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Abstract 
Background: In order to continuously navigate the global environment, multinational 

enterprises (MNEs) make use of global strategies. The level of analysis has mostly centered 

around a macro-perspective of ideas and theories. However, a recent stream of research called 

microfoundations has served as a compliment to the macro-perspective as its’ focus lies in the 

individuals of the organization.  

Problem: Due to increasingly changing business environments, especially globally, 

constructing global strategies could benefit from a micro-perspective as a compliment to 

already existing macro-theories. More specifically, we argue that global strategy will benefit 

from analyzing specific microfoundations of dynamic capabilities that managers use to affect 

their firms’ global strategies. 

Purpose:	In this thesis, we explore how managers use dynamic managerial capabilities to affect 

global strategies by answering the research question: How are managers affecting the renewal 

and implementation of global strategies? 

Method: This thesis follows a qualitative approach with semi-structured interviews. Data is 

mainly collected through four interviews with managers from the case company as well as 

global strategy documents and existing literature.  

Results: The findings of this study show that the dynamic managerial capabilities are all 

essential for the manager in order to affect the implementation and renewal of global strategies. 

It elaborates on a few ways in which strategy practitioners works with them to affect the strategy 

process. This study also finds that there is a significantly stronger emphasis on seizing and 

reconfiguration capabilities compared to sensing capabilities. We suggest that this unbalance 

may be because of changes in how technology is used in firms and ask for future research into 

such a claim.	
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1 Introduction 
This section opens with an overview of the background on the current research concerning 
global strategy, dynamic capabilities as well as a microfoundations within the area. This will 
be followed by the research purpose and the research question of this study. The section 
concludes with a list of definitions, which will be referred to throughout the study.  
 

1.1 Background  
We are today living in an ever faster paced global business environment. If a firm does not 

recognize either an opportunity or a threat in a timely manner, chances are that someone else 

will. The firm that does not will fall behind, and suffer the consequences (Audia, Locke, & 

Smith, 2000). 

 

In order to continuously navigate the global business environment, multinational enterprises 

(MNEs) make use of global strategies. This has led to global strategy being an interesting and 

fast-moving field of research ever since globalization took hold. Compared to national strategy, 

global strategies incorporate the inherent differences that firms must recognize in order to seize 

on market opportunities in different countries and regions. The basic premise is that global 

strategy recognizes that what works in Sweden might not work in Senegal, and vice versa. 

Global strategy itself then lies in the intersection between international business and strategic 

management and can be defined as “the strategy of firms around the globe, which is firms’ 

theory about how to compete successfully” (Peng, 2006). 

 

Today, managers still rely on research that were published some forty years ago. These include 

famous works such as the five forces framework (Porter, 1979), cultural differences (Hofstede, 

1980), core competencies (Hamel & Pralahad, 1985) and the growth share matrix (Boston 

Consulting Group, 1982). Although the theories remain relevant, there is a need for adapting 

these theories for a modern, faster and more global business environment (Reeves, Moore & 

Venema, 2014). As an answer to the challenges of globalization, authors Teece, Pisano & Shuen 

(1997) presented an approach to better understand and build firm performance over time in 

these rapidly changing environments – the dynamic capabilities approach. Dynamic capabilities 

are “the firm’s ability to integrate, build, and reconfigure internal and external competences to 

address rapidly changing environments” (Teece et al., 1997). In essence, the concept of 

dynamic capabilities argue that corporate agility is vital for sustained firm performance.  
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Dynamic capabilities quickly gained traction, and ten years from its original conception, Teece 

decided to build it into a full-scale framework (Teece, 2007). By recognizing the important role 

of lower levels of analysis within dynamic capabilities, and especially individuals, Teece (2007) 

restructured his original framework to consider what has been known as “Microfoundations”. 

For corporate agility, Teece (2007) defined the microfoundations as the capacity to sense 

opportunities and threats, to seize the found opportunities, and to reconfigure the business 

enterprise’s intangible and tangible assets to exploit those opportunities. Teece (2007) thus 

joined the call from other prominent researchers (Zollo & Winter, 2002; Winter, 2003; Helfat 

& Peteraf, 2003; Felin & Foss, 2005) in pushing for microfoundations of dynamic capabilities. 

 

But, what are these “microfoundations”? Microfoundations research within strategic 

management could be seen as a broad framing and an instruction to pay more attention to 

individuals in the firm than what has previously been done (Appendix 1). The idea is to engage 

strategy researchers in looking for value creation at a micro-level (i.e. individuals of the firm) 

rather than exclusively at macro-levels (such as the organization as a whole), where it is argued 

that the true value creation for a firm lies (Lippman & Rumelt, 2003a;2003b). 

 

 
 

Figure 1. Publications on microfoundations in Scopus 

 

In line with Teece (2007) and other proponents of the microfoundations movement, the research 

community fell in suit and have since performed an increasing amount of research on 
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microfoundations in strategy (see figure 1). For example, within dynamic capabilities, research 

has been performed on microfoundations of subsidiary entrepreneurship (O’Brien et al., 2019), 

global manager and leadership attributes (Contractor et.al, 2019), strategic goals (Foss & 

Lindenberg, 2013), firm performance (Eisenhart, Furr & Bingham, 2010; Powell, Lovallo & 

Fox, 2011), routines and capabilities (Winter, 2013), and managerial cognitive capabilities 

(Helfat & Peteraf, 2015). 

 

What most microfoundations research has in common is the focus on the individual, whether it 

is on an executive level, managerial level or employee level within a firm. This is probably due 

to the request for this exact line of research by Teece (2007) and because of the early pushes 

from Lipman and Rumelt (2003a;2003b) and Felin and Foss (2005). Even though the individual 

manager and the activities a manager perform is of core importance to the field (Teece, 2007; 

Helfat & Peteraf, 2015; Foss & Felin, 2005), there is a lack of case studies exploring just what 

these managers do and how it affects the strategy. This led Felin, Foss and Ployhart (2015) and 

Barney and Felin (2013) to argue for more case studies as the field needs more exploratory 

studies of the phenomenon of microfoundations. To understand the full potential of 

microfoundations research, there is a need to focus on the practical managerial activities 

contributing to firm performance.  

 

In this study, we address this gap in microfoundations research by performing an exploratory 

case study on managers and their use of the microfoundations of dynamic capabilities. More 

specifically, we are interested in exploring how managers affect the implementation and 

renewal of global strategies by using dynamic managerial capabilities. To gain new insights, 

we use the dynamic capabilities framework by Teece (2007) and complement it with an in-

depth theory on the managerial cognitive capabilities by Helfat and Peteraf (2015). This allow 

us to explore what affects managers performance in their dynamic managerial capabilities of 

sensing, seizing and reconfiguration and how it relates to their work in global strategy.  
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1.2 Research Purpose 
MNEs are put under ever higher pressure because of a higher paced global business 

environment. This leads to the managers within MNEs needing to construct and implement 

their global strategies with great precision and prowess. But how do managers do this? In this 

thesis, we aim to explore this exact phenomenon.  

 

The purpose of this study is therefore exploratory in nature, in the way that it will investigate 

and explore the actions of managers in the global strategy process (Collis & Hussey, 2014). 

The aim is to explore common patterns and reasonings of the interviewees, in order to gain an 

understanding of the how managers affect the global strategy process. 

 
1.3 Research Question  
The following research question will be used to guide the study:  
 
How are managers affecting the renewal and implementation of global strategies? 
 
 
1.4 Definitions of Key Concepts  
Microfoundations: The concept of microfoundations research is defined as looking at a 

collective or macro concept at a lower analytical level. One way of showing this is by setting 

the analytical level at N. Then, the microfoundations research exist at analytical level N - 1 at 

time t. (Felin et al., 2012). 

 

Dynamic Capabilities: A dynamic capability is “the firm’s ability to integrate, build, and 

reconfigure internal and external competences to address rapidly changing environments” 

(Teece, Pisano & Shuen, 1997). 

 

Managerial Capabilities: In strategic management, the term “capability” refers to the capacity 

to perform a function or activity in a generally reliable manner when called upon to do so. (Amit 

& Schoemaker, 1993; Helfat & Winter, 2011) 

 

Managerial Cognitive Capabilities: A managerial cognitive capability is the capacity of an 

individual manager to perform one or more of the mental activities that comprise cognition 

(Helfat & Peteraf, 2015) 
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2 Literature Review 
This section will review existing literature regarding global strategy, dynamic capabilities and 

microfoundations. First, there will be an explanation of global strategy and the need for 

adapting to a changing global business environment, followed by a description of 

microfoundations research. Dynamic capabilities literature and its microfoundations research 

is then reviewed. Based on the literature, the section will conclude with building the cognitive 

thinking on dynamic capabilities, which will act as a primary frame of reference for the study. 

 

2.1 Global Strategy 
Global strategy is not a new concept anymore. From one of the earliest mentions of global 

strategy by Perlmutter (1969) when he discussed different approaches to multinational 

management, the concept has been popular.  Global strategy itself lies in the intersection 

between international business and strategic management (Peng, 2006) and can be defined in 

many ways. One way is seeing global strategy as a particular form of strategy for multinational 

enterprises (MNEs) that sees the world as one global marketplace (Yip, 2003). Another, broader 

definition of global strategy is that of international strategic management (Inkpen & 

Ramaswamy 2006; Lu 2003). Even broader still, Peng (2006) defines global strategy as “the 

strategy of firms around the globe, which is firms’ theory about how to compete successfully”. 

The last definition includes both cross-border and domestic strategies in global strategy. Peng 

(2006) argue that this is because the line between what is seen as domestic and international 

strategies are increasingly becoming harder to pinpoint. In this paper, we use Peng’s (2006) 

definition as it highlights the complexities experienced by MNEs today regarding global 

strategy.  

 

In a review of global strategy research to that point, Ghoshal (1987), devised a global strategy 

framework based on integration vs local responsiveness. In this framework, Ghoshal (1987) 

placed research on global strategy according to its sources of competitive advantage and 

strategic objectives. Impactful research to that point included work such as the Five forces 

framework (Porter, 1979), cultural differences (Hofstede, 1980), core competencies (Hamel & 

Pralahad, 1985) and the Growth share matrix (Boston Consulting Group, 1982).  

 

Although old, the aforementioned theories still provide basis for research and how practitioners 

act in today's business environment. It is important to recognize, however, that the global 
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business environment is very different today compared to some forty years ago. Today, global 

strategy struggles mostly with pace because of hypercompetitive environments (D’Aveni, 

1994) or high-velocity environments (Bourgeois & Eisenhardt, 1988).  MNEs need to face these 

challenges. Not doing so can have severe consequences that affects firm performance 

negatively (Audia, Locke and Smith, (2000). Recognizing the changes in the new global 

environment, Reeves, Moore & Venema (2014) decided to revisit the growth share matrix 

(BCG, 1982). When doing so, Reeves, Moore & Venema (2014) found that the pace of change 

is the main aspect that firms today have to consider compared to when the original matrix was 

constructed. A second key takeaway when using the framework in a modern capacity was to 

efficiently be able to select and bet on the right opportunities in this new high-paced 

environment.  

 

In order to rework and add to the existing research in global strategy, there is an argument of 

introducing microfoundations research to the subject area (Contractor et al., 2019). MNEs and 

their strategies are, as shown above, affected by various forces that must be recognized. But 

global strategies are also the outcome of the actions of managers (Contractor et al., 2019). To 

further the field of global strategy, Contractor et al. (2019) argue for microfoundations research 

of global strategy. Especially important, Contractor et al. (2019) argue that the research on 

global strategy must focus on “how the background, proclivities, and behaviors of key managers 

in MNCs lead to decisions that, in turn, shape their companies' strategies, behaviors and 

performance.” 

 

2.2 What are Microfoundations?  
The creation and appropriation of value for a firm is in the end about the individuals in the 

organization (Lippman & Rumelt, 2003a;2003b). With that argument from Lippman and 

Rumelt (2003a;2003b), the concept of microfoundations in strategic management was born. 

The idea, simply stated, was to engage the research community in looking for increased value 

creation at a micro-level (i.e. individuals) rather than at macro-levels (i.e. organizations as a 

whole). When we started to look in to the microfoundations of dynamic capabilities, we 

contacted Nicolai J. Foss, who is considered a leader within the microfoundations movement. 

In helping us to understand the concept, Foss wrote: “microfoundations is more like a broad 

framing and an instruction to those who do strategy (and strategy research) to be more attentive 

to individuals, their actions and interactions, and their skills and perspectives” (Appendix 1) 
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Felin & Foss (2005), added to the growing area of microfoundations by outlining the 

deficiencies in organizations and dynamic capabilities research. In their view, microfoundations 

was to be defined as looking at the individual level of analysis rather than a collective level of 

analysis at the organizational level. This agrees with Lippman and Rumelt’s (2003a;2003b) 

original article. In contrast, instead of defining microfoundations at the individual level, several 

scholars have argued for a broader definition (Winter, 2013; Greve, 2013; Devinney, 2013). 

Winter (2013) puts an emphasis on routines and habits, not individuals. Greve (2013) goes so 

far as to argue that strategies themselves form microfoundations as the strategies are below the 

organization. All of them, however, aim to explain a macro-level concept by using lower-level 

constructs.  

 

With the previous discussion in mind, we define the concept of microfoundations research 

within strategic management as looking at a collective or macro concept at a lower analytical 

level. One way of showing this definition is by setting the analytical level at N. Then, the 

microfoundations research exist at analytical level N - 1 at time t.  (Felin et al., 2012). For 

example, if one is interested in the concept of dynamic capabilities, it could be defined as “N”. 

Then “-1” becomes the microfoundations one looks at to explain the “N”, which in this case is 

dynamic capabilities. An example of this type of research is made by Kindström, Kowalkowski 

and Sandberg (2013). They investigate and identify the microfoundations that enable product-

centric firms to build dynamic capabilities to enhance service innovation. In their case, their 

“N” is dynamic capabilities, and their “-1” is the microfoundations of service innovation. 

 

In the beginning, there was a tendency of proponents of microfoundations research to also 

discredit the existing macro concepts within strategic management. Both Felin and Foss (2005) 

and Lippman and Rumelt (2003a;2003b) questioned the importance and accuracy of the macro 

concepts and discussed whether they should simply be replaced by theory built on 

microfoundational research. In contrast, Winter (2013) argues that the literature already consists 

of much microfoundational research, however it is not defined as such. Instead, Winter (2013) 

says that microfoundations such as motivation of individuals is taken for granted in macro 

models and are thus accounted for. 
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2.3 Dynamic Capabilities  
Aiming to improve firms understanding of how to use resources efficiently, Teece et al. (1997) 

simply state that “an organization cannot improve that which it does not understand.” The 

dynamic capabilities approach (Teece et al., 1997) argues that competitive advantages are found 

in a firm's organizational and managerial processes, known as dynamic capabilities.  

 

A dynamic capability is “the firm’s ability to integrate, build, and reconfigure internal and 

external competences to address rapidly changing environments” (Teece et. al, 1997) 

 

The definition of dynamic capabilities has remained the same since its conceptualization. Teece 

et al. (1997) choose the terminology “dynamic” to emphasize the importance of react and adapt 

to a changing business environment, and “capabilities” to put it into the context of strategic 

management. What the concept of dynamic capabilities argues is essential for firms is corporate 

agility. Teece (2007) defines this as the capacity to sense opportunities and threats, to seize the 

found opportunities, and to reconfigure the business enterprise’s intangible and tangible assets 

to exploit those opportunities.  

 

Most researchers seemingly agree with the initial definition of dynamic capabilities. For 

example, Eisenhardt and Martin (2000) agrees with Teece et al. (1997) that dynamic capabilities 

may be characterized “as complicated routines that emerge from path-dependent processes”. 

The only challenge or proposed change to the definition of dynamic capabilities comes from 

Zollo and Winter (2002). They propose changing “competencies” for “operational routines” in 

the definition. In this way, Zollo and Winter et al. (2002) argue that dynamic capabilities 

become less generic and thus more actionable, both for further research and for practitioners. 

Another, more conceptual, challenge comes from Winter et al. (2003). Not being satisfied with 

that the definition of that dynamic capabilities must have a change aspect to them, Winter et al. 

(2003) suggest that there are lower level and higher order capabilities. Zero-level capabilities 

are the more stationary processes about how we earn income now, how we sustain a business. 

Higher-order capabilities on the other hand, are about investing in organizational learning to be 

able to handle swift changes in the environment. However, most literature read have stayed 

with the original definition (Teece et al. 1997; Helfat & Peteraf, 2003; Felin & Foss, 2005; 

Teece, 2007; Helfat & Peteraf, 2015; Contractor et al., 2019). 
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Dynamic capabilities, as argued by Teece et al. (1997), are inherently inimitable and non-

substitutional. This makes dynamic capabilities prime candidates for finding competitive 

advantages and sustaining them, according to the VRIN-framework in Resource Based View 

(Barney, 1991). Although often characterized as unique and idiosyncratic processes (Teece et 

al., 1997), Eisenhardt and Martin (2000) challenges the imitability argument and argue that 

there are more commonalities across features of dynamic capabilities than previously thought. 

That does not mean that a certain dynamic capability is exactly the same in different firms, but 

it does suggest that dynamic capabilities on their own will not provide firms with competitive 

advantages. Instead, Eisenhardt and Martin (2000) argue that the value of dynamic capabilities 

lies in their ability to configure resources in ways that the resources achieve competitive 

advantages.  

 

Like dynamic capabilities was created to explain how firms achieve competitive advantage, 

there is today an argument within dynamic capabilities about the need to explain how dynamic 

capabilities are created and sustained. According to Zollo and Winter (2002), dynamic 

capabilities are the result of three separate mechanisms; tacit collection of past experiences, 

knowledge articulation and the coding of the accumulated knowledge. Helfat and Peteraf (2003) 

constructs the Capability Lifecycles to explain how heterogeneity arises and understanding the 

behavior of different capabilities over time. Helfat and Peteraf (2003) recognizes that 

capabilities, whether they are operational or dynamic, include two sorts of routines: those to 

perform individual tasks and those that coordinate the individual tasks. With this, Helfat and 

Peteraf (2003) and Winter (2003) essentially argues for studies on lower levels of analysis than 

the organization as a whole and the dynamic capabilities themselves in order to explain dynamic 

capabilities.  

 

Much like dynamic capabilities as a concept was conceived to explain how competitive 

advantage was built through internal resources (Teece et al., 1997), we argue that the same 

could been said about microfoundations of dynamic capabilities. As argued by Greve (2013) 

and Devinney (2012), microfoundations research could be seen as a complement to existing 

research. This need for complementary research stems from a lack of research, and thus 

understanding, of the individuals’ impact on strategy (Felin et al., 2012; Contractor et al., 2019). 

This agrees with an observation made by Powell, Lovallo & Fox (2011) who observed the need 

for strategic management theory to build on foundations psychology to properly understand 

what affects and creates firm performance. In this way, we frame microfoundations as a way of 
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making stronger the existing and future research and macro concepts as opposed to replacing 

them. 

 

Recognizing the important role of lower level of analysis within dynamic capabilities, and 

especially individuals, Teece (2007) restructured his original framework to take into account 

what has been known as “Microfoundations”. Teece (2007) thus joined the call from other 

prominent researchers (Zollo & Winter, 2002; Winter, 2003; Helfat & Peteraf, 2003; Felin & 

Foss, 2005) in pushing for microfoundations of dynamic capabilities. 

 

2.4 Microfoundations of Dynamic Capabilities  
According to Teece (2007), the microfoundations of dynamic capabilities are “the distinct 

skills, processes, procedures, organizational structures, decision rules, and disciplines – which 

undergird enterprise-level sensing, seizing, and reconfiguring capacities”. In the literature on 

microfoundations of dynamic capabilities, one finds a clearly prioritized stream of research, 

that of the distinct skills and processes. In agreement with Lippman and Rumelt (2003a; 2003b), 

who argued that as organizations are built of individuals, research on the microfoundations of 

dynamic capabilities has almost exclusively been done by looking at the manager or individual. 

Looking at Teece’s (2007) definition of what the microfoundations of dynamic capabilities are, 

this is mostly in line with the distinct skills part of the definition. However, not all research on 

the microfoundations of dynamic capabilities have explicitly been defined as 

“microfoundations”. Before Teece (2007) clearly articulated microfoundations of dynamic 

capabilities in his framework, other prominent research must be acknowledged. 

 

Two of these prominent papers, which was briefly discussed when introducing dynamic 

capabilities in a previous section, was written by Adner and Helfat (2003) and Zollo and Winter 

(2002). They make what could be defined as the first dives into the microfoundations of 

dynamic capabilities as they argue for the need to explain the factors underpinning dynamic 

capabilities. Adner and Helfat (2003) define and argue for dynamic managerial capabilities that 

underpins dynamic capabilities. In their definition, Adner and Helfat (2003) states that dynamic 

managerial capabilities are “the capabilities with which managers build, integrate, and 

reconfigure organizational resources and competences.” With this, the authors argue that a 

question about what makes firms and their performance different should also ask what makes 

their managers different. Adner and Helfat (2003) identify three underlying factors that build 
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dynamic managerial capabilities; managerial human capital, managerial social capital and 

managerial cognition.  

 

Zollo and Winter (2002), agrees with the importance of the manager, but focuses more on the 

routines used to create dynamic capabilities. According to Zollo and Winter (2002), dynamic 

capabilities are the result of three separate mechanisms; tacit collection of past experiences, 

knowledge articulation and the coding of the accumulated knowledge. All of which are done 

by managers, to some extent. With the articles and theories brought forth by Adner and Helfat 

(2003) and Zollo and Winter (2002), the importance of managers and individuals within 

microfoundations of dynamic capabilities was cemented and opened up for more relevant 

research on the area. Gavetti (2005) find how managers abilities to interpret what is happening 

within the company varies between levels in the company. Eisenhart, Furr and Bingham (2010), 

find that how organizational leaders manage between efficiency and flexibility is the key 

microfoundational aspect to explain firm performance. Foss and Lindenberg (2013) apply Goal-

Framing Theory in order to create strategic goals that are constructed with the cognitive and 

motivational inklings of the individual, which they find create greater performance.  

 

Building on the aforementioned dynamic managerial capabilities (Adner & Helfat, 2003), 

Helfat and Peteraf (2015) construct what they identify as the managerial cognitive capabilities. 

In order for managers, especially high-ranking executives according to the study, these 

managerial cognitive capabilities are needed to be able to create and sustain excellent dynamic 

managerial capabilities of sensing, seizing and reconfiguration. To do this, Helfat and Peteraf 

(2015) argue for the cognitive capabilities of perception, attention, problem solving and 

reasoning, language and communication and social cognition to be crucial for managers.  

 

Trying to further explore the heterogeneity in dynamic managerial capabilities, Contractor et.al 

(2019) identify 6 key manager and leadership attributes that varies globally; cognitive 

awareness, global “mindset”, international experience and other manager attributes, managerial 

thinking in closely held and family firms, risk tolerance and emerging nation institutional 

context and managers’ attributes. Still interested primarily in managers, there has been 

interesting research on the microfoundations on entrepreneurship (O’Brien et al., 2019) within 

the context of subsidiaries, based in dynamic capabilities literature. O’Brien et al., (2019) find 

the microfoundations of subsidiary manager activities, such as facilitating adaptability, 

championing alternatives and enabling embeddedness, as key in understanding the relationship.  
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Moving slightly away from directly continuing the research on managers and individuals, 

Winter (2013) argues against the fact that the strategic management literature is very deficient 

of microfoundations. Instead, Winter (2013) suggests an increased and specified focus within 

the area of routines and capabilities. Although Winter (2013) agrees with the potential of 

microfoundations of strategy as a concept, he believes the research on microfoundations will 

be best served if the research is focused on the habits and routines of individuals. These are 

considered complementary, but different than the research on dynamic managerial capabilities. 

In light of this, Winter (2013) emphasizes and agrees with Greve (2013) on the need for 

appropriate attention to be spent on the aggregation principles that connects microfoundations 

to macro-implications such as firm performance. It should be added, however, that there has 

been critique against microfoundational research on routines as being too simplistic to explain 

firm performance (Eisenhart et al., 2010). 

 

2.5 Reflection on Literature Review  
In this literature review, a few trends have emerged. The first trend is how dynamic capabilities 

research and microfoundations of dynamic capabilities have put a strong emphasis on the 

individual manager. Characterized first and foremost by the updated dynamic capabilities 

framework by Teece (2007), the individual manager has been a core focus because of the early 

pushes from Lipman and Rumelt (2003a;2003b) and Felin and Foss (2005). 

The second trend found is a lack of case studies. In the articles chosen for this literature review, 

few have been exploratory in nature. This seems to be a trend outside of this study’s literature 

review as well. In their overview of impactful microfoundational research, Felin, Foss and 

Ployhart (2015) compare twenty-five articles. Out of those, only one is a case study. Felin, Foss 

and Ployhart (2015) then argue for more case studies as the field needs more exploratory studies 

of the phenomenon of microfoundations. This is a sentiment that is echoed by scholars such as 

Barney and Felin (2013), who argue that more exploratory studies are needed in order to expand 

the understanding of heterogeneity of organization, and case studies are primed for this exact 

purpose (Saunders, Lewins & Thornhill (2016).  

 

In this study, we aim to contribute to the research field by performing an exploratory study on 

the microfoundations of dynamic capabilities. More specifically, we are interested in exploring 

how managers affect the implementation and renewal of firm strategies by using dynamic 



   13 

managerial capabilities. To gain new insights, we have chosen a complimentary framework of 

managerial cognitive capabilities by Helfat and Peteraf (2015). It was chosen for a couple of 

reasons. First, it is widely recognized and heavily cited, which implies that it has had an effect 

on the research community. Second, it deals with dynamic managerial capabilities and their 

corresponding cognitive capabilities, continuing a line of research that has proven fruitful, but 

that lacks case studies, as shown by Felin, Foss and Ployhart (2015). Third, in the article on 

managerial cognitive capabilities, Helfat and Peteraf (2015) state themselves that it is based on 

theoretical assumptions and argue for the need to untangle “the relationships between 

managerial and organizational capabilities both theoretically and empirically.” The framework 

itself and its connection to the dynamic managerial capabilities from Teece (2007) will be 

described and elaborated upon in the following section. 

 

2.6 Frame of Reference - Cognitive Thinking on Dynamic Capabilities  
Combining the works on dynamic managerial capabilities (Adner & Helfat, 2003) and the 

dynamic capabilities framework (Teece, 2007), Helfat and Peteraf (2015) focus their research 

on what they define as the Managerial Cognitive Capabilities. Helfat and Peteraf (2015) 

explicitly states the underlying managerial cognitive capabilities behind a manager’s ability to 

sense, seize and reconfigure. This, in turn, is what leads to firm performance. For sensing, 

perception and attention are identified. For seizing, problem solving, and reasoning are 

identified. For reconfiguring, asset orchestration (Figure 2). In the following section, we go 

deeper into the microfoundations defined under the framework. 
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Figure 2. Managerial cognitive capabilities, dynamic managerial capabilities, and strategic 

change 

 

2.6.1 Sensing  

According to Denrell, Fang and Winter (2003), being able to sense opportunities before they 

become common knowledge is crucial in dynamic capabilities. In the literature, one finds many 

aspects that makes this sensing possible. For example, Peteraf et al. (2003), show that effective 

environmental scanning is one important aspect. Gaglio and Katz (2001) further argues that any 

sensing component of dynamic capabilities must include some kind of alertness. To create 

change on its own, Kirzer (1997) argue that sensing opportunities should also include a 

discovery process. 

 

Based on this research, Helfat and Peteraf (2015) recognize that the specific managerial 

cognitive capabilities supporting sensing activities are perception and attention. Both are 

considered heterogeneous between managers and therefore influence the ability to sense. In 

turn, by being heterogeneous, these capabilities lead to variation in sensing activities, which 

leads to differences in firm performance (Helfat and Peteraf, 2015). Perception and attention 

are further explained below. 
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2.6.1.1 Perception 

According to the American Psychological Association, the definition of perception is the mental 

activities or processes “that organize information (in the sensory image) and interpret it as 

having been produced by properties of (objects or) events in the external (three-dimensional) 

world” (American Psychological Association, 2009)”. 

 

Perception have an effect on sensing capabilities in several ways. One example, from Baron 

(2006) is perceptions effect in recognizing pattern in an environment. Furthermore, knowing 

how to interpret the pattern one has found is important for opportunity recognition. As argued 

by Lieberman and Montgomery (1988), this enables early entry into new markets and could 

also provide firms with good recognition of potential environmental threats. An important 

aspect regarding perception to bear in mind is its path dependency. Within dynamic capabilities, 

path dependency has been recognized as a reality to adhere to (Teece et al., 1997; Teece ,2007). 

Path dependency means that previous experiences will shape future perceptions and thus the 

decision taken upon those perceptions.  In essence, increasing the cognitive ability of perception 

strengthens the managers ability to sense opportunities in a timely manner. 

 

2.6.1.2 Attention 

According to the American Psychological Association, the definition of attention is as “a state 

of focused awareness on a subset of available perceptual information” (American 

Psychological Association, 2009).” 

 

If perception is about organizing and interpreting information, attention determines what 

external stimuli is recognized. This is done by focusing on a certain set of information (Kosslyn 

and Rosenberg, 2006). Attention is thus crucial in sensing opportunities, together with 

perception. According to Helfat and Peteraf (2015), when dealing with uncertainty and fast-

paced environments, the importance of good attention capabilities increases. It is only by 

focusing on the right things around us that we may effectively find new opportunities. Because 

of this, attention is considered a key managerial cognitive ability for sensing. 

 

2.6.2 Seizing 

In order to seize opportunities and respond to emerging threats, managers must make significant 

decisions on the direction and usage of a firm’s resources (Helfat and Peteraf, 2015). For 
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example, Teece (2007) argues that to seize an opportunity efficiently, completely new business 

models might be necessary. Helfat and Peteraf (2015) recognize that the specific managerial 

cognitive capabilities supporting seizing activities, such as business model design and making 

the right strategic investments, are problem-solving and reasoning.  

 

Like other cognitive capabilities in general, problem solving and reasoning are considered to 

be heterogeneous. By nature of being heterogeneous, these capabilities lead to variation in 

seizing activities, which leads to differences in firm performance (Helfat and Peteraf, 2015). 

Problem-solving and reasoning are further explained below. 

 

2.6.2.1 Problem-Solving and Reasoning 

According to the American Psychological Association, the definition of problem solving is 

“thinking that is directed toward solving specific problems and that moves from an initial state 

to a goal state by means of mental operations” (American Psychological Association, 2009). 

 

Problem-solving and reasoning cognitive capabilities are essential for seizing opportunities by 

affecting how managers make good investments and design the appropriate business models 

(Helfat and Peteraf, 2015). Although situations may occur where heuristics, also known as 

neurological shortcuts, have an advantage over the more time and energy consuming problem-

solving and reasoning capabilities, most managers will benefit from thinking strategically in 

the long term. To do this, problem solving and reasoning are necessary cognitive capabilities.  

Take business model design and implementation as an example. Because of the many different 

elements included in business model designs, Porter (1996) argues its successful creation and 

implementation relies heavily on problem solving and reasoning capabilities of manager 

designing them. These cognitive capabilities help managers find the right pieces of the puzzle 

(Helfat and Peteraf, 2015). 

 

2.6.3 Reconfiguration 

In order to sustain the growth and profitability that sensing and seizing the right opportunities 

may provide, a firm must also reconfigure its resources. In the dynamic capabilities’ framework 

(Teece, 2007), reconfiguration means how a firm enhances or combines its resources and 

capabilities. Although Teece (2007) focused mainly on phenomena on the organizational level, 



   17 

Helfat and Peteraf (2015) argue that individual managers, such as executives, are no less 

important. Especially when it comes to asset orchestration.  

 

According to Helfat et al., (2007), asset orchestration is the “selection, configuration, 

alignment, and modification of tangible and intangible assets.” Helfat and Peteraf (2015) argue 

that managers play a vital role in ensuring coordination and implementation across the entire 

firm. One example is in overcoming resistance to change from different stakeholders in the 

firm. For this reconfiguration process, Helfat and Peteraf (2015) state that most needed dynamic 

managerial capabilities are language and communication, and social cognition.  

 

Like cognitive capabilities in general, language and communication and social cognition are 

considered to be heterogeneous. By nature of being heterogeneous, these capabilities lead to 

variation in reconfiguration activities, such as asset orchestration, which leads to differences in 

firm performance (Helfat & Peteraf, 2015). Language and communication and social cognition 

are further explained below. 

 

2.6.3.1 Language and Communication 

According to The Oxford Dictionary of Psychology, language is defined as “a conventional 

system of communicative sounds and sometimes (although not necessarily) written symbols” 

which is able to perform functions such as “expressing a communicator’s physical, emotional, 

or cognitive state; issuing signals that can elicit responses from other individuals; describing 

a concept, idea, or external state of affairs; and commenting on a previous communication.” 

(Colman, 2006)  

 

In order to reconfigure the firm’s assets, language and communication is seen as critical 

capabilities for managers to create alignment across the firm. From persuading various 

stakeholders to communicating a vision, language and communication provide essential tools 

for managers. Depending on the language and communication skills of managers, both verbal 

and non-verbal, it will have an effect on how employees responds to various initiatives. For 

example, by setting common goals that the entire firm can work towards and using storytelling, 

managers can create alignment (Hill and Levenhagen, 1995). 
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2.6.3.2 Social Cognition 

According to Moskowitz (2005), social cognition are the cognitive capabilities of “perceiving, 

attending to, remembering, thinking about, and making sense of the people in our social world” 

(Moskowitz, 2005). 

 

Reconfiguration of assets is seldom done alone. Because of the social nature of organizations, 

efficient asset reconfiguration stands to benefit from managers being versed in making 

individuals and teams cooperate. According to Helfat and Peteraf (2015), this sought-after 

cooperation depends heavily on social cognitive capabilities of the managers.  

 

As stated in the definition, one part of social cognitive capabilities is about how we understand 

others. This creates trust, which in turn provides opportunities for managers to foster 

cooperation. Here, Helfat and Peteraf (2015) takes the example of overcoming resistance to 

change. For any new initiative, some part of the organization or individual will be resistant to 

the initiative. But by having good social cognitive capabilities, managers can gain insight into 

why these individuals are resistant. With this information, managers can change or alter their 

communication to be more effective and get more people on board with the new initiative.  

3 Method and Methodology  
In this section we begin by presenting the methodology of the research, including the research 

paradigm, research approach, and research design. After the methodology, will introduce the 

method of this research. This section discusses the sampling method, the data collection, the 

literature review as well as the types of interviews that were conducted. The last part tackles 

the data analysis and ends with discussing the research ethics of this study. 

 

3.1 Methodology 

3.1.1 Research Paradigm  

According to Saunders, Lewins & Thornhill (2016), research methodology refers to the 

overarching development of knowledge and from where that stems. Method, and its 

corresponding section, is then meant to guide the reader through the techniques and procedures 

that the researchers used in order to find and evaluate data (Saunders et al., 2016). The research 

paradigm is itself a set of common beliefs and agreements shared between scientists on how 
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social phenomena should be explained and understood (Morgan, 1980). In other words, the 

research paradigm is used to underpin the methodological alternatives which a study faces.  

 

To answer the research question, the research paradigm of interpretivism is deemed the most 

appropriate (Collis & Hussey, 2014). As this study seek to explore the dynamic managerial 

capabilities, interpretivism is suitable as it advocates that it is important, when conducting 

research, for the author to understand differences in individuals as social actors (Saunders et 

al., 2016). Furthermore, interpretivism was chosen because it allows for a more subjective and 

deeper understanding of each strategic executives’ experience and thoughts on dynamic 

managerial capabilities and how they affect the implementation and renewal of firm strategies. 

The dynamic managerial capabilities and the managerial cognitive capabilities are 

heterogeneous, meaning they differ between managers (Teece et. al, 1997; Teece, 2007; Helfat 

& Peteraf, 2015). To see these differences, an interpretivist approach allows for the different 

responses and reflections of the participants (Collis & Hussey, 2014), which will enhance our 

understanding of the phenomena of dynamic managerial capabilities and how they affect the 

implementation and renewal of firm strategies. 

 

3.1.2 Research Approach  

In order to craft meaningful research, it is important to be aware of different ways of conducting 

research (Woo, O’Boyle & Spector, 2018). For this study, the research approach chosen is an 

inductive approach. As stated in the previous section, our research paradigm is interpretivism 

in nature. By choosing an interpretivist paradigm, Saunders et al., (2016) argue that the research 

approach most likely will be inductive or have inductive tendencies. This is because when using 

an inductive reasoning, the analysis of the collected data will build towards a theory. 

Furthermore, inductive reasoning could be defined as a bottom-up approach, which seeks to 

reach an understanding of a particular question based on discovering new knowledge (Saunders 

et al., 2016). Because of the aforementioned reasons, when exploring how managers affect the 

implementation and renewal of firm strategies, an inductive approach is deemed most sensible. 

 

According to Saunders et al., (2016), the research approaches one can choose from are not 

absolute, but rather exist on a spectrum. As such, even though we take a mainly inductive 

approach in this study, we must also recognize when we steer away from being strictly inductive 

in our research approach. One such area to note is our use of a frame of reference, which could 

be argued to be more deductive in nature. Using a frame of reference gives us a starting point 
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for our exploration. In a completely inductive approach one starts with an observation and 

builds theory from the observations. A deductive approach is often more concerned with testing 

of existing theory, compared to an inductive approach that deals more with building new theory 

(Saunders et al., 2016). By using a frame of reference but still having the focus of the research 

explorative, we argue that our research approach should be defined as mainly inductive but with 

deductive tendencies.  

 

3.1.3 Research Design  

The purpose of the research design is to show the reader the overarching plan of how we, as 

researchers, has attempted to answer the research question. In order to do this, we have chosen 

to make this a qualitative study. This is deemed appropriate as our study aims to explore how 

managers affect the implementation and renewal of firm strategies. To be able to explore, we 

need to understand the complexities around the phenomena we study. Qualitative data therefore 

fits this study well. Qualitative data may come from open ended questions through in depth 

interviews which is further analyzed in order to develop new theory (Saunders et al., 2016), 

which suits our study well as we seek to interview managers at the case company that are 

involved in the strategy building and implementation process.  

 

The alternative would have been to use a quantitative approach, but as a quantitative approach 

seeks to observe a phenomenon through statistical or mathematical models (Saunders et al., 

2016), we do not deem it appropriate for this study. We would like to mention and acknowledge 

that in our literature review, we have seen examples of quantitative studies related to 

microfoundations of dynamic capabilities. As such, microfoundational research of dynamic 

capabilities may be both qualitative and quantitative. However, since the purpose of this study 

is to explore how managers affect the implementation and renewal of firm strategies, we believe 

that qualitative data present an opportunity to find interesting insights. 

 

3.2 Method 

3.2.1 Purposive Sampling  

In order to ensure getting the best possible data, we used purposive sampling. According to 

Saunders et al. (2016), good purposive sampling should be based on the research question and 

the purpose of the study. Because purposive sampling enables the researcher to use his or her 
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own judgement when choosing the interviewees (Saunders et al., 2016), it is good to outline the 

thought that went behind the sampling process. This is outlined below. 

 

As researchers, we first made contact with one representative within the case company. The 

case company itself is further described in the following section. The representative works in 

an executive capacity within the firm's strategy team and has authority of the firm’s strategy 

process. Through our representative, access was gained to individuals with similar credentials 

at the firm. In order to gain access to the right people for the study, and in line with purposive 

sampling guidelines, we explained to our representative what kind of people we wanted to 

interview. Since we aim to get insight into how managers affect the implementation and renewal 

of firm strategies, it was important that the interviewees have a decision-making role within the 

overall strategy of the firm. This was deemed important in order to clearly being able relate to 

the theories by Helfat and Peteraf (2015) as well as that of Teece (2007), which builds on 

research of mainly higher-level managers.  

 

Every participant of our study has a direct impact of the firm’s global strategies, taking part in 

the entire strategy cycle from creation to implementation and renewal. Three of the chosen 

participants worked internally at the firm and one participant serves as an external consultant. 

However, this participant was still deemed eligible as she has been with the company and its’ 

strategy department for five years and hold executive privileges.  

 

3.2.1.1 Case Company  

The company of our case study is an MNE in the pharmaceutical industry. It was found through 

a contact of one of the authors, meaning it was found through convenience sampling. 

Convenience sampling is when participants are selected because of their convenient 

accessibility and proximity to the researcher (Saunders et al., 2016). 

 

The case company is deemed relevant for the study for a few reasons. First, as seen in the 

literature review, global strategy has been under more and more pressure to adapt to the fast-

paced changes in the environment that we see in an ever more globalized world (D’Aveni, 

1994; Bourgeois & Eisenhardt, 1988). The case company themselves are right in the middle of 

this. Furthermore, for the company, as with the rest of the pharmaceutical industry, successfully 

constructing and executing strategies is of utmost importance. The strategies cannot just break 

even, but also make it possible for the firm to invest heavily in R&D for future success. This 
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enabled us to gain insights from practitioner that are tackling the issues described by scholars 

today.  

 

Lastly, the case company is deemed suitable because they are performing above industry 

standards. We have therefore been able to get insights into a company that, for one reason or 

another, is so far successfully navigating the changing environments. When talking to the case 

company, they were very interested in getting perspective on how strategies are built and 

executed according to new research.  

 

3.2.2 Data Collection  

The data collection in this study is both secondary and primary. As the nature of our study is 

inductive, primary data was collected based on empirical findings from interviews with decision 

makers at the case company (Collis & Hussey, 2014). Secondary data was collected from the 

companies’ web page and news articles about the case company. This was collected to increase 

the understanding of the case company and its current state. However, to ensure anonymity of 

the case company, they are not presented in the thesis.  

 

Primary data was used to explore how managers affect the implementation and renewal of 

global strategies. Primary is gathered from interviews as well as strategy documents from the 

case company. These are further outlined in respective sections. As we have two or more 

independent sources of data being used to corroborate the findings, triangulation is being used 

in order to give more credibility to our findings (Saunders et al., 2016). 

 

3.2.3 Literature Review  

The purpose of the literature review is to gain an understanding of already existing debates and 

views within our field of research, which was used to find the gap for our study.  

 

Our search strategy has been as follows: First we conducted random samples in order to get an 

overview on the subject of microfoundations. Here we used different sources of information to 

get as broad a view of the subject as possible. For example, we got in contact with the well-

known professor Nicolai J. Foss whom has had great influence in the subject of 

microfoundations who gave us a nod in the right direction. Another example is how we did 

basic searches in the Google search engine. This was very rewarding for us and led us the 
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second part of our search strategy: To find the most cited and influential articles on global 

strategy, dynamic capabilities and microfoundations. Here, it is important to add that we have 

not limited our search to keywords only, as we found that many relevant articles that we found 

in our first search process mentioned above does not include these keywords. However, to 

conclude this paragraph, the publications used in our thesis is exclusively from electronic 

sources where the most frequently used database was Scopus. Using Scopus allowed us to 

search in many different combinations of relevant search terms and gave us direct and free 

access to the articles because of the database’s connection to Jönköping University. In addition 

to Scopus, Jönköping University’s own database “Primo” and Google Scholar were used.  

 

The following keywords were used separately, in different combinations and spelled differently 

to get an overview of available research: Strategy, Global Strategy, Dynamic Capabilities, 

Resource Based View and Microfoundations. In order to find the most credible data we strived 

towards using articles with the highest amount of citations. However, to make sure we also had 

recent research on microfoundations, some of the chosen articles have fewer citations. To 

ensure credibility of articles with lower citations, we made sure that those articles came from 

highly ranked journals. In addition to searching and finding relevant articles through databases, 

once a relevant source was identified, we also tracked what sources it used in order to find more 

similar and relevant research.  

 

3.2.4 Primary Data 

Primary data is the information collected specifically in regard to the research being undertaken 

(Saunders et al., 2016). In our study we have gathered primary data from our case company in 

two forms; strategy documents and interviews with executives in strategic roles. How the 

primary data was gathered will be further elaborated on in the following sections.  

 

3.2.5 Semi-Structured Interviews  

Empirical data in this study has been collected through semi-structured interviews with 

interviewees at our case company who have a decision-making role within strategy 

development. The purpose of a semi-structured interview is to allow new ideas to be 

incorporated within the prepared questions. It was important for us to let the interviewee speak 

freely and then only use probing questions when needed in order to get a deeper understanding. 

Because we were performing an exploratory study, deeper insights enabled us to answer our 
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research question in the best way possible. Furthermore, semi-structured interviews are often 

part of qualitative interview questions (King, 2004) which suits our study well.  

 

As our study follows an interpretivist approach, the semi-structured interviews seek to explore 

how managers affect the implementation and renewal of global strategies. To do this, we used 

the dynamic capabilities framework by Teece (2007) and the theory of managerial cognitive 

capabilities by Helfat and Peteraf (2015) to construct relevant questions that allowed for 

exploration.  

 

Because the case company is multinational enterprise, the chosen participants for interviews 

were spread out on different continents. Due to financial constraints, it was decided to not fly 

to interview our participants in person. Instead, the interviews were conducted virtually through 

a video chat software, Skype. Although we recognize the advantages that comes with being in 

person when conducting in-depth interviews in particular (Saunders et al., 2016), we argue that 

accessing the right people for the study is of more importance than the medium through which 

the interviews are performed. During the interviews, the connection could break up from time 

to time, however the interviewees were experienced in using Skype and together we solved this 

small issue very well. 

 

3.2.6 Interview Questions  

The aim of the interviews was to explore how managers affect the implementation and renewal 

of global strategies. First, questions about the interviewees background, role and experience 

was asked to create a general picture of the interviewees. It also allowed for comparison, should 

it be deemed relevant.  

 

The main questions in the interviews were based on the literature presented in the frame of 

reference; the managerial cognitive capabilities identified by Helfat and Peteraf (2015) and its 

overarching framework of dynamic managerial capabilities (Teece, 2007). This was done in 

order to enable good comparison and analysis of the answers from the interviewees. Because 

of the semi-structured nature of the interviews, the interview questions were open-ended. 

Consequently, not just factors related to the frame of reference, but the entire literature may be 

identified and explored should it be relevant. Also, sometimes we asked the participant to 

elaborate further which could be argued as probing. For a complete outline of the interview 

questions, see appendix 2: Interview Script.  
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After having performed the interviews, some were deemed to be lacking in their answers. These 

were completed either by mail or by phone in correspondence with the interviewee. 

 

Participant Date of 
Interview 

Interview 
Duration (min) 

Years 
working 
for the 

company 

Level of 
education 

Seniority  

1 12th of April 33 5 Masters 
degree 

Consultant 
with 

executive 
privileges 

2 12th of April 51 18 Masters 
degree 

Executive 
level 

3 12th of April 36 12 Doctorate Executive 
level 

4 16th of April 44 7 Bachelor 
degree 

Executive 
level  

 

Table 1: Summary of Interviews 

 

3.2.7 Strategy Documents  

In addition to the data collected from interviews, we also requested and gained access to 

strategy documents form the case company. We were able to gain access to these documents 

by signing strict confidentiality agreements as the information is deemed highly sensitive. For 

us, having access to the case company strategies was good for two reasons. First, it enabled us 

to gain a deeper understanding of the strategy process of the case company and thus the context 

within which our interviewees worked. Secondly, relating to our research question, having 

access to tangible documents made it possible for us to compare between what is said and what 

is written regarding how the managers affect the implementation and renewal of firm strategies. 

We requested and gained access to two types of documents. The first was the overall strategy 

cycle of creation and implementation. This document was used specifically to gain context as 

to where the dynamic managerial capabilities come into play.  

 

The second type of documents was growth strategies for a selected therapeutic area. This 

document was mainly used to see whether what the interviewees said was also what was 

written. Furthermore, the growth strategy documents were also used when looking at the 

context within which the interviewees operate.  
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3.2.8 Data Analysis 

When analyzing the data, this study used thematic analysis. This was deemed appropriate as 

the aim of the study was to find commonalities and patterns of the data from the interviews and 

strategy documents. The findings were then investigated further. First, data was coded in order 

to identify patterns. Second, we will see what will be connected to the research question. 

According to Saunders et al. (2016), this sort of thematic analysis is appropriate for both large 

and small sets of data, giving rich information. We believe that a thematic analysis together 

with open ended questions will give us a broad and deep understanding of the topic from the 

participants perspective, which is what we aim to explore. 

 

When applying the thematic analysis, the process of the data analysis started with transcribing 

the conducted interviews. This gave us an overview of the data that had been collected. The 

second step was to code the interviews according to their various characteristics and specific 

findings. For this specific research, the main themes and characteristics was the dynamic 

managerial capabilities and their corresponding managerial cognitive capabilities that the 

interviewees employ to certain degrees and in certain contexts. The third and final step was to 

analyze the findings and the corresponding themes, connecting them to the research question 

and literature, to create a report of the overall narrative of the analysis (Saunders et al., 2016). 

 

The data from the interviews was sorted into three major themes, the dynamic managerial 

capabilities of sensing, seizing and reconfiguration. Within the major themes, the managerial 

cognitive capabilities correlating to their respective dynamic managerial capabilities are 

analyzed. This was done to create a good storyline where the research purpose and research 

question are the focal point of the analysis. Following this structure allowed the study to remain 

focused and limit discussions on irrelevant findings. The data was then continuously compared 

to theory throughout the study. 

 

To triangulate the findings, we made use of the strategy documents provided by the case 

company. For the strategy documents, no particular coding was used. Instead, the strategy 

documents were used to contextualize the empirical findings and the correlating theory from 

the literature review.  
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3.2.9 Ethics  

Ethics should be considered in all stages of the study (Saunders et al., 2016) In order to be 

ethical, authenticity is an important aspect, as ethical research refers to the different standards 

set for different behavior (Saunders et al., 2016).  

 

The participants available for interviews with strategic significance was proposed by our 

contact at the case company. Based on their various credentials, we approved the selection 

based on our requirements. When establishing first contact with the selected participants, an 

email was sent containing an introduction. The introduction included information of who we as 

the researchers are, what we were studying at the case company and a brief statement about the 

actual topic that the interview would relate to. This was done in order to ensure that the 

interviewees felt comfortable with us and the topic, as well as giving them the opportunity to 

choose to not take part in the study. This is important according to Collis and Hussey (2014), 

as forcing individuals to take part in a study against their will is considered highly unethical. 

As the participants agreed to our terms, a date and time was set for the interview. 

 

3.2.10 Confidentiality and Anonymity  

Regarding obtaining information of individuals, confidentiality is an important aspect to cover 

(Saunders et al., 2016). Confidentiality and anonymity were also of utmost important to the 

case company because our study relates to firm performance and thus what could make them 

strategically superior to their competitors. In order to gain access to the case companies’ 

strategic materials, we therefore signed strict confidentiality agreements. This ensured the case 

company that we would handle their material with the highest respect, as having the material 

revealed to the public could harm their current strategic operations. This also restricted us from 

using the participants real names and titles as well as displaying the case companies’ strategic 

materials. To ensure that this would not conflict with the validity of this study, each participant 

was given a random number. Their roles were also described using different terminology. 

Furthermore, the strategic materials were also described but using different terminology and 

without presenting numbers. 

 

Following the confidentiality agreements, anonymity of participants was also important to 

achieve. Once participants were contacted about being interviewed, they were informed that 

their names would not be mentioned throughout our work. In addition to the confidentiality 
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agreement, another positive aspect of anonymity was that it is considered to enable participants 

to speak more freely (Saunders et al., 2016).  However, as it was of significance to our study, 

they were informed that their role would be mentioned, which they agreed upon.  

 

3.2.11 Data Quality  

Because our chosen philosophy is interpretivism and our research approach is qualitative, it 

was important to consider issues that may arise using these approaches. These issues may be 

regarding reliability, bias, validity and generalizability (Easterby-Smith, Thorpe, Jackson & 

Jespersen, 2018). Although no research can ever be flawless, a good research design and 

deliberately working to reduce issues is important as it lessen the room for error (Saunders et 

al., 2016).  

 

3.2.12 Reliability  

In order to enhance credibility, a researcher should consider whether the data collection 

techniques and analysis procedures are sound or not (Saunders et al., (2016). Reliability is about 

the consistency of the results of the research. However, due to the use of semi-constructed 

interviews, there will always be different realities within which the interviews take place. 

Although the flexibility of semi-structured interviews is valuable (Marshall & Rossman, 2006), 

one should still seek to create a reliable as study as possible. 

 

In order to achieve high reliability, we sought to conduct all interviews in a similar manner. All 

interviews were recorded with the application “Otter Voice Notes” which transcribes the 

interviews in real time. This was of great use as it made it possible for both researchers to listen 

to and understand the interviewee without having to take notes simultaneously. Furthermore, 

after having done the interviews, we listened to the recordings to make sure that the transcribing 

was done correct by the software. At the same time, we took initial notes of our reflections. 

 

All interviews were conducted virtually via the software “Skype”. As we were not able to 

conduct the interviews face to face with the participants, together with the case company we 

came to the conclusion that Skype was the second-best alternative as it still allowed us to 

connect with the participants through both voice and video. One flaw with conducting the 

interviews virtually however was that we could not control the participants environment more 

than urging them to be in an environment that allows them to focus on the interview. 
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3.2.13 Bias  

Different types of biases are considered a threat to reliability (Saunders et al., 2016). This is 

because biases affect how information is perceived and or sent. Saunders et al. (2016), 

recommend researchers performing interviews to keep two main biases in mind. These are 

interviewer bias and interviewee or response bias (Saunders et al., 2016). According to 

Saunders et al. (2016), interviewer bias is “where the comments, tone or nonverbal behavior of 

the interviewer creates bias in the way that interviewees respond to the questions being asked.” 

Interviewee or response bias is then how “interviewees may be willing to participate but may 

nevertheless be sensitive to the unstructured exploration of certain themes” (Saunders et al., 

2016).  This could then mean that interviewees not reveal the full depiction of the situation as 

it may reflect negatively on the interviewee. Below, it is outlined how we approached these 

biases.  

 

First, in order to avoid both interviewer bias, we as the interviewers prepared thoroughly before 

the interviews took place. This included, but was not limited to, studying the organization 

chosen for the case by reading information that could be found online, both from the company 

website, but also news articles about the company. In addition, we were also able to have 

contact with a representative to get access to strategy documents. With this preparation, we 

were given an overall understanding of the case company, its strategies and inner workings 

before the interviews.  

 

As previously discussed, due to financial constraints, we were not able to conduct the interviews 

in person. This limited how we could control the environment around the interviewer and the 

interviewees. However, performing the interviews via Skype did give interviewees the 

opportunity to choose the environment where the interviews took place. Since it was an 

environment of their own choosing, we argue that this could have relaxed the interviewees, 

enabling them to provide better answers.  

 

Scheduling was done with consideration of the interviewees intense schedules. As we did not 

want to draw attention to themselves during the interviews, simple and professional clothing 

was decided upon in advanced. The clothing was chosen to concur with the standards of the 

office within which the interviewees worked.  

 



   30 

The interviews were started with some opening comments by the interviewers which included 

a short introduction of the research and a presentation of the interviewers. When asking 

questions, we avoided leading questions. For example, instead of asking specifically about the 

managerial cognitive capabilities we framed the questions so that the participant would not be 

forced to mention or elaborate on a concept they did not themselves find important. Doing this 

expanded our efforts to not inflict the interviewees answer with the thoughts of the interviewers. 

To further limit interviewer bias, only one of us had the job of asking questions. In addition to 

this, we aimed to hold the interviews in a fairly straight forward and calm nature. This was done 

to consider the impact an interviewers behavior might have on an interviewees answers.  

 

Finally, each interview had two audio-recordings, with complimentary notes taken by the 

interviewers, to ensure as accurate and full data collection as possible (Saunders et al., 2016). 

The interviews were then coded by both authors of this thesis.  

 

3.2.14 Validity  

Validity refers to the extent the finding corresponds to the real world (Saunders et al., 2016). 

One way of increasing the validity is to use multiple data sources (Saunders et al., 2016). For 

this study, both primary and secondary data was used to increase validity. From the secondary 

data, a review of the existing research gave us a deeper understanding of the chosen topic. In 

addition, from the existing research we found a relevant theoretical framework to use for 

interview questions and analyzing the responses, which added more perspectives and depth in 

our analysis. Furthermore, the findings from the interviews are compared with findings from 

strategy documents from the case company in order to reach better explanations. 

 

3.2.15 Generalizability  

When performing qualitative research and having interviews, generalizability is often raised as 

an issue to consider. Generalizability is about whether the findings could be applied to other 

settings or environment or not. Often, compared to quantitative research, qualitative research 

have smaller sample sizes, which raises the question of its generalizability. According to 

Saunders et al. (2016), however, the generalizability should depend solely on the sample the 

research is based upon.  
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For this research, four semi-structured interviews were held with individuals from the same 

company. Although it could compromise the generalizability, it was argued to be of more 

importance for the research to have access to the type of individuals who affect the 

implementation and renewal of strategies. As we were given access to this within one company, 

the decision to compromising generalizability slightly for the opportunity to truly explore the 

subject matter was made.  

4 Empirical Findings  
In order to present the data in a way that clearly showcases this study’s exploration of how 

manager affect the implementation and renewal of firm strategies, this will be done in several 

steps. First, we provide two sections regarding the context in which the findings reside. In the 

first section we present the special predicaments that exists in the pharmaceutical industry, 

which gives an overview to the macro-environment within which the case company does 

business. Next is a section on the case company’s strategy process. This section uses the 

strategy documents and supportive quotes to provide a picture of the immediate environment 

that the participants work in. It is in this context that the participants themselves directly affect 

the implementation and renewal of firm strategies, which is the focus of this study.  

 

Having provided context to the findings, we then move on to present the findings from the 

interviews in three steps. First, a table with indicative quotes provide an overview for the 

reader. Secondly, the findings related to each dynamic managerial capability is presented using 

their respective managerial cognitive capabilities. This is done in short text summaries to 

provide a broader overview of our findings. Thirdly, our findings will be further elaborated 

upon, discussed and critiqued further in the analysis section to create new insights.  

 

4.1 Pharma Industry  
There are few industries with higher pressure on strategies to be constructed and executed well 

than the pharmaceutical industry. With investments of roughly $2.6 billion for the development 

and testing of a drug, it then takes up to ten years for a new drug to reach the market. Coupled 

with a prolonged development cycle that is on average six to seven years long, the pressure is 

immense on the strategies to be successful (PhARMA, 2015).  

 

According to Statista (2019), this makes the pharmaceutical industry have a large influence on 

the amount spent globally on R&D. Only behind computing and electronics companies in 
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spending on R&D, pharmaceutical firms stand for 21.7% of the global spending on R&D in 

2018 (Statista, 2019). Furthermore, the pharmaceutical industry has the highest percentage of 

total revenue spent on research and development, with roughly 15% spent industry wide on 

R&D every year. The heavy spending on R&D is attributed to the nature of the industry. 

Because of the reliance of growth and profit coming from new and breakthrough medicines and 

technologies, R&D spending is not just a way of gaining competitive advantage but surviving 

in the industry. A pharmaceutical company must not only worry about breaking even, it must 

also continuously have enough profits to enable the research and development of new drugs. 

These high investments needed in R&D to remain competitive is also one of the reasons why 

the industry has seen great consolidation of companies, with a few larger global actors being 

the result. Simply, the high financial risks and high costs of the research is not feasible for 

smaller companies.  

 

The high stakes game played with R&D in the pharmaceutical industry makes their strategies 

all the more important. But, as the global competitive landscape is intense and has the potential 

to change rapidly, being dynamic in ones strategies is of great importance. By doing research 

on a company within the pharmaceutical industry that is navigating this difficult landscape, we 

believe we will gain new and interesting data. Furthermore, the lessons learned could be 

beneficial for many industries, even where firms are slightly less dependent on their strategies 

being successful. 

 

4.2 Strategy at the Case Company  
The case company is a global player in the pharmaceutical industry, with world-wide reach. It 

has successfully been able to grow its business for decades. The case company operates on a 

headquarter-subsidiary basis, meaning that they set up specific subsidiaries in new markets. 

This is done in order to allow for more agility at a local level. In the pharmaceutical industry, 

one must, besides knowing how the specific markets customer behaves, oblige to the laws and 

regulations of each country. This makes governance through subsidiaries a good way to make 

sure their products sell well. At the same time, the case company makes use of economies of 

scale with regards to their R&D department and production of pharmaceuticals in order to lower 

costs associated with those activities. For the company, as with the rest of the pharmaceutical 

industry, successfully constructing and executing strategies is of utmost importance due to the 

high financial risks with such enormous spending on R&D.  
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This leads us to the case company’s strategy process, or rather, cycle containing four main 

components. The components are; situational assessment, portfolio/product customer strategy, 

bridge to local and customer activation. These four components exist in a continuous cycle that 

is re-evaluated and done once per year. The people interviewed in this study are the managers 

and people directly responsible for ensuring that this cycle runs smoothly and creates the value 

the firm needs it to.  

 

The situational assessment exists to help the case company see what is new in the market. The 

case company has a specific insights department that produces insights for the strategy 

department, among others.  The insights department at our case company is a separate 

department from the strategy department. The insights department are developing new insight 

frameworks and tools to support customer-focused decision making through three main 

activities. Customer journey maps are created that provide insights into the end-to-end 

experiences of the customers. Social media listening and digital insights capabilities are 

performed to understand customers digital behaviors to enhance engagement strategies. Lastly, 

the insights department themselves pioneer new measurement programs within the company to 

understand customer advocacy and loyalty. Going back to the strategy process, the strategy 

department are always in contact with the insights department to check in on and develop the 

processes and systems to get newer and better insights.  

 

The second step, portfolio/product customer strategy, then takes the insights from the 

situational assessment and asks where the company should play and how they will win in that 

market. Here, the company prioritizes customers, matches the firm's capabilities with market 

opportunities and creates desired future behaviors that their strategies should achieve.  

 

The third step, bridge to local, is all about how the case company works to pull through what 

has been found and decided on in the previous steps. Because of the global nature of the 

business, with several subsidiaries connected to a head office, this step is crucial to ensure an 

understanding of the global strategy and create alignment within the case company.  

 

The fourth and last step in the strategy cycle is customer activation. This step aims to answer 

what is exactly to be done to activate the customers. Here, the case company prioritizes certain 

engagement opportunities and develop tactics on how to meet those opportunities.  This is a 
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step that is very much focused on a local level, however the performance and insights are then 

used as a starting point for the situational assessment, or step one, in the strategy cycle.  

 

4.3 Table 1: Presentation of Empirical Findings  
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4.4 Sensing  

4.4.1 Perception  

A common pattern in the interviews is that the participants focused less on the managerial 

cognitive capabilities underpinning sensing opportunities than those underpinning seizing and 

reconfiguration. However, the participants did mention the cruciality of sensing opportunities 

in order to remain highly competitive. We speculate about why this is in the analysis.  

 

Regarding the MCC of perception, we found no strong quotes or indications from two out of 

four participants. Out of the two that mentioned it, it was not done with emphasis. One 

participant (2) stated that “…The hard thing is to build the insights, you would probably need 

some level of experience or expertise about the project.” Another participant (3) mentioned the 

handling of big data, which could be indicative of the need for perceptive capabilities. However, 

the statement was made without clear reference to something enabling us to connect it to 

perception with great certainty.  

 

4.4.2 Attention  

Regarding attention specifically, three out of four participants at least mentioned the underlying 

factors and importance of attention in sensing opportunities. One participant said that “it’s is 

and art and a science”.  The participant (1) went on to state that “… you can have all the data 

in the world that tells you so many different things about everything in your market. But if you 

don't turn that into the right, you know, map, then it is not a way of looking at your market.” 

This showcases what the MCC of attention is argued to be important for: to decipher what to 

look for in an ocean of information. Another participant (3) also talked about the importance of 

knowing “how to manage all this data”, where another participant (2) simply stated that for 

sensing opportunities a manager needs “common analytical skills.” 

 

4.5 Seizing  

4.5.1 Problem Solving and Reasoning  

Problem solving and reasoning are considered essential MCCs to successfully seize 

opportunities (Helfat & Peteraf, 2015). All four participants in this study showed this to be the 

case with clear examples of how these MCCs underpin seizing capabilities. Participant 3 

explicitly stated the same, by saying that “finding the opportunity doesn’t mean that it will 

work” as an argument for the need of seizing capabilities in general.  
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Participant 3 then specifically mentioned scenario planning and the need to “see it as chess”, 

which further cements the participants belief in the importance of being able to solve problem 

and see how fit is affected.  

 

Furthermore, Participant 2 described this step as a sort of matching process, where one needs 

to “merge your company goals and your company offer”. Participant 4 seemingly agrees by 

stating that “you need to have you know, the rationale why you would you doing what you 

originally doing?” 

 

Finally, three out of four participants mentioned the ability to prioritize as crucial in this step 

for success. This is best showcased by a quote from participant 2 stating that “…they need to 

know how to prioritize and make choices.” 

 

4.6 Reconfiguration  

4.6.1 Language and Communication  

Regarding Language and Communication, participant 1 found it a crucial capability, stating 

that “It’s all about the right dialogue with your team”. Participant 1 further explained the 

thoughts behind the statement by explaining that often times “It’s about repeating… because 

sometimes you can say something once and people kind of acknowledge it, but they don’t really 

hear it.”  

 

Participant 4 described the need for managerial language and communication capabilities by 

stating that “I think clarity is really important and how you articulate to your members and your 

employees.”  

 

For participant 3, it is of utmost importance that managers make it “clear what to execute on” 

for good reconfiguration. In keeping a good line of communication, participant 3 recognizes 

the new tools given by technology, such as internal forums, as valuable. However, participant 

3 still argues for the importance of being “good at storytelling and explaining strategies by 

using examples.” 
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Lastly, participant 2 stated that it is about “… describing all the whys’ and not only do the 

insights; why is it like this, so that people get a, you know, a full understanding” in order to 

achieve a good reconfiguration process.  

 

4.6.2 Social Cognition  

When it comes to social cognition, participant 1 said what all of the participants agreed upon. 

“It is hearts and minds, you can tell someone logically, look, this is the right thing to do, and I 

know what I'm doing. But if you don’t convince them in the heart, they are not going to believe 

it, and I’m going to actually going to want to do that.” 

 

Participant 4 recognize the importance of MCC of social cognition by saying that for a manager, 

reconfiguration is all about “connecting the team, which has to do with building networks and 

knowing that I'm talking to you, what’s your style is what’s my staff and can I adjust myself so 

I can engage with them better.”  The participant continues by saying that because “…each 

individual is different and has different requirements, different assets, capabilities as well as 

performance levels. Good managers should be able to recognize that and motivate people, and, 

you know, lead by example” which tells about how social cognition is used by manager to 

ensure good reconfiguration.  

 

Participant 3 stated that it is important for a manager that there is “interpersonal skill” which 

was then further elaborated to the importance of having people in the organization be involved 

and engaged. For participant 3, “If you if you engage people, they will help you and they will 

help you execute.”  

 

Participant 4 were a bit more conservative regarding social cognition but did in fact mention 

the need for collaboration as strategy to the participant is “a joint effort between business 

analysts, the strategy builders.” 

  



   38 

5 Analysis  
In this section, we will further analyze the empirical findings and relate them to the frame of 

reference. Elements from the interviews will serve as the main ingredient in the analysis, with 

the theoretical foundation being the frame of reference. Secondary to the interviews, our 

analysis will be supported by the strategy documents, i.e. the case company’s strategy cycle. It 

is the connection between the empirical findings and the frame of reference that allows for 

exploration of the subject, which is related to the research question of this study.  

 

The section is divided into the dynamic managerial capabilities from Teece (2007) and their 

corresponding managerial cognitive capabilities (Helfat & Peteraf, 2015) for a clear 

presentation of the analysis.    

 

5.1 Sensing  
According to Tecce (2007), a fast paced, globally competitive environment makes the outside 

information a company needs to navigate the landscape successfully be in a constant state of 

flux. This is why sensing capabilities, meaning how managers compile this information on a 

good way, are critical for firm performance.  

 

At the case company, the dynamic managerial capability of sensing exists most prominently in 

the situational analysis of the strategy cycle. In fact, this is where the participants argue that the 

whole process starts for the case company. We can see this in the following quote by Participant 

1, saying “it starts with your outlook of the market landscape competition.” 

 

In the situational assessment, the company compiles insights as to what is going on in the 

market, which is meant to underpin or help managerial decision-making. Decision-making is 

in more commonly referred to seizing managerial capabilities (Helfat & Peteraf, 2015), 

however sensing is crucial in building the foundation for that decision-making. This is shown 

by the participants of the study, with Participant 1 saying that “strategy is only as good as like 

the insights and what drives it.” 

 

Participant 2 expands on the process through these insights are built and how the insights are 

used for decision-making in later steps of the strategy cycle. They start by looking at the end 

users, which for a company in the pharmaceutical industry is the patients, where they try to 
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understand as much as possible about the end user’s situation. One way they do this, as 

previously described, is through constructing customer journey maps. A lot of the work that 

goes into the situational assessment in the strategy cycle is done by the insights department. 

This understanding of the end user is then in used in step 2 of their strategy cycle, the customer 

strategy, to match what the case company can offer with the insights they have compiled here. 

This is the main way that the managers at this case company use sensing capabilities to affect 

the implementation and renewal of strategies. 

 

In the following two sections we dive deeper into what the participants argue make managers 

better at sensing opportunities.  

 

5.1.1 Perception  

Beginning with perception, this cognitive capability affects how managers recognize emerging 

patterns as well as interpreting the data (Helfat & Peteraf, 2015).  

 

Based on the findings the exploration into perception is rather limited. Although participants 

mentioned excerpts like the importance of being able to “handle big data” and “build the 

insights”, it was largely brushed of as important, but not the most focused on aspect. One reason 

for this might simply be that although the managerial cognitive capabilities are written as 

underpinning specific dynamic managerial capabilities, Helfat and Peteraf (2015) do 

acknowledge that there might be overlapping between the different categorizations and their 

respective cognitive capabilities. This could explain why mentions of perception-like was 

sometimes mentioned in combination with seizing and reconfiguration capabilities.  

 

Another reason could be due to how responsibilities in the case company is divided. Because 

the company have a specific department for building insights, the participants could see this as 

a given for successfully adapting to and seizing new opportunities. If one takes this aspect into 

account and accept that all mentions of “big data” and “insights” refer to perception, then the 

participants stand in agreement of its importance, which would confirm the theory of Helfat 

and Peteraf (2015) regarding perception. The most important affect that managers then have on 

the strategy process is how the insights are used, rather than compiling them themselves. 

  

Simply looking at the difference in the participants answers as shown in the table of the findings 

might also be considered proof of a path-dependent heterogeneity of managerial cognitive 
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capabilities. This is a key argument that Helfat and Peteraf (2015) make regarding their article 

and why the specific cognitive capabilities are important to lead to firm performance. Path 

dependency suggests that an individual’s capabilities are affected by an individual’s past 

experiences (Teece et al., 1997; Teece, 2007; Helfat & Peteraf, 2015). In the findings, this is 

indicated by some participant 1 and 4 not mentioning perception aspects, whilst participant 2 

and 3 did mention perceptual aspects. In their description of their roles, participant 1 and 4 

stated that they were more focused on different organizational and strategic aspect than that of 

gathering insights. Therefore, according to the path dependency argument, it makes sense that 

they are not inclined to provide information on perception capabilities. Indeed, both participants 

1 and 4 were then much more vocal in discussing the capabilities underpinning seizing and 

reconfiguration. 

 

5.1.2 Attention  

According to Helfat and Peteraf (2015), the cognitive capability of attention is crucial in 

determining what to focus on, and what not to focus on. This has several implications for 

managers. Helfat and Peteraf (2015) mentions, for example, how one cannot look at everything 

and find a common pattern. Instead, a manager or a firm must be able to choose where to sense 

for the right opportunities. In the findings, the participants most commonly boil this down to 

what they describe as “analytical skills”. Exploring the participants answers, we identify two 

aspects of attention. The two aspects, or ways of viewing attention according to the participants, 

are best summed up by participant 1, who stated “it is an art and a science”.  

 

Starting with the first aspect of attention, that it is an art, participant 1 continues by describing 

that “you can have all the data in the world, that tells you so many different things about 

everything in your market. But if you don’t turn that into the right, you know, not a way of 

looking at your market.” This indicates that attention is a sort of art behind what makes an 

individual capable of knowing where to look for the right insights, the right opportunities. If 

one instead focuses on the second part of attention, it being a science, participants 2 and 3 

mentions analytical skills more in practical terms.  

 

When participants 2 and 3 mentions analytical skills, it is mentioned fairly close to indications 

of what could be considered reasoning and problem-solving. Here, however, the participants 

make the distinction that a capability of being analytical must not infer that a decision is made 

based upon the analyzed data. Instead, this is a core aspect that the participants discuss with 
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regards to problem-solving and reasoning. This seeming overlap between a cognitive capability 

underpinning sensing and a cognitive capability underpinning seizing is interesting, but nothing 

new. According to Helfat and Peteraf (2015), their classification of each managerial cognitive 

capability is in accordance with where it relates the most, not where it operates exclusively.  

 

When elaborating on managerial cognitive capabilities in general, participant 1 suggest that one 

way they work with their managers to improve their capabilities is through training. According 

to Helfat and Peteraf (2015), this type of training can improve managers attention capabilities. 

Also, this sort of training may be a source for path dependence for the managers. This training 

and path dependency then result in heterogeneity, which explain differences in firm 

performance.  

 

5.2 Seizing  
According to Teece (2007), seizing on opportunities for firms are about choosing the right 

products and services together with designing the business models that supports them. This type 

of laying the right pieces of a puzzle makes seizing capabilities vital for managers to have to 

create firm performance.  

 

At the case company, seizing is primarily recognized in their second step of their strategy cycle. 

In the second step, which is defined as the step where portfolio/product customer strategy is 

created, they take the insights from the situational assessment and asks how they fit into what 

the case company does. Having done that, they then try to answer how the case company will 

win in the markets they choose to compete in.  

 

To lay this puzzle as well as possible, participant 4 says that it is important to find a balance 

between having a common strategic decision-making process and not making everyone a robot. 

What one wants, instead, is a decision-making process that allows to individuals to bring “a 

different element that brings some sort of different passion and excitement to the table”. 

Participant 2 says that sometimes, the way to do is by forcing people to collaborate. What the 

one is after is to create a tension, where different experiences and opinions meet. In a rather 

dialectic way, it is about having individuals with a thesis, individuals who dare to pose an 

antithesis and then the synthesizing the ideas to create what is the best for the customer and the 

company. For the managers, this is a major way they affect the implementation and renewal of 
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strategies at the case company. This is in line with Teece (2007), who says that a key for success 

in seizing opportunities is for managers to create an environment that makes it possible for the 

kind of tension that participant 2 mentions.   

 

In order to remove biases for managers in laying the puzzle of global strategies, the case 

company use scenario planning. Doing this, the strategy team construct various plausible 

scenarios of how the future could play out for the different product strategies. In this process of 

scenario planning, the company uses both insights from yesterday and predictions about the 

future, to see if one strategy is more likely to provide greater results than another.  

In the following section we dive deeper into what the participants argue make managers better 

at seizing opportunities.  

 

5.2.1 Problem Solving and Reasoning  

The effectiveness of the problem solving and reasoning capabilities of managers have a great 

impact on managers ability to seize opportunities effectively (Helfat & Peteraf, 2015). First, in 

the findings, there is consensus between the participants that seizing, and its underlying 

processes, in itself is vital. It is best summed up by participant 2 stating that “finding the 

opportunity doesn’t mean that it will work”. 

 

One part that Helfat and Peteraf (2015) emphasize is important for seizing opportunities is 

business model design. The process of designing a business model includes many parts that 

must fit together, like a puzzle. The findings support the argument that problem-solving and 

reasoning are used in the design of business models. Participant 3 recognizes this need by 

stating that seizing opportunities it is all about merging “your company goals and your company 

offer.” Furthermore, in order to be able to create something new that brings value, participant 

4 states that “…whether it’s processes, tasks, conversations or whatever the thing may be, you 

can see something different in that”. This is in line with how Helfat and Peteraf (2015) argue is 

a crucial aspect of problem-solving capabilities within managers.  

 

A key part in designing new business models or ways of working is making strategic 

investments (Helfat & Peteraf, 2015). The most important underlying aspect recognized in the 

findings is a manager’s ability to make decisions. More specifically, participant 1, suggests that 

many managers struggle in their capability to make choices. This suggest that reasoning itself 
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is very important. Participant 3 seemingly agrees, stating that the skills a manager needs to have 

in order to seize opportunities is knowing how to prioritize and make choices.  

 

One reason for a manager having difficulty in making choices could be due to the impact 

strategic investments often have on an organization. Helfat and Peteraf (2015) argue that these 

strategic investments are on irreversible and costly. That puts pressure on the managers making 

decisions to get them right. In order to not just rely on a manager’s cognitive capabilities of 

problem-solving and reasoning to make strategic investments, the case company works with 

scenario planning and often involve more than one individual in the decisions. According to 

participant 2, this scenario planning includes calculating potential rewards and risks as well as 

investigating more qualitative aspects such as if one has the right people etc. This is done to 

mitigate the costs that come with making strategic decisions. As argued by Helfat and Peteraf 

(2015), these strategic investments are often irreversible.  By using scenario planning, 

managers have choices to choose from and make informed decisions. And by having more 

people looking at the scenarios, the weight of the decision does not solely lay on one manager’s 

shoulders.  

 

In their concluding remarks on managers problem-solving and reasoning capabilities, Helfat 

and Peteraf (2015), suggest that superior capabilities are likely to lead to better designed 

business models and making better strategic decisions. The findings in this study supports that 

notion. Furthermore, the findings also suggest heterogeneity between managers capabilities of 

problem solving and reasoning. Thus, support is found for that heterogeneity between managers 

may lead to differences in firm performance. An interesting last remark from participant 1 is 

that “closeness enable problem solving and reasoning”, indicating path dependency as 

mentioned by Helfat and Peteraf (2015). 

 

5.3 Reconfiguration  
According to Teece (2007), reconfiguration of assets is about working to have continuous 

alignment of tangible and intangible assets. This type of reconfigurational capability is essential 

for managers to have in order to ensure follow-through of the strategies constructed in previous 

steps. 
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For the case company, the reconfiguration aspect is represented by the third and fourth steps in 

the strategy cycle. Starting with the third step, the case company calls this step “bridge to local”. 

In this step, the case company works to translate a global strategy to an even more actionable 

local strategy. This is a crucial step for the case company, with participant 1 stating that “the 

people executing and the people implementing are not usually the people making the strategic 

decisions” in the company.  

 

The participants of the study focused the aspect on creating alignment on how to get all of the 

employees to work in the same direction. This is a complex issue, but one that essentially hinges 

on the managers capability to clearly communicate and motivate one’s employees. According 

to participant 1, “adapting to new environments, these situations is really difficult for people”, 

so a manager has to be understanding of that to be effective in their reconfiguration capabilities.  

Participant 2 sees reconfiguration capabilities as being well-versed in selling the plan to the 

people. The participant states that “if they’re not engaged, you do have to help them being 

engaged. Because it’s our job to sell it.” The second part of that is then to listen to what the 

employees has to say and measure their response. This is a major way that a manger affects the 

implementation of strategies.  

 

The fourth and last step in the strategy cycle is what the case company calls “customer 

activation.” This step is pretty much step three but on even lower levels in the company, where 

we have now gone from the strategy executives at the top to the operational teams working 

directly with the customers. Lastly, this step is also where the final measurements are set up 

that are then taken into the situational assessment as a point of insights when the strategy cycle 

starts all over again.  

 

In the following two sections we dive deeper into what the participants argue make managers 

better at reconfiguring assets.  

 

5.3.1 Language and Communication  

In order to successfully seize on opportunities in the external environment, there is a need to 

enhance or change an organization’s assets (Zollo & Winter, 2002). According to Helfat et al. 

(2007), this is referred to as asset orchestration, which is how one selects, changes, aligns and 

modifies both tangible and intangible assets. Doing this effectively involves communicating 

the needed changes to a great number of people. This is where a manager’s skill in language 
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and communication makes a great difference. Participant 1 agrees, saying that if one wishes to 

ensure an as smooth as possible adoption process, it is all about how you, as a manager, are 

able to have the right dialogue with your team members. 

 

What participant 1 says above is a main argument for the case that Helfat and Peteraf (2015) 

makes regarding the importance of language and communication skills. A manager that is 

skilled in using language and communication can affect employee’s response to changes. 

Regarding communication, affecting one’s employees may be done though both verbal and 

nonverbal communication (Helfat & Peteraf, 2015). This is a critical skill according to all the 

participants in the study, because, as participant 1 says, “adapting to new environments, these 

situations are really difficult for people.” Helfat and Peteraf (2015) agrees with this difficulty 

and argue that it is critical that managers have the skills necessary to overcome employee’s 

resistance to change. At the case company, this difficulty is best elaborated upon by participant 

4, saying that there is a difference between how the executives talk about strategy and how the 

employees implementing it understands it. It therefore becomes important for the manager to 

convert the strategy into the language of the employee to have a positive impact on how the 

implementation of the strategy works.  

 

To combat these difficulties mentioned by the participants and Helfat and Peteraf (2015), the 

study finds several ways in which managers use their language and communication skills. Here, 

it is important to mention what the participants argue is the purpose of language and 

communication skills. According to them, the main aim for a manager with his or her language 

and communication skills is to achieve clarity.  

 

One tactic that skilled managers use to achieve clarity, according to Participant 2, is storytelling. 

This is briefly mentioned as a good way of mobilizing employees around a new course of action 

by Helfat and Peteraf (2015). However, a good manager must strike a balance, as 

communicating too much may also be problematic, according to participant 2.  

 

Another insight comes from Participant 1, arguing that using ones language and communication 

skills is vital when making the intangible tangible. According to participant 1, it is important to 

create responsibilities and set up measurable goals to create clarity of action in team members. 

This is especially important, and difficult, in a large MNE because of the sheer number of 

people involved and the distance between them, according to participant 2. Today, the case 
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company makes use of technology to unload a bit of the verbal communication pressure of 

managers. What they do is that they create online forums and online web-pages to keep the 

information available for all employees. It should be noted, however, that when working this 

way, the input into the system becomes very important and it is still the job of managers. 

 

5.3.2 Social Cognition  

According to Helfat and Peteraf (2015), asset reconfiguration does not only require good 

language and communication skills in managers. Asset reconfiguration could also benefit 

greatly from managers being capable of making employees cooperate within an organization. 

Achieving cooperation depends first and foremost on a manager’s social cognitive capabilities. 

This point is emphasized heavily by participant 4 stating that “If you if you engage people, they 

will help you and they will help you execute”, and by participant 4, who notes the importance 

of social capabilities to achieve cooperation, alignment and buy in from the different 

stakeholders in the organization. 

 

To achieve the much sought-after cooperation, a manager must have the capacity to understand 

other points of view. This allows for opportunities to influence their future behavior (Helfat & 

Peteraf, 2015). Participant 1 confirms this need by saying that it is important for managers to 

be able to see different perspectives. Participant 3 agrees with participant 1 saying that “A good 

manager is not a manager who treats everybody the same. You should treat your people 

individually, because each individual is different”. This quote implies the aforementioned need 

to see the different perspectives of other people is crucial to get them onboard.  

 

According to Helfat and Peteraf (2015), social capabilities allows managers to help foster 

cooperation because they make managers better at building trust. Trust requires that the parties 

involved understand one another. According to participant 4, this has a lot to do with 

“connecting the team by building networks” Participant 2 simply addresses this by a need for 

“interpersonal skills.” 

 

More than enabling managers to foster cooperation, social cognitive capabilities also helps 

manager overcome resistance to change. By providing insights into how employees feel about 

the changes, managers can change their approach to the employees and be more effective in 

their communication (Helfat & Peteraf, 2015). Participant 1 elaborates by saying that “It's 
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hearts and minds. You can you can tell someone logically that, look, this is the right thing to 

do… But if you don't convince them in the heart then they are not going to believe it.” 

Furthermore, participant 4 recognize this need because each individual is different, have 

different requirements, assets and capabilities, which a manager must recognize to know how 

to adapt the message so that it resonates with each and every employee.  

 

In general, the participants recognize the need for social cognitive capabilities because they 

believe engagement to be vital for a strategy to be implemented in the best way possible. 

Participant 2 summarizes this best, saying “If you if you engage people, they will help you and 

they will help you execute.” How skilled managers are to mediate this process is a key part in 

how managers affect the implementation and renewal of firm strategies.  

 

6 Discussion  
In this section, we will discuss the contributions and implications of this study. Additionally, 

limitations and possible future research will be presented.  

 

6.1 Contributions  
By answering the research question, the observations made in this study have contributed 

knowledge on how managers affect the implementation and renewal of strategies. The field of 

global strategy has been widely researched, but with the changes in business environments, 

there is a need to revisit and improve on the concepts in the field. In this thesis, we have done 

this by applying a microfoundations approach to the dynamic capabilities’ framework (Teece, 

2007). Previous research has shown that focusing on the individuals of organizations instead of 

the organization as a whole is a valid way of adding knowledge to the global strategy field 

(Contractor et al., 2019).  

 

In order to see how managers affect the implementation and renewal of strategies, we made use 

of both the dynamic managerial capabilities (Teece, 2007) and the managerial cognitive 

capabilities theory by Helfat and Peteraf (2015). This created new insights into the renewal and 

implementation of strategies and how managers affect that process.   

 

Out of the dynamic managerial capabilities explored, we could confirm that all were identified 

as activities based on the participants answers. However, by using the managerial cognitive 
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capabilities (Helfat & Peteraf, 2015), to go in-depth on the dynamic managerial capabilities, we 

could also see heterogeneity between the different dynamic managerial capabilities. The 

findings showed that, whilst important, sensing capabilities were seen as less impactful for 

managers than those of seizing and reconfiguration when it comes to strategy.  

 

6.2 Discussion of Findings  
In the findings and analysis sections, we saw the participants emphasizing the dynamic 

managerial capabilities of seizing and reconfiguration over sensing. This may be traced to 

several reasons which should be subject for further studies, as it questions the relevance of the 

managerial cognitive capabilities underpinning sensing opportunities.  

 

According to the participants in the study, perception and attention, and thus sensing, are mostly 

regarded important in the sense that they allow better decision-making. This highlights one 

reason which may be why there is a lack of emphasis put on sensing capabilities. According to 

Helfat and Peteraf (2015), a managerial cognitive capability set to either sensing, seizing and 

reconfiguration capabilities probably has a role in one or more of the other sensing, seizing and 

reconfiguration capabilities. As we have seen in the findings, analytical thinking, which we 

have foremost connected to attention, has been mentioned with the problem solving and 

reasoning capabilities underpinning seizing capabilities. This may be why analytical thinking 

exist more than perception in the study.  

 

Another reason for the lack of perception specifically could be the increasing reliance on 

technology for big data collection and insights. Perception is recognized significantly less than 

attention in the findings, which could be because the generality of perception has allowed its 

capabilities to be suitable for computer software. This could lead to perception being left to 

computers and software programs today to gather big data, whilst attention remains more 

important for managers as it directly relates to what to look for in the big data insights that 

computers now provide. At the case company, they also have divided the company so that they 

have a separate department for only compiling insights. As such, managers in the strategy 

process use more attention capabilities to select what is important insights, rather than using 

perception to compile the insights themselves.  
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A third reason could also be our own lack of prowess within the psychological field. Maybe the 

participants recognized and emphasized perception and attention less is simply because our lack 

of psychological background hindered our own capabilities in recognizing the patterns to look 

for. Based on the findings in this study, we argue that sensing capabilities are still important for 

firms aiming to create and improve their dynamic capabilities. However, future research should 

deal with whether or not this should continue to be the role of managers of software systems. 

  

6.3 Practical Implications 
In their article, Sull, Homkes and Sull (2015) tackles the issue of why strategy execution 

unravels. Sull et al. (2015) highlights that executional excellence was the number one problem 

facing business leaders and that “two-thirds to three-quarters of large organizations struggle to 

implement their strategies.” We know this as well from listening to the case company. We 

believe that by paying attention to microfoundations, an organization could gain competitive 

advantages against their competitors through improving their people, processes and routines.   

 

With an understanding of the microfoundations of dynamic capabilities and strategy  

organizations will be better at knowing how to make better strategic investments in the strategy 

process. This can take many forms, but in this study we have seen examples of the importance 

put on scenario planning in seizing opportunities and building the right environment for 

reconfigurational excellence. By identifying and investing in these types of managerial 

activities for the firm, one can better its strategy process and increase their profitability. 

 

In essence, what we have found to be further practical implications of the study is exactly what 

previous researchers have wanted to see (Lipman & Rumelt, 2003a;2003b; Felin & Foss, 2005; 

Teece, 2007). A focus on the individual and the underlying factors that explain why some firms 

perform better than others.  

 

6.4 Limitations  
Several limitations have been identified in this study. First, our findings are based on a single 

case study in a specific industry. Although this did give in-depth insights into how managers 

affect the renewal and implementation of strategies, it raises issues regarding how the findings 

could be applied to other firms and industries. Second, although we did have a large MNE to 

use as our case, we did not have access to that many respondents. As such, one might also 
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debate whether or not the findings are representative of the entire case company or not. To 

combat that the findings are based on a single case study and that we did not have that many 

respondents, we have made use of strategy documents to complement the interviews. This 

allowed for a more complete view and understanding of within which context our insights come 

from.  

 

A third limitation is with regards to microfoundations itself. Microfoundations is a broad 

concept. Even though we have narrowed it down to microfoundations of dynamic capabilities 

in this study, there is complementary research out there that is not named microfoundations 

specifically. In this study, we took this into account regarding microfoundations on dynamic 

capabilities when we found impactful articles, however for a more complete picture one would 

need to broaden the scope of what the microfoundation one is after is.  

 

6.5 Further Research  
Based on the finding and limitations of this study, we suggest three different avenues of future 

research. First, as mentioned in the discussion of the findings, our study brings to light an 

interesting debate on sensing capabilities, their importance and how they are used in 

organizations. Performing research into this and the impact of technology will be interesting 

and highly relevant in an ever more data-heavy business environment. 

  

Second, to address the limitations associated with this being a case study, we see potential in 

performing multiple case studies over different industries. That would complement this study 

and further study how the findings from this study translates to other firms and industries. 

Having case studies and multiple case studies would also open up for quantitative studies to 

further validate the findings. 

 

Finally, further in-depth case studies should also be made. In these case studies, to address the 

limitations of this study of fewer participants, we suggest doing case studies over a longer 

period of time. This would be useful in order to see changes and to identify patterns that this 

study might have missed. After all, the process of sensing, seizing and reconfiguration takes 

time. Studying the dynamic managerial capabilities as a whole process will enrich the 

knowledge further about how managers affect the implementation and renewal of firm 

strategies.   
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7 Conclusion  
The aim of this thesis was to explore global strategy and managers importance in global 

strategy. The introduction explained what global strategy is as well as introduced dynamic 

capabilities and microfoundations as lines of research used to explain phenomena in global 

strategy. Having confirmed a research gap in the literature, one research question was set to 

guide the study.   

 

RQ: How are managers affecting the renewal and implementation of global strategies? 
 

The research method used to answer the research question is qualitative because the study is 

exploratory in nature. By performing semi-structured interviews with four managers with 

executive level responsibilities in strategy creation and implementation at a large MNE, insights 

was gained into the dynamic managerial capabilities in practice. The data compiled from 

interviews were complemented by strategy documents from the case company. All of the data 

from the interviews and the strategy documents was then compared to the theoretical framework 

established in the literature review.  

 

The empirical findings of this study show that the dynamic managerial capabilities are all very 

much essential for the manager in order to affect the implementation and renewal of strategies. 

It elaborates on a few ways in which strategy practitioners works with them to affect the strategy 

process. However, this study also finds that there is a significantly stronger emphasis on seizing 

and reconfiguration capabilities compared to sensing capabilities. In the discussion, we suggest 

that this unbalance may be because of changes in how technology is used in firms and asks for 

future research into such a claim. 

 

In conclusion, this study explored global strategy and how managers affect the implementation 

and renewal of firm strategies. This knowledge further contributes to expanding the research 

on the microfoundations of dynamic capabilities and their impact on global strategies.  

  



   52 

8 References 
Adner, R., Helfat, C., Hoopes, David G., Madsen, Tammy L., & Walker, Gordon. (2003). 
Corporate effects and dynamic managerial capabilities. Strategic Management Journal, 24(10), 
1011-1025. 
 
American Psychological Association. (2015). APA College Dictionary of Psychology. 
Washington. 
 
Amit, R., & Schoemaker, P. (1993). Strategic assets and organizational rent. Strategic 
Management Journal, 14(1), 33-46. 
 
Audia, P. G., Locke, E. A., & Smith, K. G. 2000. The paradox of success: An archival and a 
laboratory study of strategic persistence following radical environmental change. Academy of 
Management Journal, 43: 837-853. 
 
Barney, J. B., "Firm Resources and Sustained Competitive Advantage." Journal of 
Management, Vol. 17, No. 1, 1991, pp. 99–120) 
 
Barney, J., & Felin, T. (2013). What Are Microfoundations? Academy of Management 
Perspectives, 27(2), 138-155. 
 
Baron RA. 2006. Opportunity recognition as pattern recog- nition: how entrepreneurs “connect 
the dots” to identity. Academy of Management Perspectives 20(1): 104 – 119. 
 
Boston Consulting Group, Perspectives on Experience ,BCG. Boston. MA, 1987. 
 
Bourgeois, L. J., & Eisenhardt, K. M. 1988. Strategic decision processes in high velocity 
environments: Four cases in the microcomputer industry. Management Science, 34: 816-835. 
 
Contractor, F., Foss, N., Kundu, S. & Lahiri, S. (2019). Viewing global strategy through a 
microfoundations lens. Global Strategy Journal, 9(1), 3-18. 
 
Colman AM. 2006. A Dictionary of Psychology (2nd edn). Oxford, UK: Oxford University 
Press. 
 
Collis, J., & Hussey, R. (2014). Business Research: A Practical Guide for Undergraduate and 
Postgraduate Students (4th ed.). London: Palgrave. 
 
D’Aveni, R. A. 1994. Hypercompetition: Managing the dynamics of strategic maneuvering. 
New York: Free Press. Danneels, E. 2008. Organizational antecedents of second-order 
competences. Strategic Management Journal, 29: 
519-543. 
 
Denrell, J., Fang, C., Winter, S., Hoopes, David G., Madsen, Tammy L., & Walker, Gordon. 
(2003). The economics of strategic opportunity. Strategic Management Journal,24(10), 977-
990. 
 
Devinney, T. (2013). Is Microfoundational Thinking Critical to Management Thought and 
Practice?. Academy Of Management Perspectives, 27(2), 81-84. doi: 10.5465/amp.2013.0053 



   53 

 
Easterby-Smith, M., Thorpe, R., Jackson, P., & Jespersen, L. (2018). MANAGEMENT & 
BUSINESS RESEARCH (6th ed.). SAGE. 
 
Eisenhardt, K. M., & Martin, J. A. (2000). Dynamic capabilities: What are they? Strategic 
Management Journal, 21(1), 1105–1121. 
 
Eisenhardt, K., Furr, N., & Bringham, C. (2010) Microfoundations of Performance: Balancing 
Efficiency and Flexibility in Dynamic Environments. (2010). Organization Science, 21(6), 
1263-1273 
 
Felin, T., & Foss, N. (2005). Strategic organization: A field in search of micro-foundations. 
Strategic Organization, 3(4), 441-455. 
 
Felin, T., Foss, N., Heimeriks, K., & Madsen, T. (2012). Microfoundations of Routines and 
Capabilities: Individuals, Processes, and Structure. Journal of Management Studies, 49(8), 
1351-1374. 
 
Felin, T., Foss, N., & Ployhart, R. (2015). The Microfoundations Movement in Strategy and 
Organization Theory. Academy Of Management Annals, 9(1), 575-632. doi: 
10.5465/19416520.2015.1007651 
 
Foss, N., & Lindenberg, S. (2013). MICROFOUNDATIONS FOR STRATEGY: A GOAL-
FRAMING PERSPECTIVE ON THE DRIVERS OF VALUE CREATION. The Academy of 
Management Perspectives, 27(2), 85. 
 
Gaglio, C., & Katz, M. (2001). The Psychological Basis of Opportunity Identification: 
Entrepreneurial Alertness. Small Business Economics, 16(2), 95-111. 
 
Gavetti, G (2005). Cognition and Hierarchy: Rethinking the Microfoundations of Capabilities’ 
Development. (2005). Organization Science, 16(6), 599-617. 
 
Ghoshal, S. (1987). Global strategy: An organizing framework. Strategic Management Journal, 
8(5), 425-440. 
 
Greve, Henrich R. (2013). Microfoundations of management: Behavioral strategies and levels 
of rationality in organizational action. (Symposium)(Essay). The Academy of Management 
Perspectives, 27(2), 103-119. 
 
Hamel, G., & Prahalad, C. (1985). Do you really have a global strategy? International 
Executive, 27(3), 13-14. 
 
Helfat, C., Finkelstein, S., Mitchell, W., Peteraf, M., Singh, H., Teece, D. and Winter, S. (2007) 
Dynamic Capabilities: Understanding Strategic Change in Organizations. Malden, MA: 
Blackwell. 
 
Helfat, C., Peteraf, M., Hoopes, David G., Madsen, Tammy L., & Walker, Gordon. (2003). The 
dynamic resource‐based view: Capability lifecycles. Strategic Management Journal, 24(10), 
997-1010 
 



   54 

Helfat, C., & Peteraf, M. (2015). Managerial cognitive capabilities and the microfoundations 
of dynamic capabilities. Strategic Management Journal, 36(6), 831-850. 
 
Helfat, C., & Winter, S. (2011). Untangling Dynamic and Operational Capabilities: Strategy 
for the (N)ever‐Changing World. Strategic Management Journal, 32(11), 1243-1250. 
 
Hill, R. C., & Levenhagen, M. (1995). Metaphors and mental models: Sensemaking and 
sensegiving in innovative and entrepreneurial activities. Journal of Management, 21(6), 1057-
1074. 
 
Hofstede, G. (1980). Culture’s Consequences: International Differences in Work-Related 
Values. Beverly Hills, CA: Sage. 
 
Inkpen, A. and Ramaswamy, K. (2006). Global Strategy: Creating and Sustaining Advantage 
Across Borders. New York: Oxford University Press. 
 
Kindström, D., Kowalkowski, C., & Sandberg, E. (2013). Enabling service innovation: A 
dynamic capabilities approach. Journal of Business Research, 66(8), 1063-1073. 
 
King, D. L., & Delfabbro, P. H. (2018a). Predatory monetization schemes in video games (e.g. 
‘loot boxes’) and internet gaming disorder. Addiction, 113(11), 1967–1969. 
https://doi.org/10.1111/add.14286 
 
Kirzner, I. (1997). Entrepreneurial Discovery and the Competitive Market Process: An Austrian 
Approach. Journal of Economic Literature, 35(1), 60-85. 
 
Kosslyn SM, Rosenberg RS. 2006. Psychology in Context. Allyn and Bacon: Boston, MA. 
 
Lieberman, Marvin B., & Montgomery, David B. (1998). First-mover (dis)advantages: 
Retrospective and link with the resource-based view. Strategic Management Journal,19(12), 
1111-1125. 
 
Lippman, S. A., & Rumelt, R. (2003a). The payments perspective: Micro-foundations of 
resource analysis. Strategic Management Journal, 24(10), 903–927. 
 
Lippman, S. A., & Rumelt, R. (2003b). A bargaining perspective on resource advantage. 
Marshall, C., & Rossman, G. B. (2006). Designing Qualitative Research. United States of 
America: SAGE publications.  
 
Lu, J.W. (2003). The evolving contributions in international strategic management research. 
Journal of International Management, 9, 192-213. 
 
Menguc, B., & Auh, S. (2006). Creating a firm-level dynamic capability through capitalizing 
on market orientation and innovativeness. Journal of the Academy of Marketing Science, 34(1), 
63-73. 
 
Marshall, C., & Rossman, G. B. (2006). Designing qualitative research. Thousands Oaks, Calif: 
Sage Publications. 
 



   55 

Morgan, N., Vorhies, D., & Mason, C. (2009). Market orientation, marketing capabilities, and 
firm performance. Strategic Management Journal, 30(8), 909-920. 
 
Morgan, G. (1980). Paradigms, metaphors, and puzzle solving in organization theory. 
Administrative science quarterly, 605-622. 
 
Moskowitz, G. B. (2005). Social cognition: Understanding self and others. Guilford Press. 
 
O'Brien, D., Sharkey Scott, P., & Fu, N. (2019). The microfoundations of subsidiary initiatives: 
How subsidiary manager activities unlock entrepreneurship. Global Strategy Journal, 9(1), 66-
91. 
 
Perlmutter, H. V. ‘The tortuous evolution of the multinational corporation’, Columbia Journal 
of World Business, 1969, pp. 9-18 
 
Peng, M.W. and Delios, A. (2006). What determines the scope of the firm over time and around 
the world? An Asia Pacific perspective. Asia Pacific Journal of Management, 23, 385-405. 
 
Peteraf, M., Bergen, M., Hoopes, David G., Madsen, Tammy L., & Walker, Gordon. (2003). 
Scanning dynamic competitive landscapes: A market‐based and resource‐based framework. 
Strategic Management Journal, 24(10), 1027-1041. 
 
PhARMA, The Process Behind New Medicines. (2015). Retrieved from http://phrma-
docs.phrma.org/sites/default/files/pdf/rd_brochure_022307.pdf 
 
Porter, M. E , "How Competitive Forces Shape Strategy," May 1979 (Vol. 57, No. 2), pp. 137-
145. 
 
Porter, M. E. (1996). What is strategy. Published November. 
 
Powell, T. C., Lovallo, D., & Fox, C. (2011). Behavioral strategy. Strategic Management 
Journal, 32, 1369– 1386. 
 
Reeves, M., Moore, S., & Venema, T. (2014). BCG Classics Revisited: The Growth Share 
Matrix. Retrieved from https://www.bcg.com/publications/2014/growth-share-matrix-bcg-
classics-revisited.aspx  
 
Saunders, M., Lewis, P., & Thornhill, A. (2016). Research methods for business students. (P. 
E. Limited, Ed.) (7th ed.). Harlow. 
 
Statista.com, Percentage of global R&D spending 2018, by industry | statistic. (2019). Retrieved 
from https://www.statista.com/statistics/270233/percentage-of-global-rundd-spending-by-
industry/ 
 
Sull, Donald, Homkes, Rebecca, & Sull, Charles. (2015). Why Strategy Execution Unravels - 
and What to Do About It. Harvard Business Review,93(3), 58-66. 
 
Teece, D., Pisano, G., & Shuen, A. (1997). Dynamic capabilities and strategic management. 
Strategic Management Journal,18(7), 509-533. 
 



   56 

Teece, D. (2007). Explicating dynamic capabilities: The nature and microfoundations of 
(sustainable) enterprise performance. Strategic Management Journal, 28(13), 1319-1350. 
 
Winter, SG., Hoopes, David G., Madsen, Tammy L., & Walker, Gordon. (2003). Understanding 
dynamic capabilities. Strategic Management Journal, 24(10), 991-995. 
 
Winter, S. G. (2013). Habit, deliberation and action: Strengthening the microfoundations of 
routines and capabilities. Academy of Management Perspectives, 27(2), 120 – 137. 
 
Woo, Sang Eun, O&Amp;Apos, Boyle, Ernest H., & Spector, Paul E. (2017). Best practices in 
developing, conducting, and evaluating inductive research. Human Resource Management 
Review, 27(2), 255-264. 
 
Yip, G. (2003). Total Global Strategy II. Upper Saddle River, NJ: Prentice Hall. 
 
Zollo, M., & Winter, S. (2002). Deliberate Learning and the Evolution of Dynamic Capabilities. 
Organization Science,13(3), 339-351. 
 
Zott, C. (2003). Dynamic capabilities and the emergence of intraindustry differential firm 
performance: Insights from a simulation study. Strategic Management Journal,24(2), 97-125. 
 
  
 
 
 
  



   57 

9 Appendixes  
9.1 Appendix 1  

Mail from Nicholai J. Foss 
Hi Albin & Ludvig, thx for your interest!! 

 On microfoundations, this is more like a broad framing and an instruction to those who do 

strategy (and strategy research) to be attentive to individuals, their actions and interactions, and 

their skills, perspectives, etc.  That sounds very broad but has necessary to say, b/c so many in 

strategy just didn't think in these terms.  Given that your interests are in a major player in a 

R&D intensive industry, you could look at the R&D function of your case company in terms of 

who are important individuals, why they matter, how they cooperate, how they are made to 

cooperate, the incentives and rewards they face, whether there is a danger that other players 

may lure them away, etc.  The argument would be that for your company R&D capabilities are 

probably very important but to manage these we need to pay attention to exactly these micro-

level issues. Hope that helps a bit and good luck w/ the project.  

 

Best, NF  

 

9.2 Appendix 2  

Interview Script 
1. Basic information about interviewee 

a) Tell us a little about yourself? 
b) What is your role within the firm? 
c) Tell us about the firm? 

 

2. Basic global strategy questions 

a) What is your view on firm performance? 
b) Can you tell us about your strategy process? 

 
Possible Follow up questions: Is it a structured process? Who are involved? How often do 

you redefine strategy? Do you have different processes for different products? What 

triggers a redefinition of strategy? 

 
c) How do you define a successful strategy? 
d) According to you, what factors play the biggest part to ensure a successful process?  
e) What would you like to improve in the current strategy process? 
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General Guestion: In your opinion, what are important skills and characteristics of a manager 

regarding strategy? 

 

3 A. Fundamental class of dynamic capabilities: Sensing 

(Corresponding Managerial Cognitive Capabilities: Perception and Attention) 

 

a) How do you define new opportunities? Examples? 
b) How do you identify new opportunities? 
 

Possible follow-up questions: Do they have selection criteria? What is the role of the 

manager?  

 

c) What enables you to find the right opportunities? 
d) How do you select the people responsible for finding opportunities? 
e) How do you ensure that people are able to sense the right opportunities? 
f) According to you, what qualities should someone have to be able to sense 

opportunities well? 
 

3 B. Fundamental class of dynamic capabilities: Seizing 

(Corresponding Managerial Cognitive Capabilities: Problem-solving and Reasoning)  

 

a) What is your process after you have identified an opportunity? 
b) How are you developing your ideas into reality?  
c) What enables you to create ideas to seize on the opportunities? 
d) How do you choose the right ideas to build upon? 
e) What do you think enables managers to choose the right ideas and build upon them? 

 

3 C. Fundamental class of dynamic capabilities: Reconfiguring 

(Corresponding Managerial Cognitive Capabilities: Language & Communication and Social 

Cognition) 

 

a) Having essentially decided on a strategy, what are the most important aspects in 
getting the strategy right? 

b) In your opinion, what sort of obstacles do you most commonly face when 
implementing a strategy? 

c) How do you overcome these obstacles? 
d) How do you work with feedback systems in the strategy process? 
e) How do you ensure learning through the process? 
f) What do you think enables managers to reconfigure assets effectively to ensure a 

successful strategy? 
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4. Closing Questions 

 

a) What kind of components of strategy do you think will be most important in the future 
for your company to continue to be successful? 

b) What kind of skills/capabilities do you think will be essential in the future for your 
company to continue to be successful? 

c) Do you have anything more to add?  
 

 

 

 

 

 


