012). Thereby suggesting that the studies 

conducted originate from likeminded views for the subject. Important to note is that the initial 

research by Arthur (1989) and David (1985) regarded path dependency in the development of 

technology. Whereas, later scholars have concentrated their studies on namely three different 

levels of path dependency: industry, organisation and individual (Brunninge & Melander, 2016). 

To clarify and avoid future confusion, the research will at times illustrate the level of industry with 

the term “field” although containing the same meaning. To create a better understanding, a 

description regarding the different levels of path dependency will follow. Firstly, research within 

the “field” level suggests that path dependency may occur when the whole industry may be forced 

to follow a specific path, consequentially dragging its participants the same path (Marty, 2009). 

The second level discussed, organization path dependency, which infers that firms make strategic 

choices and thereby create their own paths. Brunninge and Melin (2014) elaborate this train of 

thought while examining two Swedish multinational corporations (MNCs), Scania and 

Handelsbanken. Evidence provided suggest that the Swedish truck manufacturer Scania’s BM 

evidently included a path consisting of only producing “heavy trucks”, neglecting to produce 

medium or small trucks. The authors later concluded that the paths taken by the MNCs had created 
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lock-in situations for themselves but at the same time defined “distinctive identities” recognized 

with a very specific product (Sydow & Schreyögg, 2009). Thirdly, the individual level is discussed 

in the view of individual choices may affect the path the firm chooses to pursue. Regarding 

individuals allowing personal beliefs exceed logic reasoning might result in a firm avoiding or 

concentrating on a specific path (Brunninge & Melander, 2016). The managerial capital becomes 

vital for the firm to avoid inertia but also a lock-in business model situation (Leonard-Barton, 

1992). An important aspect regarding the studies by Brunninge and Melander (2016) is that focus 

lies upon the relationship between path developments over time. While as the literature on path 

dependency in most cases may be concentrated on a specific path. 

                                         

2.5 Dynamic-capabilities view 

In order to pursue BMI and overcome barriers, existing literature emphasize the development of 

firms´ capabilities. According to Leonard-Barton (1992) capabilities needs to be continuously 

developed to avoid rigidities for the core ones, which constrain innovation. To study the influences 

of dynamic markets a concept named dynamic capability view has been developed to identify 

organizations’ utilization of its capabilities (Helfat & Peteraf, 2003). The term dynamic refers to 

the capacity to renew competencies and resources to achieve equivalence with changing 

environmental conditions (Teece et al., 1997). The academic spectrum of dynamic capabilities has 

generally accepted Teece et al. (1997) to be the founding paper with the following definition of 

the concept “the firm´s ability to integrate, build, and reconfigure internal and external 

competencies to address rapidly changing environments” (p. 516). What Teece and colleagues 

stress most importantly was that a sustainable competitive advantage can only be perceived by 

firms that develop its dynamic capabilities, which allow organizations to more intelligently and in 

a more flexible manner adapt to environmental changes. By this argument, they position dynamic 

capabilities as a key concept for the understanding of strategic business renewal in changing 

circumstances. This definition has been expanded and refined by other authors within the field, as 

presented in Table 3.  
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Author(s)  Definitions  

Teece et al., (1997) Firms’ ability to integrate, build, and 

reconfigure internal and external competences 

to address rapidly changing environment 

Eisenhardt and Martin 

(2000) 

Firms’ processes to integrate, reconfigure, gain 

and release resources to match or create market 

change 

Zollo and Winter (2002) A learned and stable pattern of collective 

activity through which the organization 

systematically generates and modifies its 

operating routines in pursuit of improved 

effectiveness 

Winter (2003) Those capabilities that operate to extend, 

modify or create ordinary capabilities 

Zahra, Sapienza and 

Davidsson (2006) 

The abilities to reconfigure a firm’s resources 

and routines in the manner envisioned and 

deemed appropriate by its principal decision 

maker 

Helfat, Finkelstein, Mitchel, Peteraf, Singh, 

Teece and Winter (2007) 

The capacity of an organization to purposefully 

create, extend or modify its resource base 

Wang and Ahmed (2007) A firms’ behavioral orientation to constantly 

integrate, reconfigure, renew and recreate its 

resources and capabilities and, most 

importantly, upgrade and reconstruct its core 

capabilities in response to the changing 

environment to attain and sustain competitive 

advantage 

Teece (2007) The ability to sense and then seize new 

opportunities and to reconfigure and protect 

knowledge assets, competencies, and 

complementary assets with the aim of 

achieving a sustained competitive advantage 

Table 3 definitions on dynamic capabilities  

Source: own creation 

 

Listing these definitions displays an evolution of the dynamic capabilities literature and also 

definitions on the concept. By examining these definitions we can find an agreement about the 

dynamic capability construct such as that dynamic capabilities intentionally change a firm’s 

resource base, and they are proactive by shaping the environment and adapt to the environment. 

Additionally, dynamic capabilities are strategic processes that are patterned, repeatable and 
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persistent. For this thesis to utilize dynamic capabilities view as a lens for business model 

innovation it will follow Teece (2007) latter definition which addresses the important role of 

companies to sense, seize and reconfigure market opportunities for a sustained competitive 

advantage. Teece has in one of his most recently published paper (2017) argued that dynamic 

capabilities and strategy are interdependent on each other in regards to BM. The development of 

firms´ dynamic capabilities help to shape its proficiency at business model design. Similarly, 

Dasilva and Trkman (2012) display in a time perspective framework the three concepts´ 

interdependency on each other as mentioned earlier in the business model innovation literature. 

To proceed with the use of dynamic capabilities view, a clarification of the micro foundations is 

necessary. Teece (2007) was first in the literature by underpinning the micro foundations on 

dynamic capabilities, which are already mentioned above sense, seize and reconfigure market 

opportunities. Sensing involves exploring, understanding and interpreting markets, technology and 

competitor moves. The sensing capability is the ability to spot, interpret and pursue opportunities 

(Teece, 2007). A redefined explanation from Teece is: “of the components involved in dynamic 

capabilities sensing is the most immediately recognizable as entrepreneurial. Sensing in dynamic 

capabilities involves constant vigilance through scanning, searching and exploring – Developing 

forecasts about hos technologies and markets will evolve and how quickly competitors and 

customers will respond to develop informed conjectures about future customer and market needs” 

(Teece, 2016, p.212). Once a firm has utilized its sensing capabilities and identified opportunities 

in the environment, they must take an active decision on what to do with the new insight. Teece 

(2007) state that seizing capabilities are the ones that influence to what extent sensed opportunities 

are achieved. By seizing the opportunities it allow firms to invest in resources with an aim to 

generate economic value (Teece, 2007). Explaining further by noting “Developing product and 

services that addresses new market or existing market in new ways requires seizing capabilities to 

effectively deploy and develop firm-specific knowledge base assets” (Teece, 2016, p.210). The 

final ability in reaching a sustained competitive advantage through dynamic capability is the 

reconfiguration of opportunities. As Teece note, “A key to sustained profitability is the ability to 

recombine and reconfigure organization assets – its resources and capabilities – as the organization 

grows, and as markets and technologies change, as they surely will” (Teece, 2009, p.34). The 

reconfigure capability is needed by a firm to manage threats and transform resources to prevent 
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inertia. The reconfigure capability involves strategic renewal by integrate, recombine and 

reconfigure intangible and tangible assets (Helfat et al., 2007).  

 

2.6 Developing of a theoretical framework 

The dynamic capability view has been identified as a potential source for a firm to pursue 

successful BMI (Teece, 2017; Achtenhagen et al., 2013; Mezger, 2014; Bucherer, Eisert & 

Gassman, 2012; Dasilvia and Trkman, 2012). To identify the existence of constrains to BMI in 

subcontracting manufacturing SMEs, the sensing capability is necessary. For the firms to 

overcome these constrains, the seizing capability needs to be present. Moreover, for a firm to 

sustain profitability and avoid inertia, the reconfiguring capability fill its purpose. The dynamic 

capability view prioritize the recognition of organisational processes and managerial competencies 

that can aid firms proactively and continuously identify opportunities and then reconstruct its 

resource base to innovate resources and products that address them (Teece, 2007; Teece, 2016).  
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3. Method and data collection 

This chapter explain how we conducted the collection and analysis of data in this research. We 

present relevant concepts and philosophies and evaluate these with the aim to fulfil the purpose 

of this thesis. 

 

3.1 Method 

The reasons for conducting a research study is to increase the knowledge and gain better insight 

into a distinct problem through a systematic research approach (Saunders, Lewis & Thornhill, 

2012). In order to conduct a profound research, it is necessary to distinguish the two concepts 

methodology and method. In the research, the methodology works as the underlying assumptions 

and believes of the authors. Based on these believes, a suitable method is chosen in order to collect 

data which will support the study. In contrast to methodology, the method refers to how the process 

and analysis of data will be conducted (Saunders, Lewis & Thornhill, 2012). 

 

3.2 Research philosophies 

To further proceed with this research, it becomes crucial to deepen the knowledge of different 

research philosophies in order to find the most suitable for the purpose of the thesis. According to 

Saunders et al. (2012) and Bryman (2012) the philosophy of interpretivism contains observation 

of human behaviour and their social life, emphasizing strongly on the emotions and values. When 

we explored the barriers which firms are faced in regards to BMI it was more fruitful for us to use 

the philosophy of interpretivism since the behaviour and opinions from managers play a critical 

role. Upon the utilization of interpretivism scholars state an important aspect to keep into 

consideration that one might be tempted to generalize peoples’ thoughts through assumptions 

(Saunders et al., 2012; Bryman, 2012). As earlier mentioned in our delimitations a generalization 

cannot be drawn from this thesis, and thereby avoiding the issue altogether.   
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3.3 Research Approach 

Continuing from the suggested research philosophies one needs to proceed with a rightful 

approach. There are several approaches at hand and Saunders et al. (2012) suggests one of the 

following three: deductive, inductive, and abductive. The deductive approach is according to 

scholars conducted by first developing a theory and secondly creating a hypothesis to be later 

tested. In contrast, the inductive approach begins with collecting data, later applying theory based 

on the findings from the data collection as well as analysis. The third approach, abductive, is a 

merge between the previously two mentioned approaches. Facts and data are first gathered to 

identify patterns to help either develop a new theory or adding to the existing literature. This 

approach implies that one might either start with collecting data and finding suitable theories to 

apply later or reversed, being with a theory to pursue a conclusion secondary (Saunders et al, 

2012). For the usage of an interpretive philosophy one might use both a deductive or inductive 

approach. For this thesis, an abductive research approach has been utilized as both deductive and 

inductive approaches are present. The primary step has been by a deductive approach to isolate 

theories within BMI. As a result, three main barriers have been identified from existing literature. 

Thereafter, we found a gap in existing literature of overcoming barriers to BMI through dynamic 

capabilities in subcontractor manufacturing firms in Jönköping’s county with three case studies. 

Hence, an abductive approach was utilized.  

 

3.4 Literature search 

In order to collect the data most related to our purpose, we used a technique called citation pearl 

growing. This means that we started with a few articles and used the keyword and references from 

these as a base to find additional articles (Smith, 2012). We started investigating strategic 

management, this led us towards business models. Due to business model is a widely research 

topic, we specified our search towards BMI. We followed a call for more research from (DaSilva 

& Trkman, 2012) who request more research regarding change and innovation in the business 

model but also how a business model can become a source of competitive advantage. In order to 

create an interesting research question considering the limited time span, we decided to focus on 

factors which constrains BMI in a specific industry and how dynamic capabilities could help the 
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companies overcoming these constrains.  The keyword we used in our literature search was: 

Business model, Business model innovation, Dynamic Capabilities, Barriers to business model 

innovation and Business strategy. With these keywords, we found relevant journals and articles 

and identified the most cited and influencing scholars. In the research, we used databases such as 

Scopus, Primo and Science Direct. Furthermore, we used the library of Jönköping’s university in 

order to find physical books and document during the project. We also evaluated the articles 

through Scopus by comparing the total number of citations, we used this information as an 

indicator of the reliability of the article. Additionally, we took advantage of the human capital of 

both the library staff but also from our tutor which guided us through the literature on business 

model and dynamic capabilities.  

 

3.5 Research design 

3.5.1 Research Strategy  

There are multiple ways to collect data for a research and it is of great importance to choose a 

suitable approach for the specific subject. Data collection could be distinguished in two ways by 

focusing on numeric or non-numeric data. A quantitative study is conducted through the collection 

of any numeric data such as statistics or graphs. In contrast, a qualitative study is based on the 

collection of non-numerical data from such as interviews, pictures or videos (Saunders et al., 

2012). In order to understand the underlying assumption and receive data supporting the purpose 

of this study, a qualitative approach has been utilized in this report. Although, a qualitative study 

has potential disadvantages such as, normally smaller sample size which makes it hard to do 

generalisations. In addition, due to the non-numerical data it is difficult to make systematic 

comparison which increase the risk of misjudgements (Saunders et al., 2012). These disadvantages 

are taken into consideration during the study, however a qualitative study remains the most 

appropriate method as it allows a degree of flexibility and an increased understanding of the 

underlying assumptions which suits the purpose of this thesis. 
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3.5.2 Research Method  

Bryman (2012) argues that there is a strong relationship between the use of case studies and 

qualitative research because of the common use of unstructured interviews and observations. 

Hence, Bryman (2012) adds that case studies are applicable to collect data for both qualitative and 

quantitative research. Collis and Hussey (2014) further explains that case studies are associated 

with interpretivism due to the observation of human behaviours and values. According to Saunders 

et al. (2012), a case study is efficient and appropriate to conduct when the researcher needs to gain 

a more in-depth understanding of the chosen subject. Furthermore, according to Yin (2014), case 

studies are efficient and applicable when the authors have limited control over the events and the 

purpose is to gain a deeper understanding of a real-life phenomenon and answering “How”, 

“What” and” Why” questions. However, with case studies, there is a discussed problem regarding 

the generalization and external validity. As the data generated from a case study is specific to the 

cases, the findings cannot be used to generalize, for example, an industry or other relevant cases 

(Bryman, 2012). This can be considered as a weakness with the use of case studies. Hence, the 

findings in this study could be used for merely suggestion of practice in the subcontractor 

manufacturing industry. Since the purpose of this thesis to explore dynamic capabilities as a source 

of BMI in manufacturing subcontractor SMEs in Jönköping County, we found case studies the 

most suitable approach for our research. Due to the exploratory approach, this study will not 

provide conclusive evidence, but instead help the reader to a better understanding of the topic. We 

wanted the possibility to ask follow-up questions and have a flexible approach during the research. 

Hence, an explorative research was utilized in this study. 

 

3.5.3 Single and multiple case studies 

In the research field of case studies, scholars have outlined two different varieties, single and 

multiple case studies (Bryman 2012; Saunders, Lewis & Thornhill, 2012; Yin 2014). A single case 

study is when one specific organisation is investigated to develop a deeper understanding of this 

organisation. Consequently, a multiple case study is when the researcher investigates two or more 

objects for the same study. After the collection of data, the researchers can compare the multiple 

objects with the chosen lens to find similarities and differences. Bryman (2012) argues that a 

multiple case study will provide a more reliable research due to the comparison of multiple 
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companies. However, in a single case study there is a deeper investigation of one organisation, 

which could result in a better understanding of that specific case. Conducting a multiple case study 

will generate better insight into the industry and have analytical benefits when comparing the 

results (Bryman, 2012). With the use of a multiple case study for this thesis, we anticipate to 

receive a better insight into this industry and decrease the risk of biased answers which would be 

problematic for the results. 

 

3.5.4 Criteria for case selection 

In our study, we made use of a multiple case study with three different companies operating in the 

same sector with strong similarities in employee count, revenue, location and product. These three 

companies are used to find similarities and difference in how they utilize dynamic capabilities in 

order to identify and then overcome potential barriers for BMI. We interviewed at least two 

candidates from each company, one CEO/Manager and one employee to receive a better insight 

of the case company and further decrease the risk of biased answers. 

Criteria Selection Note 

Firm size SME 25-40m. SEK in Revenue. Between 15-25 employees 

 

Firm age Incumbents Established firms past the stage of start-up 

 

Geographical 

region 

Jönköping County Scaling down to a maximum region by which with 

simplified access to achieve personal meetings 

 

Growth Increasing Compounded annual growth rate of at least 15%   

Industry Manufacturing Subcontractor by which a handful of customers equal 

a majority of the firms turnover 

 

3.5.5 Case Selection 

Following, we provide a brief overview of the firms display that all of them have met the 

requirements for this thesis. Due to non-discloser agreements, the firms have been given the 

pseudonyms Alpha, Beta and Delta and for further continuation limited firm specific information 

is shared in order to not reveal any sensitive information.  
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 Alpha Beta Delta 

Turnover  40m SEK 40m SEK 35m SEK 

Employee count 20 20 19 

Manufacturer Yes Yes Yes 

Subcontractor Yes Yes Yes 

 

3.6 Data Collection 

Interviews are the collection of primary data where the participants are asked questions in order to 

get a better understanding of the respondents’ thoughts, values and actions (Collis & Hussey, 

2014). There are many different research approaches conducting interviews, but the most common 

one is structured interviews (Bryman, 2012). Structured interviews have a predetermined structure 

of questions. As a result, all the participants will be asked the same questions during the interviews. 

Resulting in the identification of differences in the answers are easier to detect and without any 

follow-up questions, there is less need for interpretation the excess data. The second approach for 

conducting interviews is the unstructured approach. This approach is informal in the sense that 

there is no predetermined structure of the interview. The respondent can talk freely and there is a 

restricted amount of closed question. This approach is suitable when the aim is to get a deeper 

understanding of the respondent and there is no need for comparing the different interviews in a 

structured manner. The third approach is a combination of these two approaches. A semi-structured 

interview consists of a base of predetermined questions, however, there is room for further 

explanation and follow-up questions with the aim to get a more qualitative contribution to the 

study (Bryman, 2012). Utilizing the interpretivism philosophy, we found it suitable to conduct 

semi-structured interviews which enabled room for flexibility but simultaneously, a structure 

throughout the event with key questions to ease the compilation of the data collected from several 

companies. Furthermore, receive a deeper understanding of the organisations capabilities by 

allowing the interviewee to speak freely about a certain topic. However, in order to generate 

fruitful follow-up questions, a better understanding of the field is necessary. Due to this, we 

scheduled the interviews after we conducted the literature review to have more knowledge in the 

research field of BM and dynamic capabilities.  
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For the interviews with the CEO and branch manager, we used face-to-face interviews. Conducting 

a face-to-face interview have many advantages compared with other interview techniques, such as 

telephone, email and Skype interviews. During a face-to-face interview, the interviewer can easier 

observe the reaction in the participants’ body language and eliminating the possibility to hide 

behind a device (Bryman, 2012). Researchers state that only seven percent of the received message 

is perceived through the actual words (Mehrabian, 1971). Therefore, body language and tone of 

voice have a superior impact in the received message and to decrease the risk of misunderstanding, 

we strongly believe face-to-face interviews will generate more rich data. Previous studies also 

show that data collected from telephone interviews is inferior compared to face-to-face interviews, 

participants seems to be more enthusiastic and generate more comprehensive answers during a 

face-to-face interview (Holbrook, Green and Krosnick, 2003). However, we conducted the 

complementary interviews with the employees via telephone due to the time-limit and travel costs. 

An advantage with telephone interviews is that the interviewers have easy access to supporting 

document which could make the answers more accurate (Bryman, 2012). In order for the 

interviewers to feel more comfortable and elaborate the answers more freely, we held all interviews 

in their native language. 

Bryman (2012) suggested that the formulation of questions is critical in order to extract the rightful 

information from ones conducted interviews. There are currently many generic rules and 

procedures to use in an interview, nevertheless, there is of course no specific right way to conduct 

them. Scholars though suggests that one should evaluate how to ask the planned questions to retain 

the optimal result from a semi-structured interview (Saunders et al., 2012). Moreover, Saunders et 

al. (2012) and Bryman (2012) present three different types of questions which may be used when 

conducting a semi-structured interview: open, probing and specific/closed questions. The different 

questions could further be explained as follows. Firstly, open questions commonly generate rich 

answers meaning that they will often include long informative pieces of knowledge, these 

questions often start with what, how or why (Saunders et al., 2012). Secondly, probing questions 

work in the same manner as an open question but instead direct the applicant to further elaborate 

on the initial question and reveal further useful information (Dale, Arbor & Procter, 1988). The 

probing question might be used in a situation where the respondent has issues understanding the 

initial question and needs further information to answer (Bryman, 2012; Saunders et al., 2012). 
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Thirdly the specific and closed questions are linked with a structured interview, for which the goal 

is to obtain certain or isolated information. It is important to note according that such closed 

questions will perhaps result in biased answers as the applicant will be restricted in fully elaborate 

their opinion (Bryman, 2012). In order to receive data suitable for the purpose of this study, a semi-

structured interview has been utilized using a combination of these three different questions, 

allowing the applicant to a certain degree answer freely but still create coherency between the 

sessions. 

3.6.1 Data Collection size  

For the thesis, a sample group of seven interviews was selected, three was CEO or Branch 

managers and four employees working in the production of the companies. By collecting data from 

both top management and employees we could triangulate the finding with theory and previous 

research in the field to receive more righteous data. As mentioned, the three manufacturing 

companies in Jönköping’s county have strong similarities in many important aspects of this study, 

for example, turnover, employee count and product produced. As we explored dynamic 

capabilities as a source of BMI and how dynamic capability can help these companies to identify 

and then overcome barriers, it was vital for the result of the study to interview companies which 

operates in similar industry and have experienced similar external forces. The data size collected 

in this study could be seen as limited, however we believe the data is representable for the three 

companies due to the strong similarities in structure between them. If there would be more 

dissimilarities between the chosen case companies, a more comprehensive data collection would 

then be necessary.  

Alpha 

Interviews Branch Manager 

Alpha 

Employee 

Alpha 

Date 2018-03-26 2018-04-09 

Duration 59:21 19:22 
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Beta 

Interviews CEO 

Beta 

Employee  

Beta 

 

Date 2018-03-21 2018-04 09  

Duration 55:03 22:01  

 

Delta 

Interviews CEO 

Delta 

Employee 1 

Delta 

Employee 2 

Delta 

Date 2018-04-05 2018-04-10 2018-04-25 

Duration 1:05:06 26:43 29:11 

 

3.7 Quality Criteria  

The data received from the interviews can be tested by four different criteria’s commonly used for 

studies such as case studies (Yin, 2018). These are: Construct validity, internal validity, external 

validity and reliability (Bryman, 2012). However, for this research the internal validity is not 

relevant due to the study is explorative by nature and not investigating the causality between two 

events. According to Yin (2018) external validity is to what degree generalization is used in the 

study. Because of the use of multiple case studies, the generalization is limited to the case 

companies and the conclusion will not reflect the industry as a whole. By providing a draft of the 

research study to the key informants in the research field, through this we could increase the 

construct validity. Validity is used to minimize the potential errors and biases in the study (Yin, 

2018). In order to increase the validity of the study we used triangulation. Through this, we 

compared multiple data sources with the aim to find patterns to evaluate and control bias, 

establishing valid suggestions and increase the construct validity (Yin, 2018). We also used 

previous literature with the aim to find contradicting answers in order to increase the validity of 

the data received form the interviews.  
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When conducting an interview, the data should be transcribed in order to systematic analyse the 

data (Saunders et al., 2012). Transcribing indicates the process of transforming the audio recording 

to written words. This is done through typing down everything said in the interview between the 

interviewers and interviewee. To ease the workload of transcribing, we performed this directly 

after each face-to-face interview occurred, to have body language from the interviewee fresh in 

our memory as these remarks are useful when analysing the data (Bryman, 2012). For the 

complementary phone interviews we used the same approach by transcribing the interview word-

to-word directly after the event had occurred. During the process of the transcription, Saunders et 

al. (2012) emphasise the importance to preserve the anonymity of the interviewees. By anonymity, 

the interviewees could speak more freely and not worrying regarding sensible information will be 

leaked which will increase the quality of the recorded data. A confidentiality contract was signed 

by both parts to reinforce the security and for us as interviewers to get hold on in-depth information 

regarding the company, which would perhaps not been revealed without the anonymity, especially 

as multiple interviews were held with different participants in the same organisation. We believe 

the choice of keeping the interviews anonymous contributed to enrich the primary data collected.  

 

3.8 Case Analysis  

Miles (1979) describes qualitative data as an” attractive nuisance”, this is due to the attractiveness 

of the richness in the data, hence the difficulties in analysing it and find analytical paths. This study 

proceeded with applying a coding approach after the transcribing of the audio file. The coding 

approach was an effective tool for us to identify key information and cluster quotes under themes. 

Smith and Davies (2010) argue that coding does not constitute the totality of data analysis, but it 

is a method to organize the data so that underlying messages portrayed by the data may become 

clearer to the researcher. However as the questions were already categorised and also defined as 

sensed, seized or reconfigure it facilitated the coding process. The coded information from the 

interviews are presented in the empirical findings section. After the investigation of the separate 

cases, we conducted the cross-case comparison to find patterns and themes between the studies, as 

the nature of our study is explorative (Eisenhardt, 1989). To make clear that our study applies the 

lens of dynamic capabilities we use the sense, seize and reconfigure in a continuously manner 

during the analysis.  
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4. Empirical findings 

This chapter introduce with a brief company background under the pseudonyms Alpha, Beta and 

Delta. The findings from our interviews are presented in categories as managerial capabilities, 

new technology & innovation and human resources. In the end of this chapter a summary of the 

findings can be found based on our coding approach.  

  

4.1 Company description 

4.1.1 Alpha 

Alpha is a plastic molding manufacturer founded 2006. In the early beginning, Alpha was 

dependent on one large client which stood for the major part of their turnover. Alpha lost this client 

which resulted in a critical situation for the company. However, through a reinvention of their BM 

resulted in an increased in-house production and the launch of their own brand of plastic product. 

Before this reinvention, Alpha operated only as a subcontractor for clients in the automotive 

industry which made them their whole operation dependent on a few actors. Alpha claim to offer 

lowest price on the market as they can benefit from economies of scale due to nearly fully 

automatized around the clock production. Seeing as the firm has overcome and avoided this critical 

stage we find Alpha an excellent source for data collection to this thesis.  

 

4.1.2 Beta 

Beta is a plastic molding manufacturer in Jönköping country and was founded 2009 when it was 

bought from the previous owners. The company had experienced difficulties before 2009 and 

declared negative numbers from the previous years. Furthermore, their biggest clients had 

cancelled all new orders from next coming period. The new owner with no previous experience 

from the industry bought the whole company including staff, machines and all the inventory. After 

this, Beta has experienced a substantial increase in turnover, from 8 million to 40 million from 

2009 to 2017. Beta is a subcontractor specialized to well-established firms in the automotive 

industry and has a few large clients which generate 90 percent of their annual turnover. As a result 

of the exponential growth, several new challenges have arisen throughout the years which makes 

Beta an interesting case for this thesis.  
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4.1.3 Delta 

Delta is another plastic modeling firm founded in 1984. Initially the firm produced plastic 

components for window frames, but in the late 90s the firm established a patent. Most of Delta 

products (80 percent) are exported to customers located in 25 countries around the globe. In 

accordance with the previously mentioned companies Alpha and Beta, Deltas top three customers 

are operating in the automotive industry. Compared to Alpha and Beta, Delta has not experienced 

the exponential growth rates but rather a steady yet significant growth over the years. This has 

though resulted in several challenges for the firm which has forced Delta to renewal of their BM 

in order to stay competitive. Due to these circumstances we find Delta a perfect fit to draw relevant 

data for this thesis.  

 

4.2 Managerial capabilities 

Alpha: Managerial capabilities 

The branch manager of Alpha has the overall responsibility and it is the only position held in the 

company which is not towards production. “As the branch manager, I am basically doing 

everything concerning strategy, sales, organization, marketing, and financials. I was in the 

production from the beginning and managed the machines. Now I am mostly here in my office, 

even if I sometimes help out in the production” (Alpha Branch Manager, personal communication, 

2018-03-26). The branch manager has been active in the industry for more than 20 years and has 

good knowledge regarding the production as the branch manager entered the company with a 

simple production position and has progressively advanced. The office building is next door to the 

production site and during the interview we can observe employees from production entering the 

office building freely. The company has 20 fulltime employees and a few additional part-time 

positions which are often hired from local recruitment agencies. The branch manager confirms the 

decentralized environment among the employees when we express our observation. “Anyone can 

come in here and talk to me. I am open and listen to everyone but the more we grow as a company 

the more difficult it gets to communicate with everyone” (Alpha Branch Manager, personal 

communication, 2018-03-26). Alpha has experienced a significant growth the past 10 years and 

have increased their turnover from 6 million in turnover and a workforce of 8 fulltime employees 
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2006, to 40 million in turnover and 20 fulltime employees, 2017. The Alpha employee stresses 

that this rapid growth might impose more problems than solutions. “That’s the problem, there are 

more employees you have to manage” (Alpha Employee, personal communication, 2018-04-09). 

Additionally, the branch manager express that it sometimes would be in the company´s favor to 

have more employees involved in managerial decisions as it is challenging to hold the 

responsibility alone. “As the branch manager I take all the strategic decisions for the company 

and also in the production, but the employees has the opportunity to take own decisions, 

unfortunately lack of competence among our workforce gives a poor contribution to discussions” 

(Alpha Branch Manager, personal communication, 2018-03-26). The CEOs involvement in the 

company is very low as the CEO is active in other businesses as well. The ambition to grow is 

there, but Alpha is constantly dealing with a challenging task to develop all parts of the 

organization along with the speed of the turnover growth. There is little engagement in educating 

existing employees towards a managerial position, the branch manager is certain that employees 

in production are not aware of the possibilities to advance in the company, if there are any. “We 

are overall bad at offering internal education to our employees. Of course, it can motivate new 

employees to perform well but I think it is difficult to motivate an old employee which has been 

active in the company for many years with other rewards than monetary” (Alpha Branch Manager, 

personal communication, 2018-03-26). 

 

Beta: Managerial capabilities 

“As the owner, it is very important to show strength and involvement. It is vital to establish strong 

relationship with customers, your bank and the union in order to be effective, because then you 

can direct the full focus on the development of the company.” (Beta CEO, personal 

communication, 2018-03-21). As mentioned from the CEO of Beta, strong leadership and 

minimize potential conflicts is their key to be efficient. Beta has 20 full-time employees with 

different competencies contributing to the daily operations. Additional to the employees connected 

to the production, Beta also displays several managerial positions such as logistic manager and 

quality. The CEO bought the company with no previous experience and therefore had to rely on 

the competencies already existing in the firm. The CEO decided early to fully focus on the 

expansion of the company instead of gaining knowledge in the production which was assigned to 

the machine operators and other staff. "I cannot manage the machines, I decided from the 
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beginning that I should not have that capability. Correct me if I am wrong, but that is how it is" 

(Beta CEO, personal communication, 2018-03-21). Although lack of technical skills from the 

CEO, the employees seems to appreciate the coaching and close contact: "Beta is a healthy 

organization in the sense that we have a CEO that is always present by coaching us employees. I 

appreciate this and that is partly why I work here" (Beta Employee, Personal communication, 

2018-04-09). The CEO emphasize the importance of being efficient in this industry, “If there is a 

problem, we take the meeting straight away on the spot and quickly decide how to proceed. The 

machine operators also have the authority to take own decisions if I am not available” (Beta CEO, 

personal communication, 2018-03-21). Beta is a decentralized organization and the CEOs office 

is next to the production so it is easily accessible for all the employees. The decentralization of the 

organization has according to the CEO itself contributed to the company´s increase in efficiency 

from 30 million with 30 employees before the CEO entered the company, to today’s operations 

generating 40 million with only 20 employees. 

 

Delta: Managerial capabilities  

The organization at Delta is well structured as almost half of the workforce (8) holds positions 

outside of production handling tasks of finance, quality, sales, and construction. The CEO of Delta 

acquired the firm 18 years ago in 1999 and has since pursued a cost-efficiency strategy. 

Experienced a steady growth from 7 to 35 million SEK in annual turnover. “A great part of our 

success has been the ability to expand via subsidiary’s belonging to a greater Business Group” 

(Delta CEO, personal communication, 2018-04-05). Thereby building on the reputation of the 

company and word-of-mouth when expanding. Supported by the Delta Employee 2 “80 or 83 

percent last week was exports, which displays our international competitive edge” (Delta 

employee 2, personal communication, 2018-04-18). Delta exploits a cost-efficient strategy by 

purchasing machines from different countries depending on foreign exchange rates. “When the 

dollar was as low as 6 SEK it was more favorable to utilize dollars in the Asian market” (Delta 

CEO, Personal communication, 2018-04-05). Regarding the patented product, the CEO is utterly 

delighted but honest about the heavy impact on their bottom line result. “The patent has given us 

a lot of opportunities, but for a subcontracting SME like us the financial impact is one of the main 

cost drivers and hard for us to sustain” (Delta CEO, personal communication, 2018-04-05). Today 

the patent has run its course in Scandinavia and Europe, but is still active in North America and 
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Japan. The patented innovation has also served the purpose of limiting possible competitors which 

has been important in the global context of Deltas customers. “We have supplied some of our 

largest customers (foreign) for over ten years, and we are still here, so something must be 

working.” (Delta CEO, personal communication, 2018-04-05) Furthermore, the CEO suggest that 

“In our industry you need to provide complements to your existing product range” (Delta CEO, 

personal communication, 2018-04-05). Stressing the importance of diversifying the risk of being 

a subcontractor to a large automotive constructor. The CEO also points to their BM of producing 

a simple but qualitative product in large quantities as the main factor of Deltas growth. During the 

financial crisis of 2009 which originated from subprime mortgages in the United States, Delta only 

carried negative numbers for three months. “Our exports saved us, compared to those who 

imported which were worse of” (Delta CEO, personal communication, 2018-04-05). Highlighting 

that the BM of exporting a large part of their production helped Delta overcome the external macro 

trends. By producing in a weaker Swedish currency, collecting revenue in a stronger euro currency. 

Additionally, both the employees of Delta experience that the delegation of task is not fully 

utilized. “I also think a CEO should provide his employees with tools instead of executing every 

task on his own” (Delta employee 1, personal communication, 2018-04-10). In accordance with 

this the CEO feels the current size of Delta might be the limit for his managerial capabilities. 

“There is a limit of 15-16 employees, a greater workforce will include more difficult processes” 

(Delta CEO, personal communication, 2018-04-05).  
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4.3 New Technology and Innovations 

Alpha: New technology and innovations 

“Automation is a must in our industry in order to stay competitive. You always have to think as 

little manpower as possible” (Alpha Branch Manager, personal communication, 2018-03-26). As 

new technology is entering the market, manufacturing firms find a need to adopt this new 

technology to compete in the market. Alpha was asked to position its company towards its 

competitors when it comes to adoption of new technology. “Yes, then we are better than our 

competitors. We are at the forefront when it comes to technology. The latest was our investment 

in a robot which can package products in two machines at the same time, compared to traditional 

labor who has half of that productivity” (Alpha Branch Manager, personal communication, 2018-

03-26). On average Alpha invest in one new large machine per year and claims that innovation is 

their core competitive advantage in combination with cost effective. The production can 

theoretically be fully automatized 24 hours per day, seven days a week. As the production is at full 

capacity around the clock they can take advantage of economies of scale in their production. The 

branch manager is proud to present that they now also can automatize the last step in the production 

which include packaging, wrapping and moving pallets. Although, keeping up with technology the 

Alpha employee feels that there are still parts missing. “The one thing missing today is skills of 

programming robotics” (Alpha Employee, personal communication, 2018-04-16). Once a year, a 

representative from Alpha visits fairs aimed towards manufacturing and screen the new technology 

offered by suppliers. “Our marginal utility does not increase just because it is new technology… 

we need to evaluate if it is efficient for our production” (Alpha Branch Manager, personal 

communication, 2018-03-26). Additionally, the certificate ISO9000 is very attractive to possess 

for Alpha, as well as the TS certificate which is targeted to the automotive industry. But currently 

they operate without them. “The TS certificate is an extension on the ISO9000. TS is only for the 

automotive industry and it is not many who has this one, neither do we. We do not even have 

ISO9000, we have nothing of that” (Alpha Branch Manager, personal communication, 2018-03-

26). Alpha elaborate on the choice of raw material is decided by the customer but Alpha offers 

recommendations which are based on quality and long durability of the material rather than 

environmentally friendly. “We are going to see more of the environmentally friendly raw material 
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in the future but now it is a very costly alternative to plastic” (Employee Alpha, personal 

communication, 2018-04-09). 

 

Beta: New Technology and Innovation 

The CEO of Beta stress the importance to streamline the whole production process in order to stay 

competitive in this industry, especially towards well established automotive manufacturers who 

raise the demand for quantities each year. “If you can save 3 seconds every minute of machine time 

and you run the machine around the clock, you will save a total of 5 percent in time and that is 

what it is all about” (Beta CEO, personal communication, 2018-03-21). According to the CEO, 

Beta is not at the forefront of adopting new technology. This is because these machines require 

large investments and Beta do not have the capital for constantly replacing the machinery, even if 

this would make the production process more efficient. As a result, Beta is outsourcing some parts 

of the production, for example, 3D printing. According to the CEO, 3D printing is a major threat 

to the plastic molding industry and a large part of the production process could be replaced with 

3D printing. However, Beta is not adopting this technology, neither do they possess the knowledge 

required for the development of in-house 3D printing. Even though Beta is not on the forefront of 

adopting new technology, the company is reinvesting a large part of their profit into new machinery 

to make the production line more automatized and efficient. During 2017, Beta initiated a large 

project of expanding the production site with 1200 square meters and an additional investment of 

3,5 million SEK in new machines. With this investment, Beta aims to increase the production 

significantly. According to the CEO of Beta, the adoption of automatization is a must to stay 

competitive with price. “The investment of a robot is approximately 300 000 SEK, this is an 

extensive amount of money. However, an employee cost about 500 000 SEK per year and can only 

work 8 hours a day, the robot can have full capacity around the clock” (Beta CEO, personal 

communication, 2018-03-21). Explaining that the greatest cost-drive for the firm is salaries. 

Further, Beta also has several certificates such as ISO9000 and TS to keep up with international 

standards. “The certificates are often a requirement from the customer in order to be a 

subcontractor” (Beta CEO, personal communication, 2018-03-21). Displaying the importance of 

Beta holding several environmental and quality certificates to attract customers.  
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Delta: New Technology and Innovation 

In order to stay competitive, Delta invests heavily into automatization. This allows the firm to 

produce around the clock, meaning that the machines will produce during the night when no 

employees are present. Deltas industry is very price-sensitive, therefore increased production-

efficiency serves as the main driver for improved profitability. “We are very automatized today, 

but there is still room for further improvements especially in our packaging stage” (Delta 

Employee 2, personal communication, 2018-04-18). Highlighting that almost every step of the 

production line in Delta is improved in the effort to reduce production time and increase products 

per minute, resulting in a stronger competitive advantage. A generic structure for plastic modular 

companies is to charge their clients for the cost of the specific “tool” used for producing the 

product. However, due to Delta has their own assortment of products the firm develops their own 

tools, which has also lead to increased profitability as they have been able to utilize the tool for a 

wider variety of products and subsequently extended the product life cycle and lowered cost. Delta 

purchases a couple of new machines each year which including attachments cost around one 

million SEK per machine. “I need to purchase a few new machines each year. We try to resell our 

old machines. I sold an old machine to another plastic molding company once, after that I sold the 

same model to the same company as a spare part machine to collect some profit from upsell” 

(Delta CEO, personal communication, 2018-04-05).   

                                                                                        

In the aspect of international standards, Delta are currently certified with ISO9000 which 

according to the CEO is almost a requirement from their largest customers. As most of these large 

customers are in the heavily regulated automotive industry, Delta must follow these procedures in 

order not to jeopardize the quality of the customers finished product. “The greater requirements 

our customers pressure us for, the better we become” (Delta CEO, personal communication, 2018-

04-05).  However, Delta has recently encountered difficulties with large customers as they have 

started to require the TS certificate. “We have not yet exploit the benefits with TS, but as have 

noticed our customers in the automotive industry demand the certificate, we need to consider that 

in the near future” (Delta CEO, personal communication, 2018-04-05). 
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4.4 Human resource 

Alpha: Human resources 

According to both the branch manager and employee at Alpha the current challenge of attracting 

skilled and experienced candidates is tough. “The largest challenge for our organization is the 

employee situation” (Alpha Branch Manager, personal communication, 2018-03-26). Resources 

assigned to find new talents are limited and a solution to the problem has been collaboration with 

recruitment companies. Although, recruitment agencies are a costlier alternative for Alpha, it is a 

convenient solution. “Hiring recruitment agencies are not cost efficient but it is an easy way to 

save time. It is not worth spending the time and money to find an employee, it is much easier to 

make a call and order manpower from the agencies” (Alpha Branch Manager, personal 

communication, 2018-03-26). Even if recruitment companies are a part of Alpha´s workforce they 

have very low employee turnover. “I think we have been lucky, since the ones working here tend 

to stay for a very long time. We have had some employees who resigned, this is usually the people 

working with the packaging. However, the machine operators seem to stay for a longer period and 

it is their competence we must be careful with due to the scarcity on the market. The ones who 

package our products are easier to be replaced if that is the case, especially when we are moving 

more towards automatization” (Alpha Branch Manager, personal communication, 2018-03-26). 

The machines Alpha are using is a popular brand within the industry but it takes time to understand 

and manage the machines efficiently. The company emphasize learning by practice and as they 

use the same brand on all machines the employees can apply their existing knowledge on new 

machines. “Our employees could use their knowledge in our competitors’ organization as the 

industry use similar machines, however what distinguish us from competitors are routines and 

culture.” (Alpha Branch Manager, personal communication, 2018-03-26). This statement is 

reinforced by the employee at Alpha when the person gets the same question. “We could pretty 

much use our machine skills at any other manufacture who uses the same machine brand” (Alpha 

Employee, personal communication, 2018-04-09). The workforce at Alpha is very diverse with 

multicultural nationalities but the branch manager think that everyone who enters the workforce 

has adapted well and overall there is a positive atmosphere. “Sometimes we spend time outside 

work with activities like fishing or meeting up for after works” (Alpha Employee, personal 

communication, 2018-04-09). However, according to the branch manager the workforce at Alpha 
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is driven by monetary rewards. “The largest problem within the organization is the salary. 

Unfortunately, it is the most important drive for our employees. Everyone want to have more all 

the time and one consider it to be necessary to get a pay raise to do its existing work. It is a very 

complicated question” (Alpha Branch Manager, personal communication, 2018-03-26). 

  

Beta: Human resources 

“The biggest challenge is to encourage the employees to think one step further and take more 

initiative” (Beta CEO, personal communication, 2018-03-21). According to the CEO of Beta, one 

major challenge in the production is to keep the employees motivated and encourage them to make 

an extra effort to increase the production. The CEO of Beta also stress the challenge to attract 

people with the right competencies, especially machine operators which is a scarce resource in the 

industry. The CEO also explains the difficulties with hiring someone without the required 

knowledge, this would demand that another employee must spend two weeks of educating the new 

employee, which reduce the production capacity even more during that period. One concern 

mentioned by the CEO is due to that Beta is using one of the more popular machine brands in the 

industry, the competence and knowledge Beta´s employees possess are also very attractive for 

competitors. Due to this, Beta offer the opportunity for in-house development and education 

although to a small extent. In an attempt to evaluate existing competence the employee notes: “We 

have divided the organization in 35 knowledge areas and evaluate the employees according to 

those” (Beta employee, personal communication, 2018-04-09). However, the interest development 

is strongly divided. Some of the employees constantly search for new possible ways to learn. In 

contrast, some employees are not willing to have an increased responsibility and wants to continue 

with their existing task. The CEO explains it with “I see my company as a train leaving the station, 

some of the employees have a very strong will to learn and could easily leave the station without 

everyone on board. In contrast, some of the employees want to stay on the station and continue its 

daily operations. My task is to get everyone on the same train in a pace suitable for the whole 

organization.” (Beta CEO, personal communication, 2018-03-21).     
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Delta: Human Resources 

“It is almost that I long for a recession, there will be more unemployed people to hire.” The CEO 

of Delta states that they have a hard time attracting skilled labor to work. According to him original 

equipment manufacturers absorb talented people with skills in mechanical engineering and graphic 

design, which imposes a problem for Delta. The salary is according to the CEO the best tool to 

attract and retain employees. “I try to be equally fair of my employee wages but there may be 

situations were one earns double the salary compared to another.” Although describing this wage 

difference the CEO concludes that the employees are vital for the survival of Delta: “Without them 

I would be stranded.” Further elaborating that the CEO cannot be number one at every field of the 

firm, but instead tries to be second to best to support the experts from each category of Delta. There 

are existing internal programs or further development which are encouraged to pursue, although 

depending on the current pressure of business will hinder the development program. However, 

during the interview with an employee at Delta it seems like the workforce are not fully informed 

about the internal programs. “I have not yet heard of any internal training and this is my second 

year at Delta. Perhaps they exist on other positions that I am unaware of” (Delta Employee 1, 

personal communication, 2018-04-10). The CEO further acknowledges that the human resource 

management is the greatest challenges of Delta. Delta holds regular staff meeting every week and 

tries to incorporate every one of the whole process of the firm in order to create a better work 

environment as the CEO believes that transparency of Delta performance will build trust from the 

workforce and an overall improved individual performance. Although increasing automatization 

in the production line, employees are more important than ever for the future existence of Delta 

according to the CEO. Moreover, the knowledge transfer among the workforce is still not optimal 

even though it has been improved significantly after implementation of internal management 

systems: “Today we have a better structure of sharing information compared to how it was two 

years ago" (Delta Employee 2, personal communication, 2018-04-25).   

  

4.5 Summary of Findings  

In this section, the empirical findings have been summarized in a table for a clear overview of our 

research findings across the multiple cases (The complete coding can be found in appendix 9.4). 

Barrier and Success Factor constitute headlines for the second order codes which are associated 
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with the respective heading. An aggregate of the findings exposed 16 factors that the firms either 

identify as lacking or utilized to overcome barriers. The column “Total. Instances” displays the 

total number of instances in which the factors have been mentioned by the interviewees. The “x” 

display in which interview the factor has been mentioned at least one time. From the findings we 

can conclude that Inability to attract skilled labor was the most frequently mentioned barrier. 

Whereas Improved internal processes, Firm routines and Utilizing exports and trade were the most 

frequently mentioned success factor.   

 

  

Barrier 
Alpha 

BM 

Alpha 

Employee 

Beta 

CEO 

Beta 

Employee 

Delta 

CEO 

Delta 

Employee 1 

Delta 

Employee 2 

Total. 

Instances 

Inability to attract skilled labor x x x   x   x 24 

Fast moving industry x             3 

Lacking the willingness to identify 

improvements x             1 

Lacking necessary resources   x x     x x 7 

Rapid internal changes   x x         3 

Inability to utilize full staff 

potential           x x 2 

Lacking development programs             x 1 

Poor inhouse knowledge 

transfers           x x 5 

Success Factor                 

Competitive by price x   x         2 

Certificates  x   x   x     7 

Flexibility from financial 

institutions     x         1 

Decreasing number of foreign 

competitors     x         1 

CEO-presence       x       1 

Improved internal processes x   x x x x x 25 

Utilizing exports and trade         x   x 11 

Firm routines x x   x   x x 11 
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5. Analysis 

In this chapter the empirical findings are analyzed with a lens of dynamic capabilities. The 

chapter is divided into the different barriers to simplify the identification of potential patterns 

and dissimilarities. 

  

5.1 Managerial capabilities 

According to Teece (2017) a firm needs to sense, seize and reconfigure market opportunities in 

order to sustain a competitive advantage. Applying this theory to the cases of Alpha, Beta and 

Delta it may be observed that the three case firm share similarities for several capabilities but also 

differ at some point. The divers approach to managing the different firms’ serves as such an 

example. In the case of Delta the CEO has sensed that personal shortcomings may not be adequate 

to lead the company past a certain point as necessary skills to manage a larger firm might be 

lacking. Employees of Delta confirm this and agree and further stress that the poor task delegation 

from the CEO to hinder their daily work routine. By which one might suggest that the sense by 

Deltas CEO might be accurate. As argued by Brunninge and Melander (2016) the individual level 

is distinctly present in Deltas CEO as personal beliefs and distrust in employees clouds the CEOs 

judgement in utilizing the potential of the work force. In accordance with the three stages of 

Schreyögg and Sydows (2009) The constitution of a path it may be suggested that Delta are in the 

first step, preformation, since a two-way communication concerning delegation of tasks seems to 

be lacking. Thereby reveling that they have not sensed an evading tactic to hinder moving towards 

a lock-in BM. Furthermore, Betas CEO on the other hand knowingly neglects to improve personal 

machine knowledge and instead focuses on improving growth. Compared to Delta, one may 

suggest that Beta have seized the task delegation to employees. Hence, emphasizing responsibility 

of the individual employee rather than involving the CEO in every step. This is confirmed by the 

employee of Beta whom states this as a driver in continuing working for Beta. “We have a CEO 

that is always present by coaching us employees. I appreciate this and that is partly why I work 

here” (Beta Employee, personal communication, 2018-04-09). Although the limited machine 

knowledge of Betas CEO may have created a fruitful and pleasant working environment, Leonard-

Barton (1992) at the same time suggest that core capabilities may enable innovation as well as 

hinder it. Thereby, the conscious choice of Betas CEO to neglect improving machine knowledge 
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may transform to a future barrier since Beta heavily invests in automatization. This could result in 

laying off employees that might contain core capabilities of machine knowledge for Beta. In a 

similar manner Alpha are also victims of hinders for further innovation. Currently the branch 

managers position at Alpha have sole responsible for the performance, yet not in the position to 

manage the firm, which hinders the ambition for future growth. Compared to Beta and Delta, Alpha 

lack an established office and only have a compressed role in the branch manager responsible for 

production and several office positions. Whereas Beta and Delta consist of structured functions 

concerning quality, logistics and finance. 

“As the branch manager, I am basically doing everything concerning strategy, sales, 

organization, marketing, and financials” Branch Manager Alpha, personal communication, 2018-03-

26 

 

In line with Teece (2017) Alpha have in a way failed to sense the need for an additional employee 

alongside the branch manager. Resulting in the core competencies of Alpha are tied within one 

person. Possibly Alpha could find themselves in a difficult situation if the branch manager would 

decide to resign from the current position. By the stage formation towards a path by Schreyögg 

and Sydow (2009) it may be suggested that Alpha have passed by the initial two stages due to the 

fact that the firm are heavily relying on the continuation of the branch manager, resulting in Alpha 

heading towards a lock-in BM and path dependency. Contradicting the negative aspect of such, 

Teece (2017) suggest that dynamic capabilities originate from a state of path dependency as the 

capabilities will be firm-specific unique. In the case of Alpha, it may though be argued to not be a 

beneficial position as the impact of critical knowledge and core capabilities in the branch manager 

are too great. Although the firms may practice different approaches to attend the daily routines 

they share similarities as decentralized organizations. This has aided the firms in their pursuit for 

continuous growth. Beta have sensed that a flat organizational structure have helped the firm in 

becoming more efficient, which has been a contributing factor to the impressive growth. 

Additionally, Beta have also seized this opportunity and divided the firm in 35 fields of knowledge 

to ensure that performance is upheld. In contrast, Alpha may not necessarily strive to utilize a 

decentralized organizational structure but due to absent CEO and a non-existent office function, 



 

45 

 

Alpha are forced to practice a decentralized organizational structure. One might argue that they 

have failed in sensing the beneficial usage of an additional manager role thereby dividing the office 

workload. However, based on the rapid prehistoric growth and current strive for increased 

automatization it may be suggested that Alpha have sensed the possibility of adding a second office 

employee but have found it redundant to their operations.  

5.2 New technology and innovations  

All three companies have recognized their industry as being highly dependent on technological 

development. Alpha which stress their competitive advantage to be technology and innovation has 

automatized production around the clock and has due to decision on heavy investment in 

technology benefit from economies of scale in production. It is suggested by Chesbrough (2010) 

that a well-developed BM with average technology might bring more value to the firm, rather than 

pursuing the newest technology with an average BM. It is agreed from all the cases that the industry 

put pressure to invest in new technology. The CEO of Beta stresses the importance of keeping up 

with competition and not falling behind. Zott, Amit & Massa (2011) stress the advantage of 

practicing BMI as it involves a more complex task and it is more difficult to imitate than 

innovations in products, non-firm specific resources and services. It is only a matter of time until 

the new technology is adopted by competitors. New technology available on the market will only 

result in a competitive advantage if the firm possess the applicable competencies within the 

workforce (Sirmon et al., 2007). Beta are planning on a future with more automatization and less 

manpower. ”The investment of a robot is approximately 300 000 SEK, this is an extensive amount 

of money. However, an employee cost about 500 000 SEK per year and can only work 8 hours a 

day, the robot can have full capacity around the clock” (CEO Beta, personal communication, 

2018-03-21). Miller and Arikan (2004) express layoff of human capital to be a common mistake 

as it is a high risk of decreasing the knowledge base of the company. Alpha motivates its strategic 

decision to more automatization by stating: “The machine operators seems to stay for a longer 

period and it is their competence we must be careful with due to the scarcity on the market. The 

ones who package our products are easier to be replaced if that is the case, especially when we 

are moving more towards automatization” (Alpha Branch manager, personal communication, 

2018-03-26). 
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The definition of a BM given by Zott and Amit (2010) “a system of interdependent activities that 

transcends the focal firm and spans its boundaries” states that the different components of the BM 

are interdependent of each other and a comprehension of the whole BM and its development is 

therefore crucial to sustain competitive advantage. Meaning that a seizing capability to invest in 

new technology and machinery requires a comprehension of the development of the whole 

resource base in order to utilize reconfiguration capabilities for a sustained competitive advantage 

with the new technology. Lack of education and human resource management as Alpha, Beta and 

Delta displays could restrain the efficiency of adopting new technology and also for the resources 

to be firm-specific. “Our employees could use their knowledge in our competitors’ organization 

as the industry use similar machines, however what distinguish us from competitors are routines 

and culture.” (Alpha Branch Manager, personal communication, 2018-03-26). Emphasizing the 

importance of seizing the opportunity with new technology to make it unique and firm-specific 

according to Teece (2007). “Developing product and services that addresses new market or 

existing market in new ways requires seizing capabilities to effectively deploy and develop firm-

specific knowledge base assets” (Teece, 2016, p.210). However, Delta utilizing its reconfiguration 

capabilities by holding on to its several patents to manage threats as the reconfigure capability 

involves strategic renewal by integrate, recombine and reconfigure intangible and tangible assets 

(Helfat et al., 2007). Which according to Brunnige and Melin (2014) has provided the firm with a 

distinctive identity recognized for its specific product.  According to Amit and Zott (2010) the 

switching cost to new technology may not always exceed potential increase in revenue, therefore 

a sensing capability to evaluate new market opportunities needs to be present for efficiency (Teece, 

2007). Beta has sensed the beneficial utilization of 3D printing in their industry, however the 

switching costs of replacing the current molding machines to 3D printer would require a significant 

amount of capital investment which Beta do not have, as most capital is bound to the current 

machines. The capability to seize this opportunity is not yet there for Beta, although an active 

decision of not utilizing the technology have been made. Alpha seize the opportunity to invest in 

robotics for existing machinery and combine these two for maximal efficiency instead of further 

exploring the 3D printing.  
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“Our marginal utility does not increase just because it is new technology… we need 

to evaluate if it is efficient for our production” Alpha Branch manager, personal communication, 

2018-03-26 

 

Zott and Amit (2010) explain these sorts of discoveries of new technology as a barrier to BMI due 

to the conflict between the existing technology connected to its operating BM and disruptive 

innovation. This is reinforced by Markides (2006) who states that it is not necessarily an optimal 

choice to abandon its existing BM for something new. The CEO of Beta has taken an active 

decision to not adopt the 3D printing technology highlighting that many competitors are 

considering this implementation as a future of the industry. What differentiates Alpha and Beta 

compared to Delta is that the latter has seized an opportunity by proactively reselling its old 

machines, hence increase the product life-cycle. A secondhand market for machines which is not 

yet sensed by Alpha or Beta. Additionally, Delta seize the opportunity with foreign exchange when 

investing in machinery: “When the dollar was as low as 6 SEK it was more favorable to utilize 

dollars in the Asian market” (Delta CEO, Personal communication, 2018-04-05). The empirical 

findings show that the ISO9000 is an important certificate to possess in their operating industry, 

even more beneficial would be the TS certificate which is an extension of the ISO9000. The three 

cases display a widespread approach to these certificates. ISO9000 certified organizations need to 

fulfill requirements by continuously prove their eligibility and quality to keep up with international 

standards. Beta are proud of their certificate and explain it as vital to continuously receive orders 

from customers. Whereas Alpha has sensed the need for the certificates but fail to both seize and 

reconfigure as they are not working actively with a strategy to achieve these certificates and instead 

rely on the strong relationship with existing customers. Delta has sensed the pressure from the 

larger customers to hold the TS certificate but are not yet proactively working to meet the 

requirements. Johnson et al. (2008) describes the phenomenal that an established firm is stuck in 

its old way of thinking and even if the firms have sensed the need to possess the certificates it 

could be a slower process to reconfigure its resource base to possess these. This may leave the 

firms without the certificates more vulnerable if external forces require all actors in the industry to 

possess these certificates. 
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5.3 Human Resource capabilities risking rigidity  

According to Breznik and Lahownik (2014), the human resource are one of the most important 

resources in the value creation for companies, this includes for example the judgement, 

intelligence, training and expertise knowledge (Barney, 1991). Similarly all the three firms sense 

the problem of finding competent candidates on the market. Managers and employees of Alpha 

stress the employment situation to be the toughest challenge. Similarly, Delta are experiencing the 

same challenge with attracting skilled workers. 

 

“It´s almost that I long for a recession, as there will be more unemployed people to 

hire” Delta CEO, personal communication, 2018-04-05 

 

The deficit of human capital creates a barrier for the companies to seize further expansion. 

Chesbrough (2010) stated that in the process of BMI, new barriers usually appear which the 

company must overcome. According to the CEO of Delta, the human resource management is the 

greatest challenge in their operations. Wang et al. (2009) explain the importance of creating firm-

specific knowledge in order to create a sustained competitive advantage. Also Teece (2007) note 

that development of dynamic capabilities are firm-specific and unique. The three case studies 

confirm Wang et al. (2009) statement, hence raise the concern of the non-firm specific knowledge 

in their companies. The machines the firms are using are widely used in the industry, as a result, 

their employees could easily bring value to competitors without any training. Due to this, the 

organizations have different approaches to in-house skill development. Beta and Delta have 

established programs the employees could attend to reconfigure their skills. Sirmon et al. (2007) 

and Thomke & Kuemmerle (2002) explains that accumulating resources internally will increase 

their isolating mechanisms, which could increase the competitive advantage. In contrast to this, 

Alpha has not launched a similar program. The Branch manager at Alpha has sensed that many of 

the employees are comfortable with their existing skills and have no interest in seizing additional 

ones. However, Barney (1986) and Johnson et al. (2008) state that human resources could prevent 

firms from implement change in the BM due to resistant to change. Brunninge & Melander (2016) 

further elaborates with this and explains that the individual values and beliefs of the human 
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resources could result in a lock-in situation on the individual level. As all three cases present a 

workforce with widespread of motivation drivers and willingness to develop within the firm. This 

confirms Johnson et al. (2008) statement of how non-flexible assets tied to the existing BM creates 

barriers for BMI. Acknowledging all three cases´ steady growth over the years it can be argued 

that they have become comfortable with their success and rely on exiting knowledge and 

capabilities. As Leonard-Barton (1992) argue that an overemphasis on core capabilities and 

existing knowledge has a close relationship to development of core rigidities, which inhibit the 

ability to develop new capabilities to adapt to changing markets and new technology. By not 

seizing the opportunity to enrich and educate their workforce according to the growth of the 

market, they risk to fall behind if competitors seize this more efficiently. Sirmon et al. (2007) 

further explained that for a company to gain a competitive advantage it is of great importance to 

utilize them efficiently. All the three cases sense an urge for extra labor during periods with high 

demand, hence the companies have different approaches seizing these human resources. Alpha is 

frequently using recruitment firms in order to keep up with production. According to the branch 

manager it is not a long-term solution but it does the job which is all that matters.    

 

“Hiring through recruitment agencies are not cost effective… but it is not worth 

spending time and money to find an employee” Alpha Branch manager, personal communication, 

2018-03-26 

  

Delta uses a more cost-efficient strategy and makes use of local high school students during periods 

demanding high capacity. Accordingly, they have received higher quality labor from students 

compared to recruitment firms. In contrast to both Alpha and Delta, Beta is not using any external 

labor and instead reconstructing the existing employees more effectively during these periods, 

example spreading the holidays during the summer more effectively. However, one aspect which 

is pervading through all the companies is the motivation of monetary rewards. The CEO of Beta 

explained that one major challenge is to keep the employees motivated and encourage them to take 

own initiatives. However, the CEO of Beta thinks the motivation is not strong enough due to fact 

that monetary reward are commonly what drives the employees and have therefore experienced 

lacks of efficiency in the production. According to Markides (2006), the only way for an 
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established firm to respond to disruptive innovation is to accept it and then find ways to exploit it. 

All the companies sense the force of adopting technological innovations in order to not fall behind 

competitors. This trait is especially found in manufacturing industry as new innovations commonly 

concern increased productivity in an already price sensitive industry. The three firms have seized 

this opportunity by automatized some of the simple tasks in the production. Alpha has gone even 

further and can proudly present a completely reconfigured fully automatized production line. 

However, this raises the concern of laying people off. This is in tandem with Amit and Zott (2010) 

explaining that disruptive innovations create barriers due to the conflict with existing resources 

connected to the operational business. In other words, the conflict of termination of employees 

could result as a barrier for BMI. 
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6. Conclusion  

This chapter highlight the concluding points of this study in a summary manor and answer the 

study´s research problem 

  

The purpose of this thesis was to explore dynamic capabilities as a source of BMI in manufacturing 

subcontractor SMEs in Jönköping County. The studies aim was to explore how these firms develop 

dynamic capabilities in order to identify and then overcome barriers for BMI. In order to 

investigate the relationship between dynamic capabilities and overcoming potential barriers to 

BMI, a multiple case study approach was chosen in which firms of similar size operating in the 

same industry participated. Further, to deepen the credibility of this thesis and avoid biased 

answers, multiple interviews were conducted at each case company. 

Concluding our research findings demonstrate that within the participating case companies, 

dynamic capabilities are interdependent to each other, meaning all capabilities need to be taken 

into consideration for successfully overcoming barriers to BMI. The three barriers to business 

model innovation stated by existing literature was identified in all case studies, although to 

different degrees. The most commonly mentioned barrier the companies face was regarding human 

resources. To retain and develop a skilled workforce according to the market development is a 

challenging task for all cases. We can although see a widespread approach of how the companies 

use their seizing capabilities in attempts to overcome the barrier of attracting skilled labor. By 

either utilizing recruitment agencies, students or structured vacation practices to complete the 

workforce. It may be argued that the external factor in the labor market is a barrier the firms have 

not yet overcome, as their current practices do not serve the criteria of long term solutions. 

Furthermore, across the managerial capabilities of the three firms it becomes obvious that the 

support from executives firms will find the initial step of sense, seize and reconfigure tiresome. 

Either by lacking the entire presence of a CEO or the polarized situation with a manager distrusting 

employees and fails to delegate tasks. Following the constitution of a path by Schreyögg and 

Sydow (2009) it is suggested that firms’ not diversifying core capabilities and tie firm-specific 

knowledge in only one employee will run a huge risk of future barrier. Whilst firms whom spread 

their knowledge and core capabilities across several functions evade the risky barrier of 
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dependency upon a small number of employees. However, it may be argued that from the Alpha 

case that running such a practice has worked well so far, but as the branch manager ages the transfer 

of that person’s knowledge becomes more vital by each day. The need of adoption for new 

technology is commonly sensed among all cases. Large investments in automatization is present 

as they all have seized the opportunity to increase operational efficiency. Although the adoption 

of new technology is done by all cases, the reconfiguration to a sustained competitive advantage 

is not yet achieved. Teece (2007) note that dynamic capabilities are firm-specific and unique, 

thereby it might be argued that a patented machine has placed a firm in a path-dependent condition, 

but simultaneously provided the firm with a distinctive identity Brunninge and Melin (2014). 

Whilst firms whom mass produce generic products and compete over price will not be as 

dependent for specific customers, but might at the same time run the faith of substitution as their 

service has not generated a distinctive identity. 

With the aforementioned concluding points it may be found that subcontracting manufacturers in 

Jönköping County utilize interdependent dynamic capabilities to overcome barrier to BMI.    
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7. Discussion and implications 

In this chapter a further discussion regarding how dynamic capabilities are used within the case 

companies in order to overcome barriers for BMI. We also discuss the personal takeaways from 

this study and give suggestion for future research. 

  

Our research findings demonstrate that within the participating case companies, dynamic 

capabilities are interdependent to each other, meaning all capabilities need to be taken into 

consideration for successfully overcoming barriers to BMI. For instance, if a company have sensed 

a new technology opportunity, one could argue to take the opportunity to exploit it before their 

competition to achieve a competitive advantage. But only focusing on the technological aspect of 

the BM would not be enough to sustain this competitive advantage. It would only be successful if 

we simultaneously consider other capabilities to complete the strategy. Hence, we could adopt new 

technology to the business but if the competencies within the workforce are not exploited 

accordingly, the new technology may struggle to sustain a competitive advantage in the market. 

This is in line with DaSilva and Trkman (2014) which see the BM as the short term perspective, 

dynamic capabilities as the medium perspective and business strategy as the long term perspective 

of the firm. 

  

We found such an example in the case of Alpha where they state that technology and innovations 

are their core competitive advantage in the firm. Investments are continuously made into new 

technology such as robots whom can increase the productivity significantly compared to traditional 

manpower. However, the company lacks with the internal development of the workforce which 

could be a result of lacking motivation towards the employees. The company confirms that the 

employees are mostly motivated by monetary rewards. The knowledge base within the firm is also 

limited to one machine brand which makes the workforce dependent on that specific machine 

brand´s innovation. Alpha fails to reconfigure the resource base for human capital in line with the 

technological development in the firm. Additionally, the managerial capabilities of the firm are 

dependent on only one manager. This leaves the firm vulnerable if the manager would leave the 

company and its position. Our findings are in line with the suggestion of Miller and Arikan (2004) 

who noted the failure to sustain a competitive advantage if the firm lacks competencies to manage 
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adopted technology as competitors can exploit this opportunity instead. This is also reinforced by 

Chesbrough (2010) who highlight the importance of a great BM rather than great technology. 

  

Another example was identified in the case of Beta. The CEO of the firm have no competencies 

in the production and managing of the machines. The machine operators and technicians 

competences are of high value to the firm and retaining these are crucial for the firm’s survival. 

Since the CEO acquired the company, the workforce has decreased by 10 employees but the 

turnover increased by 10 million SEK. With a future horizon of adopting more automatization, 

history shows a potential result of this in more layoff of human capital. As previous mentioned by 

the CEO of Beta “The investment of a robot is approximately 300 000 SEK, this is an extensive 

amount of money. However, an employee cost about 500 000 SEK per year and can only work 

eight hours a day, the robot can have full capacity around the clock.” (CEO Beta, personal 

communication, 2018-03-21). According to Miller & Arikan (2004), it is difficult to identify 

resources future value at the current state, however a common mistake firms tend to make is to 

layoff valuable human capital too early in the process. There is a high risk of decreasing the 

knowledge base significantly within the firm. Beta is making heavy investments in non-flexible 

assets (machinery) to replace manpower. If a scenario would later occur which forces Beta to 

exploit disruptive innovation it can complicate the task as the management does not possess the 

competencies in production and the knowledge base within the workforce is decreasing with the 

same speed as capital bounds up in automatized machinery. Hence, the company faces a trade-off, 

either resigning existing employees or increase productivity with automatization. However, as 

mentioned by all case companies, automatization will replace simple tasks which do not require 

employees with high-competencies and therefore the risk of reducing the companies’ human 

capital is decreased. 

  

Throughout this study, we learned that in order for the three case companies to have a healthy 

growth it is important to include all components of the BM to aim for a sustainable competitive 

advantage. Opportunities seems to be relatively easy to sense as the globalization and digitalization 

is increasing, yet seizing and reconfiguration might require more effort and resources. For future 

development in the participating firms a balance of their respective core capabilities is thereby 

necessary. However, in the region of Jönköping the managers have sensed a common challenge to 
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recruit competent employees. We believe that internal training and education for the employees 

would be a strategic decision to keep up with the market, consequently experience a healthier BMI. 

All the three cases argue that their most valuable resource to the firm are the employees, yet poor 

proactive actions are taken to individual development in skills and competence. “We are overall 

bad at offering internal education to our employees. Of course, it can motivate new employees to 

perform well but I think it is difficult to motivate old employees which has been active in the 

company for many years, with other rewards than monetary” (Branch Manager Alpha, personal 

communication, 2018-03-26). When their current workforce is aged there are little or no new 

competent employees that will take over. Employees need to find a secondary motivation other 

than monetary rewards. The younger generations named Y and Millennials do according to 

scholars carry a characteristic of contributing to a greater outcome. If this personal trait of future 

workers is true the firms might have an opportunity to attract skilled labor with other means than 

monetary. Anticipating that the workforce will feel more engaged in the business strategic choices 

and find the process of adopting, as an example for the industry 3D printing, in a smoother process. 

Barney (1986) states that not all aspect of the resources will be relevant for business development 

as some resources could prevent a firm from implement change in the BM. Established firms that 

get stuck with their old way of thinking will be less acceptable to external forces that change the 

industry and will limit opportunities if external factors enforce the need for rearrangements in 

firms’ BM.  

 

We suggest future research to explore the process of knowledge transfer and in-house training 

within SMEs subcontracting manufacturers. Agreed among all cases in this study, the human 

resource management tend to be the most challenging barrier and it would be of interest to explore 

this further. How are knowledge transferred within the organization and how is this knowledge 

developed and managed for a sustained competitive advantage. As this research was limited to 

only three case studies with a short time span we recommend future research to conduct a 

longitudinal study including more cases to enrich the validity of the data collected.  
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9. Appendices 

 

9.1 Interview questions 

 

Can you briefly tell us about the company and your position within the organization? 

 

Managerial capabilities  

Sense:  

How and where is value generated in the company? 

What capabilities and competences does your company possesses and which might it lack? 
How and where in the company are costs generated? 

Seize: 

Why is it an important role of top management to facilitate processes and coach employees? 

How do you show commitment and loyalty to the employees? 

How do you take concerted actions to develop or acquire lacking capabilities and competencies? 

Reconfigure:  

How do you strive for operational excellence in all organizational processes? 

Do you attempt to achieve a high transparency of costs and identify what cost drivers along the value chain, if so how? 

 

Sense: 

How do you become aware of the recognition of your brand(s)? 

Seize: 

How do you keep close watch over your competitors marketing strategies?  

How do you attempt to enhance the recognition of your brands? 

Reconfigure: 

Do you leave room for learning from mistakes and how do you experiment with new products or marketing ideas?  

 

Technology, innovation and R&D  

Sense: 

How do you keep up to date with (expected) technological developments in your current and adjacent industries?  
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Seize: 

How do you apply these new technologies in your company?  

Reconfigure: 

How do you evaluate existing technology within the company?  

 

Sense: 

How do you monitor whether the quality of your products and services is at an optimal level? 

Seize:  

Do you explicitly encourage the search for and experimenting with new opportunities for value creation, if so how? 

Reconfigure:  

Do you take instant action to improve quality of your products and services to be in an optimal level, if so how? 

How do you reinvest profits into the company to facilitate further expansion and development?  

 

Sense:  

How do you systematically interpret major industry trends? 

Seize:  

How do you systematically retrieve information about changes in the marketplace?  

Reconfigure: 

How do you systematically evaluate whether you could expand into new markets and new products and/or services? 

 

Human resources  

Sense: 

How do you match people with specific skills set with specific departments? 

Can you define the company’s culture and what is special about it?  

Seize:  

Does the company conduct activities aimed at enhancing employees trust and loyalty, if so what type of activities?  

How do you show commitment and loyalty to the firm? 

How do you make use of informal and formal systems for sharing information and assisting knowledge transfer across 

the company’s units?  

How are strategic impulses from employees collected? (question to manager) 

Reconfigure: 

Are you actively managing and developing your human resources, if so how? (question to manager) 



 

64 

 

Do managers and other employees have the chance to continuously develop their personal skills, if so how?  

How are strategic impulses from employees followed up? 
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9.2 Examples indicating the development of dynamic capabilities 

 

Examples indicating the development of dynamic capabilities 

Marketing 

capabilities 

ALPHA BETA DELTA 

Sensing 

capability 

“We are only selling to existing 

customers. We are not out on 

the field and working with 

active sales, instead we focus 

on our existing customer base.” 

 

“I will be honest with 

you, we have had such a 

substantial growth the last 

couple of years so we 

have not had the time to 

market ourselves to reach 

new customers, first we 

have to make our existing 

customers satisfied” 

 

 

”To be honest we 

do not perform that 

much marketing 

activities. I have 

been working for 

other companies 

were we 

continuously had 

advertisements in 

newspapers and 

present on fairs” 

Seizing 

capability 

“It is often the case that the 

competitor of our clients need 

the same products. If you are a 

bit smooth and open minded, 

you can sell the same product 

to them as well” 

- “Mostly the 

customers come to 

us and not the other 

way around” 

Reconfiguring 

capability 

- - “We follow-up on 

almost every lead 

(customer) but 

depending on the 

distance of that 

specific customer, it 

could be tediously 

to deal with for 

example returns 

from Argentina.” 
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Examples indicating the development of dynamic capabilities  

Technology and 

innovation 

capabilities  

DELTA  BETA  ALPHA  
 

Sensing capability   “It has almost become vital to possess both 

ISO9000 and TS when dealing with the larger 

clients in the industry, it feels like the larger 

clients almost try to force you to get a TS 

certificate today.”   

“The last couple of years we have mainly 

purchased German machines as the euro was 

low, previously to that when the dollar was low 

we bought Chinese machines.”  

“Engel, Dmagg and Trausmansfau are well 

known machine brands. But you cannot have too 

many different brands on the site. I have close 

contact with a sales consultant at dmagg and 

access to the service staff.”   

“More competitors are 

looking into possibilities to 

automatization and that is a 

must to stay competitive, so 

do we.” (CEO)  

“3D printing is a potential 

new technology for our 

industry as it streamline the 

production and remove 

unnecessary tools which is 

used in our machines.”   

“We visit fairs and 

seminars offered by 

suppliers to be aware of 

the new technology, and 

from that we make a 

judgement of what is 

necessary in our 

production” 

(Permat AB)  

Seizing capability  “We are very atomized today, but there is still 

room for further improvements especially in our 

packing stage. The most important thing for us is 

that the machines work around the clock to stay 

competitive.”   

  

“The greater requirements our customers 

pressure us for, the better we become. We hold 

the ISO9000 certificate but not yet the TS.”  

“The investment of a robot 

is approximately 300 000 

SEK, this is an extensive 

amount of money. 

However, an employee cost 

about 500 000 SEK per 

year and can only work 8 

hours a day, the robot can 

have full capacity around 

the clock”. (CEO)  

“Many actors in the 

technical spectrum 

emphasise the 3D printing 

takeover in our industry. I 

am doubtful to the adoption 

of this technology and hope 

they are wrong.”  

 “Our marginal utility 

does not increase just 

because it is new 

technology. We need to 

make a judgement by 

our own to see if it is 

efficient for our 

production. “   

Reconfiguring 

capability  

“I need to purchase a few new machines each 

year. We try to resell our old machines. I sold an 

old machine to another plastic molding company 

once, after that I sold the same model to the 

same company as a spare part machine to collect 

some profit from upsell.”   

“We reinvest a large part of 

our profit to automatize our 

production by purchasing 

new machines. Recently we 

invested in an expansion of 

our site, thus 1200sqm and 

an additional of three new 

machines.” (CEO) “We are 

outsourcing 3D printing 

operations when clients 

request this technology”   

“On average we invest 

in one new machine 

every year, the old ones 

are kept within the 

company, I believe it is 

difficult to find a buyer 

for such a specialized 

resource” (Permat AB)  
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Examples indicating the development of dynamic capabilities 

Managerial 

capabilities 

ALPHA BETA DELTA 

Sensing capability  

 

 

 

 

 

 

 

 

 

 

“Anyone can come in here and 

talk to me. I am open and listen 

to everyone but the more we 

grow as a company the more 

difficult it gets to communicate 

with everyone” (Branch 

manager, Alpha) 
 

“No, we are very 

decentralized.”  

 

 

 

 

 

 

“It is vital to establish 

strong relationships 

with customers, your 

bank and the union in 

order to be effective.” 

 

“That is the hardest 

challenge, to 

influence my 

employees make own 

decisions and not 

have me involved to 

initiate the process.” 

 

”A great part of our 

success has been the 

ability to expand via 

a subsidiary 

belonging to a greater 

Business Group” 

 

 

Seizing capability “Our competitive advantage is 

a combination of both 

innovation and price.” 

 

“We are miles before our 

closest competitors, we are on 

the frontier of innovation, when 

it comes to machines.”  

 

“A great part of our 

success story is 

because of our 

efficiency. The old 

firm had a turnover 

of 30m and were 30 

employees, we have a 

turnover of 40m and 

are 24 employees.” 

“Our exports saved 

us, compared to those 

who imported which 

were worse of” 

Reconfiguring 

capability 

“In-house production became 

our savior as we lost our largest 

customer by turnover in 2006.” 

 

 

“No there might be 

too low volumes and 

therefore almost to 

non profit margin, 

that’s why we only 

accept profitable 

requests from our 

customers.”  

“plastic modeling is 

not sufficient in the 

market of today, you 

need to provide 

machines as a 

complement to your 

existing product 

range” 
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Examples indicating the development of dynamic capabilities 

Human resource 

capabilities  

ALPHA BETA DELTA 

Sensing capability “The largest challenge for 

our organization is the 

employee situation.” 

“The biggest challenge is 

to encourage the 

employees to think one 

step further and take more 

initiative.” 

“It almost that I long for a 

recession, there will be 

more unemployed people 

to hire.” 
 

Seizing capability “Alpha is facing difficulties 

to attract candidates with 

experience from the plastic 

moulding industry” 

 

“I see my company as a 

train leaving the station, 

some of the employees 

have a very strong will to 

learn and could easily 

leave the station without 

everyone on board. In 

contrast, some of the 

employees want to stay on 

the station and continue 

its daily operations. My 

task is to get everyone on 

the same train in a pace 

suitable for the whole 

organization.” 

“All our employees do not 

want to develop, they are 

satisfied with their position 

in the company. Then we 

cannot force them to 

education.” 

 

Reconfiguring 

capability 

“The ones who package our 

products are easier to be 

replaced if that is the case, 

especially when we are 

moving more towards 

automatization.” 

 

- “There are existing internal 

programs or further 

development which are 

encouraged to pursue, 

although depending on the 

current pressure of 

business will hinder the 

development program” 
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9.3 Coding spreadsheets  

ALPHA MANAGER (Swedish) 

  

Themes 
Second Order 

Codes First Order Codes 
Nr of 

Instances Quotes SWEDISH                               

Barrier 
Fast moving 
industry 

Volatile price of 
material 2 

"Det senaste året har det varit fruktansvärda 
priser. Jag har aldrig varit med om så höga priser 
och då har jag jobbat med plast hela livet.                                           

  
Fast moving 
industry 

Direct competitors 
with equal end 
customers impose 
a great threat 1 

"Jag lägger mer fokus på dom konkurrenter som är dörr och 
fönster tillverkare. När det gäller kunder som vi producerar 
specialartiklar till så lägger jag inte så hilma mycket fokus. "                                   

  

Inability to 
attract skilled 
labor 

Lack of competant 
people 4 

"Det är först och främst jättesvårt att hitta folk som har erfarenhet inom denna branch." + "Jag är själv 
upplärd från ingenting, precis som många andra i detta företag." + "vi har väldigt låg omsättning på 
personal." + (Bemanning)"Det är absolut inte kostnadseffektivt för det är dyrt som bara den. Däremot är det 
ett lätt sätt att spara in tidoch sloppa leta folk själv."  

  
Fast moving 
industry 

To rapid growth of 
the organisation 1 

"Det går alltid för fort i vår branch. 
Vi står med lager som inte räcker 
till just nu."                                                      

  

Lacking the 
willingness to 
identify 
improvments 

Motivating 
employees to be 
more observant 1 

"En stor utmaning är kvalitetsbiten, det kan vara svårt att få 
med tänket hos alla anställda. Uppmärksamma fel och brister i 
produktionen i tid för att inte försämra kvaliteten i 
slutproduktionen                                 

Success 
factor 

Improved 
internal 
processes 

Keeping updated 
with the latest 
innovations 
offered 4 

"I snitt köper vi 1 maskin per år kan man väl säga" + "Ja då är vi mycket 
bättre än våra konkurrenter. Vi ligger i framkant." + "Det är Engel 
maksiner vi har. Absolut inte de billigaste maskinerna men bättre skulle 
jag vilja säga."                            

  

Improved 
internal 
processes 

Following the 
trend of 
automatization to 
improve current 
resources 5 

"Nu har vi köpt in en ABB robot som plockar 2 maskiner samtidigt istället för en anställd som plockar i 
en. Vilket gör att man kan effektivisera arbetet med 100% samt få ner lönekostnader. Det är ju ganska 
smart. " + "Automation är ett måste i vår industri för att konkurrera." + "ja vi har robotar för det med. 
Skifta pallar, paketera, osv."     

  
Competitive by 
price 

Enabling low-cost 
production 
resulting in 
competitive pricing 1 

"Jag tror vi ligger i den lägre prisklassen 
faktiskt. Vi kan till och med konkurrera 
med kineserna så lågt ligger vi."                                               

  Firm routines 

Utilizing several 
programe to 
ensure quality 
control 1 

"Vi stämplar i affärsystem där vi 
får med driftstop, transaktioner 
och all information."                                                      

  

Improved 
internal 
processes 

Staying updated 
with the latest 
innovations 
offered 1 

"När det gäler maskinleverantörer så kommer dem ofta med sina nyhetsutskick, dem 
har seminarium som man åker på ibland. Man får åka på mässor, seminarium och 
titta vad det är för utbud och sedan göra en bedömning utifrån vad som är 
nödvändigt i vår produktion.                  

  Certificates 
Environmental 
certificates 3 

"TS certifiering är ett steg längre på ISO 9000. TS är bara för 
fordon och det är inte många som har, det har inte vi heller. Vi 
har inte ens ISO9000, vi har ingenting." + "Vi gör minsta möjliga, 
vi sopsorterar                                
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ALPHA MANAGER (English) 

 

 

 

 

Themes 
Second Order 

Codes 
First Order 

Codes 
Nr of 

Instances Quotes ENGLISH                                      

Barrier 
Fast moving 
industry 

Volatile price of 
material 2 

"It has been a ridicoulus increase in price the 
last year. I have never experienced such high 
pices and then I have been in the industry 
my whole life"                                                       

  
Fast moving 
industry 

Direct 
competitors 
with equal end 
customers 
impose a great 
threat 1 

"I put more focus on our competitors to door 
and window manufacturer. When it comes to 
clients we produce special products to, I do not 
put in so much work"                                                      

  

Inability to 
attract skilled 
labor 

Lack of 
competant 
people 4 

"It is first of all very hard to find people with experience from this industry" + "I am myself taught from scratch, just 
like many other in this company" +"We have very low employee turnover" + "Hiring recruitment agencies are not 
cost efficient but it is an easy way to save time. It is not worth spending the time and money to find an employee, it 
is much easier to make a call and order manpower from the agencies"   

  
Fast moving 
industry 

To rapid growth 
of the 
organisation 1 

"It goes always too fast in 
our industry. Currently we 
have a shortage on 
inventory"                                                                   

  

Lacking the 
willingness to 
identify 
improvments 

Motivating 
employees to be 
more observant 1 

"A big challenge is the quality, It can be difficult to get 
other employees onboard with the thinking such as  
discover faults in the production in time to not decrease 
the quality of the finalproduct"                                              

Success 
factor 

Improved 
internal 
processes 

Keeping 
updated with 
the latest 
innovations 
offered 4 

“Yes, then we are better than our competitors. We are at the forefront when it comes to 

technology. The latest was our investment in a robot which can package products in two 

machines at the same time, compared to traditional labor who has half of that productivity” 
+ "On average we purchase one new machine per year"                     

  

Improved 
internal 
processes 

Following the 
trend of 
automatization 
to improve 
current 
resources 5 

“Automation is a must in our industry in order to stay competitive. You always have to think as little manpower as 
possible” + "Recently we bought a ABB robotic which can pick from 2 machines at the same time compared to an 
employee who can only pick in one. This results in efficiency in the production but also an opportunity to decrease 
salary expenses." + "Yes we have robotics from that as well, Shifting pallets and package"  

  
Competitive 
by price 

Enabling low-
cost production 
resulting in 
competitive 
pricing 1 

"I believe we are positioned our prices 
in the lower price category . It is that 
low that we can compete with the 
chinese producers"                                                            

  Firm routines 

Utilizing several 
programe to 
ensure quality 
control 1 

"we register in management 
systems where we include 
driftstop, transactions and all 
other information."                                                                

  

Improved 
internal 
processes 

Staying updated 
with the latest 
innovations 
offered 1 

"When it comes to machinesuppliers they often come with 
newsmagazine and flyers, sometimes they invite you for seminars. 
You get to go on fairs, seminars and from there make a judgement 
of what is applicable to our production"                                       

  Certificates 
Environmental 
certificates 3 

“The TS certificate is an extension on the ISO9000. TS is only for the 
automotive industry and it is not many who has this one, neither do we. 
We do not even have ISO9000, we have nothing of that” + "We make 
the least possible for the environment"                                    
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ALPHA EMPLOYEE (Swedish) 

  

 

 

ALPHA EMPLOYEE (English) 

   

Themes 
Second Order 

Codes First Order Codes 
Nr of 

Instances Quotes SWEDISH                 

Barrier 
 
 

Lacking 
necessary 
resources 
 

Improved trend of 
automatization and 
robotics requires 
training 2 

"Det man saknar idag är 
robotprogrammering."                                   

Barrier 
 
 

Inability to 
attract skilled 
labor 

Lack of competant 
people 
 3 

"Det är det som det handlar om och det är det som är det tuffa. Och det svåra är att hitta männiksor som 
både är tekniskt lagda och har programmeringskunskap." + "Det är jättebesvärligt om man inte får in folk 
som har rätt social kunskap." 

Barrier 
Rapid internal 
changes 

By growing above a 
certain pace may 
rather hinder than eze  1 

"Det är ju alltid ett problem, ju fler anställda du har. Därför uttnyttjar 
man den möjligheten med provanställning i 6 månader."                      

Barrier 

Inability to 
attract skilled 
labor Retaining employees 2 

"Man åker iväg i grupp och gör lite  olika grejer här och där. Vi har daglig 
kontakt för att se till att alla mår bra." + "Trivsel är A-O."                     

Success 
factor Firm routines 

Utilizing several 
programe to ensure 
quality control 1 

"Vi håller oss uppdaterade rätt så 
bra just nu."                    

Themes 
Second Order 

Codes First Order Codes 
Nr of 

Instances Quotes ENGLISH               

Barrier 

Lacking 
necessary 
resources 

Improved trend of 
automatization and 
robotics requires 
training 2 

“The one thing 
missing today is 

skills of 

programming 
robotics”                               

Barrier 

Inability to 
attract skilled 
labor 

Lack of competant 
people 3 

"That is what it is all about and what is most challenging. And it is difficult to find people with both 
technical skills and programmingskills." + "It is super complicable if you do not find people with right 
social skills."  

Barrier 
Rapid internal 
changes 

By growing above a 
certain pace may 
rather hinder than eze  1 

"It is always a problem, the more employees you have. That is why 
you utilize the possibility with trial employment of 6 months."                  

Barrier 

Inability to 
attract skilled 
labor Retaining employees 2 

"You go away in groups to do different activities here and there. We 
have daily contact to make sure everyone is alright." + "environment is 
A-O"               

Success 
factor Firm routines 

Utilizing several 
programe to ensure 
quality control 1 

"We are currently 
pretty up to date."                  
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Delta CEO (Swedish) 

 

 

 

 

 

 

 

 

Themes 

Second 
Order 
Codes 

First Order 
Codes 

Nr of 
Instances Quotes SWEDISH                                     

Barrier 

Inability 
to 
attract 
skilled 
labor 

Financial 
compensation 
is the main 
driver for 
employees 1 

"Delvis via lön, det är en stor 
lönespridning mellan de anställda 
på arbetet, kan vara dubbla hos de 
olika anställda."                                                         

Barrier 

Inability 
to 
attract 
skilled 
labor 

A lack of 
competant 
people 
complicates 
retaining such 4 

"Har du lite el kompetens och mekaniska kunskaper så blir de 
uppslukade allihop av dessa automationsfirmor." + "De är A-O, utan dem 
så är jag fullständigt strandsatt." + "Det når en gräns runt 15-16st sen 
med fler anställda så blir många processer svårare."                               

Success 
Factor 

Improved 
internal 
processes 

Following the 
trend of 
automatization 
to improve 
current 
resources 2 

"Vi är väldigt automatiserade men det går 
att ta någt mer steg i våra 
förpackningstationer men det kräver 
väldigt stora investeringar med många 
vichenkameror."                                                 

Succesx 
Factor 

Utilizing 
exports and 
trade 

A majority part 
of the firms sales 
are exported 7 

"Stora kunder har vi ju och exporterar 80% av produktionen till 25 olika länder i världen, med stort fokus på Europa." + 
"Vi har kommit in hos kunder på bilsidan, ett steg åt gången har vi sålt in produkten hos den tyska ägaren eller 
storbolaget, sen har det spridit sig ut i världen via dotterbolagen." + "Vi finns på marknaden och vart annat år så ställer 
vi ut i Dusseldorf på en mässa där hela vår bransch finns på plats." 

Success 
Factor 

Improved 
internal 
processes 

Patented 
products sold 
globally 2 

"Och sen är det ju drygt 20 år sedan men då kom 
iden upp att tillverka plastplugg på band och 
remsa och montera dem automatiskt." + 
"Patentet ligger kvar i USA, Kanada och Japan."                                             

Success 
Factor Certificates 

Certificates of 
quality 3 

"Vi är inte TS certifierade men vi är ISO 9001 som är den senaste 
utgåvan i miljöcertifiering." + "Det har nästan varit tvunget att nå 
dessa kriterier hos de större kunderna, det känns som de större 
kunderna nästna försöker tvinga på oss en TS certifiering idag."                                

Success 
Factor 

Utilizing 
exports and 
trade 

Including current 
forex market 
environement in 
purchasing 
process 3 

"Man kan säga så länge dollarkursen låg runt 6 som den gjorde så var det mer intressant att handla med 
asiatiska maskiner för då handlade vi i dollarn." + "Samma sak med verktygsköpen när den valutan går upp 
eller ned, då kan det bli markant skillnand i pris." + "Vi har aldrig jobbat med budget och nu tittar ni kritiskt 
på mig. Banken har jagat mig med budget, men jag anser att budget kan låsa en lite."   

Success 
Factor 

Imporved 
internal 
processes 

Owning and 
developing tools 1 

"Vi har ju eget 
sortiment där vi 
äger och utvecklar 
verktygen."                                                                   

Success 
Factor 

Imporved 
internal 
processes 

Evaluating old 
machines to ensure 
continious work-
flow 1 

"Antingen så 
säljer vi dem eller 
skrotar dem."                                                                       
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Delta CEO (English) 

 

 

 

 

 

 

 

Themes 

Second 
Order 
Codes 

First Order 
Codes 

Nr of 
Instances Quotes ENGLISH                                      

Barrier 

Inability to 
attract 
skilled 
labor 

Financial 
compensation 
is the main 
driver for 
employees 1 

 “I try to be equally fair of my employee 
wages but there may be situations 
were one earns double the salary 
compared to another.”                                                          

Barrier 

Inability to 
attract 
skilled 
labor 

A lack of 
competant 
people 
complicates 
retaining such 4 

"If you have some electric and mechanic competences you will be 
recruited from the automatization companies" + “Without them I would 
be stranded.” + “There is a limit of 15-16 employees, a greater workforce 
will include more difficult processes.”                                  

Success 
Factor 

Improved 
internal 
processes 

Following the 
trend of 
automatization 
to improve 
current 
resources 2 

“We are highly automatized today, but there is still 
room for further improvements especially in our 
packaging stage, however it requires large 
investment such as i.e cameras.”                                                

Succesx 
Factor 

Utilizing 
exports 
and trade 

A majority part 
of the firms 
sales are 
exported 7 

"We have large clients and export 80% of the production to 25 different countries with an big focus on Europe." + 
"We have established customer in the automotive industry, and sold our product to the german owner or 
headquarter, then expand through all the subsidiaries around the world." + "We´re on the market and every other 
year we exhibit on a fair in Dusselford where al lthe actors in our industry are present." 

Success 
Factor 

Improved 
internal 
processes 

Patented 
products sold 
globally 2 

"It´s around 20 years ago we came up with the idea to 
manufacturing plastic plugs on production line and 
assemble them automatically." + "The patent is still 
valid in the US, Canada and Japan."                                             

Success 
Factor Certificates 

Certificates of 
quality 3 

“We have not yet exploit the benefits with TS, but have the ISO 9001 which 
is the latest edition in enviromental certificates." + "But as have noticed our 
customers in the automotive industry demand the certificate, we need to 
consider that in the near future.”                                

Success 
Factor 

Utilizing 
exports 
and trade 

Including 
current forex 
market 
environement 
in purchasing 
process 3 

“When the dollar was as low as 6 SEK it was more favorable to utilize dollars in the Asian market” + "Same thing 
with the purchasing of the tools when the currecy fluactuates, then it can have a strong effect on the price." + 
"We have never worked towards an budget and now you look critical on me. The bank have also chased me 
with budgeting, but I think the budget can restrain you business."     

Success 
Factor 

Imporved 
internal 
processes 

Owning and 
developing 
tools 1 

"We have our 
own assortment and 
develope the tools."                                                                       

Success 
Factor 

Imporved 
internal 
processes 

Evaluating old 
machines to 
ensure 
continious 
work-flow 1 

"Either we sell 
them or throw 
them."                                                                           
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DELTA EMPLOYEE 1 (Swedish) 

Themes 
Second Order 

Codes First Order Codes 
Nr of 

Instances Quotes SWEDISH               

Barrier 

Poor inhouse 
knowledge 
transfer 

Inability of transfering of 
knowledge to new employees 1 

"Vi måste jobba mer med att informationen är lätt och tillgänlig för alla och inte bara att man 
skakunna ha det i huvudet för så var det förra gången utan det står på prent." 

Barrier 

Inability to 
utilize full staff 
potential 

Insufficient delegation of tasks 
to employees 1 

"Sen tycker jag väl också mer att en VD ska ge verktyg till 
sina anställda istället för att utföra allt själv."               

Success 
Factor 

Improved 
internal 
processes 

Keeping updated with the latest 
innovations offered 2 

"Vi är ute på mässor och kollar in det senaste inom maskinerna för att se vad som finns på 
marknaden och system och enklare hantering av touchskärmar och lite sånt."  

Success 
Factor Firm routines 

Stresses importance of meeting 
customer needs 2 

"Vi är ju väldigt kundfokuserade tycker jag." + "Fokus för 
oss ligger mest på service gentemot kunden."               

Success 
Factor 

Improved 
internal 
processes 

By investing in planners the firm 
saves time and engergy 1 

"Vi har ju ett ganska nytt ledningssystem i och med ISO 14000 och den nya versionen av 
ISO9000 så det blir ju lite efterhand att man får ta lite småförbättringar hela tiden." 

Success 
Factor Firm routines 

Ability to constantly monitor 
product quality 1 

"Det gör vi hela tiden under pågående 
produktion."                       

 

 

DELTA EMPLOYEE 1 (English) 

   

Themes 
Second Order 

Codes First Order Codes 
Nr of 

Instances Quotes ENGLISH            

Barrier 

Poor inhouse 
knowledge 
transfer 

Inability of transfering of 
knowledge to new employees 1 

"We have to work more to make information more accessible for 
everyone and not just have everything in your head"        

Barrier 

Inability to utilize 
full staff 
potential 

Insufficient delegation of tasks to 
employees 1 

"Then I think a CEO should give tools to its employees instead 
of performing everything itself"            

Success 
Factor 

Improved 
internal 
processes 

Keeping updated with the latest 
innovations offered 2 

"We are visiting fairs and check out the latest machines to screen 
the market and system and touchscreens etc"          

Success 
Factor Firm routines 

Stresses importance of meeting 
customer needs 2 

"We are very customer oriented" + "Focus for us lays 
mostly on customer service"              

Success 
Factor 

Improved 
internal 
processes 

By investing in planners the firm 
saves time and engergy 1 

"We have a relatively new leadingsystem as ISO14000 and the newest version of 
ISO9000. So some potwork for improvements exist all the time."  

Success 
Factor Firm routines 

Ability to constantly monitor 
product quality 1 

We are doing that all the time during the 
production"                    
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DELTA EMPLOYEE 2 (Swedish) 

Themes 
Second Order 

Codes First Order Codes 
Nr of 

Instances Quotes SWEDISH 

Barrier 

Poor inhouse 
knowledge 
transfers 

Inability of transfering of 
knowledge to new employees 2 

"Men det finns kompetenser som borde vara på fler 
personer. Det finns ju t.ex. robot-programmering."  

Barrier 
Inability to utilize 
full staff potential 

Insufficient delegation of tasks to 
employees 1 

"På vissa plan behöver bli bättre på att delegera. Det kan 
vara lite si och så ibland."  

Barrier 
Inability to attract 
skilled workers Lack of competant people 2 

"Det är väl lite sådär att vi skulle behövt en produktionschef 
som jobbar heltid med produktioen, kan man tycka."  

Barrier 

Lacking 
development 
programs 

Currently an insufficeint range of 
offered development 
opportunities 1 "Det är kanske utbildning som fattas på några håll, absolut."  

Barrier 

Poor inhouse 
knowledge 
transfers 

Not utilizing a consistent 
communication platform for 
sharing knowledge 2 

"idag är det mer uppstyrt än vad det var när jag började för 2 
år sedan."   

Success 
Factor 

Utilizing exports 
and trade 

A majority part of the firms sales 
are exported 1 "80 eller 83% förra veckan var export."  

Success 
Factor Firm routines 

Utilizing several programe to 
ensure quality control 1 

"Vi har ett provsystem så vi kan garantera att det blir lika för 
kunden."  

Success 
Factor 

Improved internal 
processes 

Keeping updated with the latest 
innovations offered 1 

"(3D-printing) Det finns möjlighet för oss i framtiden att 
kunna göra det med. Men det är inget vi har planerat att 
köpa nu."  

 

DELTA EMPLOYEE 2 (English) 

   

Themes Second Order Codes First Order Codes Nr of Instances Quotes ENGLISH 

Barrier 
Poor inhouse 
knowledge transfers 

Inability of transfering of 
knowledge to new employees 2 

"But there are competences that should be applied to 
more people. For example robotic-programming"  

Barrier 
Inability to utilize full 
staff potential 

Insufficient delegation of tasks 
to employees 1 "On some levels we need to get better to delegate…(..)"  

Barrier 
Inability to attract 
skilled workers Lack of competant people 2 

"We could have use for a production manager that work 
fulltime with production, one can think"   

Barrier 
Lacking development 
programs 

Currently an insufficeint range 
of offered development 
opportunities 1 

"Perhaps there are education flaws on some 
departments, absolutely"  

Barrier 
Poor inhouse 
knowledge transfers 

Not utilizing a consistent 
communication platform for 
sharing knowledge 2 

Today it is better structured than it was when I started 2 
years ago"   

Success 
Factor 

Utilizing exports and 
trade 

A majority part of the firms 
sales are exported 1 "80 or 83% last week was export"  

Success 
Factor Firm routines 

Utilizing several programe to 
ensure quality control 1 

"We have a trialsystem that we use so vwe can 
guarantee the same quality for the customer"  

Success 
Factor 

Improved internal 
processes 

Keeping updated with the latest 
innovations offered 1 

"There are opportunities for us in the future to utilize 3D-
prinitng, but it is nothing we have planned to purchase 
now.   
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Beta CEO (Swedish) 

 

 

Themes 

Second 
Order 
Codes 

First Order 
Codes 

Nr of 
Instances Quotes SWEDISH                          

Barrier 

Lacking 
necessary 
resources 

Necesity of 
outsourcing  1 

"(3D printing) Vi gör det ibland men har inte köpt någon ännu, utan 
vi köper dom som tjänster."                                           

Barrier 

Lacking 
necessary 
resoruces 

Lacking 
knowledge of 
machinery 2 

"Framförallt så var det ju så väldigt mycket när jag var den som kunde minst plast i hela huset, alla som var här 
hade jobbat 5, 10, 15 år med plast." + "Jag kan inte köra maksinerna, jag bestämde mig från början att jag ska 
inte kunna det. Rätt eller fel men så blev det."           

Barrier 

Lacking 
necessary 
resoruces 

Lacking ability 
workers 
identifying 
flaws 2 

"Det är ju den stora utmaningen, att få 
personalen till att tänka självmant och att 
inte jag ska behöva initiera." + "Ja jag får ju 
höra från olika håll om problem vilket leder 
till att jag frå fråga och då är det inget 
problem."                                                     

Barrier 

Rapid 
internal 
changes 

By growing 
above a 
certain pace 
may rather 
hinder than 
eze  2 

"Vi lider i ärligheten namn av växtverk men börjar komma ifrån det." + "Ja absolut, 
vi har inte speciellt lite att göra idag så vi har så att säga råd med att säga nej."                               

Barrier 

Inability to 
attract 
skilled labor 

Employees are 
vital but costly 
and hard to 
manage 8 

"Det är den i särklass störst kostnaden vi har samtidigt som personalen är det viktigaste vi har." + "Vi har ju 
väldigt mångkulturell arbetsplats med 50/50." + "Och det kan man ju aldrig undvika men man kan ju arbeta för 
att dom krockarna ska bli så små som möjligt."           

Success 
Factor 

Improved 
internal 
processes 

Following the 
trend of 
automatization 
to improve 
current 
resources 1 

"Fler och fler tittar på automatisering och det måste man för 
att hänga med."                                               

Success 
Factor 

Flexibility 
from 
financial 
institutions 

Independent 
from the 
financial 
institutions 
will aid 
continious 
growth  1 

"Det är ju att vara flexibel och egna muskler, inte vara en svag ägare utan 
styra själv, så man slipper ta hjälp av bank och finansbolag."                                   

Success 
Factor 

Improved 
internal 
processes 

Efficient work 
process 5 

"Jag tror på att effektiviteten är väldigt viktig för vi jobbar som sagt med dem stora tillverkarna av tunga och lätta fordon." + 
"Vi tar ett möte direkt vid maskinen där vi har ett problem, så är jag bara med eller så är jag inte och så är det dem som har 
mandat." + "Kan vi öka 5% på sista raden, det är det som gör allt." 

Success 
Factor 

Competitive 
by price 

Cost-consious 
strategy by not 
updating to 
the latest 
innovations 1 

"Vi ligger inte längst fram för det tycker inte jag går att göra, det kostar och tar 
allt kapital utan vi försöker ligga lite längre bak och försöker vara med."                                 

Success 
Factor Certificates 

Environmental 
certificates 1 "Vi är miljöcertifierade av olika grader."                                                   

Success 
Factor 

Decreasing 
number of 
foregin 
competitors 

There are 
indicators of a 
decrease in 
foreign 
competitors 1 

"Nej jag skulle snarare vilja säga att det nästan mer har 
minskat."                                                 

Success 
Factor 

Improved 
internal 
processes 

Transfering 
knowledge 
through 
manuals 1 

"Så kan vi ju sätta bock på det och lite såna där manualer har jag 
ju lärt mig under åren."                                             
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Beta CEO (English) 

 

 

Themes 
Second Order 

Codes First Order Codes 
Nr of 

Instances Quotes ENGLISH                                 

Barrier 

Lacking 
necessary 
resources 

Necesity of 
outsourcing  1 

"(3D Printing) Sometimes we do it 
but we have not puschase an the 
machine yet, we have to outsource 
that service."                                                     

Barrier 

Lacking 
necessary 
resoruces 

Lacking 
knowledge of 
machinery 2 

" In particular when I was the one with the least knowledge in plastic, the other 
employees had worked here in 5, 10, 15 years with plastic." + "I cannot manage the 
machines, I decided from the beginning that I should not have that capability. Correct me 
if I am wrong, but that is how it is"                    

Barrier 

Lacking 
necessary 
resoruces 

Lacking ability 
workers 
identifying flaws 2 

“The biggest challenge is to 
encourage the employees to 
think one step further and take 
more initiative".                                                       

Barrier 
Rapid internal 
changes 

By growing 
above a certain 
pace may rather 
hinder than eze  2 

"Honestly we have experienced an rapidly expansion 
but starting to have a more stablized growth now." + 
"Absolutley, we have many jobrequest so we can deny 
some of them."                                          

Barrier 

Inability to 
attract skilled 
labor 

Employees are 
vital but costly 
and hard to 
manage 8 

"It´s definitly the biggest expense we have but the employees are also our most 
important resource." + "We have many different cultures, around 50% of the 
employees." + "It´s impossible to avoid, but you can always work proactive to make 
the collision as gentle as possible."                     

Success 
Factor 

Improved 
internal 
processes 

Following the 
trend of 
automatization 
to improve 
current resources 1 

"More companies are 
prospecting on automatization 
option, it´s vital in order to stay 
competitive."                                                       

Success 
Factor 

Flexibility 
from financial 
institutions 

Independent 
from the 
financial 
institutions will 
aid continious 
growth  1 

"It´s important to be flexible and show 
your own strength, not being an weak 
business owner and being strongly 
dependent on banks."                                                 

Success 
Factor 

Improved 
internal 
processes 

Efficient work 
process 5 

"I think the efficency is crucial for us because we work with large manufacturer of heavy vechicles and light vechicles" 
+ “If there is a problem, we take the meeting straight away on the spot and quickly decide how to proceed. The 
machine operators also have the authority to take own decisions if I am not available” + "If we can save a total of 5 
percent in time and that is what it is all about” 

Success 
Factor 

Competitive 
by price 

Cost-consious 
strategy by not 
updating to the 
latest 
innovations 1 

"We are not in the forefront beacuse it´s 
impossible, it´s to expensive and requires to 
much capital, therfore we are lacking a little 
bit in the area."                                               

Success 
Factor Certificates 

Environmental 
certificates 1 

"We have different 
degrees of 
enviromantal 
cerificates."                                                               

Success 
Factor 

Decreasing 
number of 
foregin 
competitors 

There are 
indicators of a 
decrease in 
foreign 
competitors 1 

"No, I would say it 
have almost 
decreased."                                                                 

Success 
Factor 

Improved 
internal 
processes 

Transfering 
knowledge 
through 
manuals 1 

"So we can tik that box  
and I learned some of 
the manuals during the 
years:"                                                             
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Employee Beta (Swedish) 

Themes 
Second Order 

Codes First Order Codes 
Nr of 

Instances Quotes SWEDISH             

Success 
Factor 

Improved 
internal 
processes 

Keeping updated with 
the latest innovations 
offered 1 

"Vi åker på mässor då och då för att få en liten överblick vad 
som finns på marknaden, vi kollar lite på 3D scanner för att 
mäta detaljer."         

Success 
Factor Firm routines 

Utilizing several 
programe to ensure 
quality control 3 

"Vi har ju varit väldigt noga med kvalitetsbiten." + "Vi gör en 
koll på råvarumaterialet av vad det ska innehålla och 
kontrollerar det här."         

Success 
Factor CEO-presence 

Present in many steps of 
production, encouraging 
employees 1 

"Det som är bra här är att ha en VD som alltid är här och jobbar i 
produktionen med oss och cochar de anställda. Det tycker jag är väldigt 
bra och lite varför jag jobbar här."   

Success 
Factor 

Improved 
internal 
processes 

Following the trend of 
automatization to 
improve current 
resources 2 

"Jag skulle säga att mycket går att automatisera, när vi köper en ny 
maskin så köper vi en robot till. Skulle säga att vi har robot på 
ungefär 50% av maksinerna."     

Success 
Factor Firm routines 

Detailed development 
program to help identify 
lacking departments 3 

"Vi har delat in organisationen i 35 olika kunskapsområden så utvärderar vi 
personalen efter alla dessa, sen fortsätter vi alla olika kategorier för att se 
hur varje person ligger till." 

 

Employee Beta (English) 

 

 

 

 

 

 

 

 

 

Themes 
Second Order 

Codes First Order Codes Nr of Instances Quotes ENGLISH            

Success 
Factor 

Improved 
internal 
processes 

Keeping updated with 
the latest innovations 
offered 1 

"We visits fairs to get an overview of what is offered in the 
market, we are prospecting an 3D scanner which is used to 
measure details."       

Success 
Factor Firm routines 

Utilizing several 
programe to ensure 
quality control 3 

"We have been careful with the quality"+ "We do 
quality checks on the raw material if it contain 
what is supposed to."           

Success 
Factor CEO-presence 

Present in many steps of 
production, encouraging 
employees 1 

“We have a CEO that is always present by coaching 
us employees. I appreciate this and that is partly 
why I work here”            

Success 
Factor 

Improved 
internal 
processes 

Following the trend of 
automatization to 
improve current 
resources 2 

"In my opinion, there is much room for automatization, when we 
purchase one new machine we also purchase a new robot. We have 
robots on around 50% of the machines." 

Success 
Factor Firm routines 

Detailed development 
program to help identify 
lacking departments 3 

"We have divided the organization in 35 
knowledge areas and evaluate the employees 
according to those"             



 

79 

 

9.4 Confidentiality agreement 
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