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Abstract 

 
The number of enterprises has grown throughout the past decades, where previous research 

emphasizes that the difficulties of succeeding as a self-employer is a fact. Today’s society is 

evolving towards a competitive market of self-employment, where traits play a bigger role 

through the whole process. In this context, the distinct traits adopted by firm founders in birth, 

growth and maturity stages of an enterprise in Sweden, has not been thoroughly examined. 

Therefore, the authors aim to provide insight in what traits firm founders have adopted in the 

different stages through a retrospective perspective, and to what extent their traits have affected 

the success in each stage of the firm. This study collects qualitative data and adopts a 

comparative case study to identify what traits unite the firm founders. By conducting four semi-

structured in-depth interviews, the authors identified a common trait in each stage of the 

enterprises amongst all participants, which were dedication (birth), energy (growth) and 

straight forward (maturity). Evidence showed that the common traits are specific managerial 

trait in birth stage, whereas leadership traits in growth stage and maturity stage. The study then 

elaborates on to what extent the adopted traits affect enterprise success in each stage, in which 

it is proven by the literature provided, that the specific traits do not lead to a particular success 

in the given stage.  
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1. Introduction 

This section introduces the reader to the subject of traits, alongside a brief historical 

development of management, leadership and entrepreneurship. This is followed by a problem 

discussion and purpose of the thesis. Furthermore, this section will introduce the reader to the 

research question. 

 

1.1 Background 
Peter F. Drucker is known as the father and founder of modern management, where in the book 

Management - Tasks, Responsibilities, Practices (1994), Drucker describes that the arising of 

management and the first management boom took place at the end of World War I. The roots 

of management are originated from over 150 years ago, but the way one perceives management 

today, was established in the 20th century. The society has developed and emerged during the 

20th century, where it has become a “society of organisations”. It refers to a society where the 

organizations are dependent on managers, are built by managers, directed by managers and 

performed by managers. In the book The practice of management (2007), written by Peter F. 

Drucker, a manger is described as a dynamic and life-giving element to the business. Drucker 

further explains that without the managers guidelines, the resources will never be put into 

production. This, since their leadership encourage the process of planning, implementing and 

executing a finished product (Drucker, 2007). 

 

Bruzelius and Skärvad (2012), further highlights the concept Management and explains that it 

is a word with many different meanings and contexts, which can lead to difficulties in 

understanding and interpreting it properly. Peter F. Drucker presents similar reflections as 

Berzelius and Skärvad (2012) in some of his books (1994; 2007). Even though it can be 

somewhat difficult to define management and the tasks involved as a manager, Peter F. Drucker 

presents “Five basic operations in the work of the manager”, in which every step of the process 

in developing a viable growing organism is presented. Firstly, a manager sets objectives, then 

organizes and thirdly, motivates and communicates. The fourth step is that a manager operates 

with measurements, and the final fifth step is when a manager develops employees as well as 

him- or herself (1994). Crainer and Dearlove explains in their book Leadership: Organizational 

success through leadership (2004), how a manager at some point in life, steps away from the 

management and instead enters the leadership, “From team member, to leader”. 
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The history of human leadership is remarkably similar to the earliest times of the animal 

kingdom, where leaders and followers were naturally formed through knowledge, age and 

infirmity (Goethals, Allison, Kramer, & Messick, 2014). As a result, vigor and hierarchy 

ensued, hence the human leadership became more complex. In today’s society, the concept of 

a leader is essentially interpreted as the one acting first and appears in every possible 

arrangement, from households to large, international organizations (Goethals, Allison, Kramer, 

& Messick, 2014). As with management, leadership can be hard to define since the explanations 

of it can be complex and include many dimensions. It is said that there are almost as many 

definitions of leadership, as people trying to define it. To ease the understanding of the concept 

leadership, Northouse (2016) presents four key components that are identified within 

leadership. First of all, leadership is interpreted as a process. Secondly, it involves influencing, 

and thirdly it is performed in groups. Lastly, Northouse (2016) describes that leadership 

involves having a common goal.  

 

Furthermore, Northouse (2009) have identified five components that mirrors what it actually is 

to be a leader, and these are traits, abilities, skills, behaviors and relationships, where traits are 

a certain set of characteristics or qualities that influence the way the individual leads. Abilities 

can be seen as the ability and capacity the leader has to guide. Skills, which identifies that the 

leader has competence and the skills required to execute the work. Behavior is another 

component within leadership that reflects how the leader reacts and behaves towards others in 

certain situations, hence in their leadership position. The last component that mirrors what it is 

to be a leader, is relationships, where the communication is the key between the leader(s) and 

the followers. However, the concept of leadership is continuously developing (Goethals, 

Allison, Kramer, & Messick, 2014), where the leader itself is considered as a guide in the 

workforce (Akers, 2018) and is by nature innovation oriented and entrepreneurial (Conger & 

Kanungo, 1998). J.B Say (1767-1832) once said “It is the entrepreneur who directs resources 

from less productive into more productive investments and who thereby creates wealth” 

(Drucker, 1994).  

 

Over the past years, the global phenomena of entrepreneurship have emerged and been widely 

researched (Acs, Arrenius, Hay, & Minniti, 2005). In the same rapid pace, the importance and 

interest of research, based on personality theory of entrepreneurs, has grown (Espiritu-Olmos 

& Sastre-Castillo, 2015; Obschonka, Schmitt-Rodermund, Silbereisen, Gosling, & Potter, 
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2013), in particular the academic interest of the individual entrepreneur (Cassis, & Pepelasis 

Minoglou, 2005). Entrepreneurship compose the foundation of enterprises and has existed for 

as long as there has been enterprising people, driven by the ambition to create and establish 

business enterprises. Through investigation of the phenomena entrepreneurship, no universally 

acceptable definition was found due to the large variations (Sundnäs, Kjellman, & Eriksson, 

2002). However, in the economics literature, countless definitions of entrepreneurship have 

been presented, yet the prominent definition of entrepreneurship is “judgemental decision 

making” (Cassis, & Pepelasis Minoglou, 2005). However, there are several forms of 

entrepreneurship that has emerged (Sundnäs, Kjellman, & Eriksson, 2002), and there is a 

constant variety in the characteristics of the entrepreneurs (Cassis, & Pepelasis Minoglou, 2005; 

Sundnäs, Kjellman, & Eriksson, 2002).  

 

Previous studies have shown that the arrangement of the entrepreneur’s individual psychology, 

is a crucial component that determines the success of an enterprise (Espiritu-Olmos & Sastre-

Castillo, 2015; Obschonka, Schmitt-Rodermund, Silbereisen, Gosling, & Potter, 2013). Certain 

personality traits are deeply rooted within the entrepreneur and its leadership, and this ought to 

lead to enterprise success (Porcar & Ribeiro 2018). In fact, the undisclosed secret in how the 

entrepreneurs build successful businesses, is of great interest and is highly requested and 

researched since barely half of the attempts of fulfilling a business idea survives the initial five 

years (Delmar, Sjöberg, Wennberg, & Wiklund, 2004). Yet, there is no universally acceptable 

solution on what factors guarantee success, based on science, guidance and entrepreneurs’ own 

models (Holmquist, 2009). 
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1.2 Problem discussion 

According to Fritsch (2008), the number of enterprises has grown throughout the past decades 

and the difficulties of succeeding as a self-employer is a fact. Today’s society is evolving 

towards a competitive market of self-employment, where traits play a bigger role through the 

whole process (Fritsch, 2008). Previous literature shows that entrepreneurs’ individual 

psychology and its disposition, determines the success of an enterprise (Espiritu-Olmos & 

Sastre-Castillo, 2015; Obschonka, Schmitt-Rodermund, Silbereisen, Gosling, & Potter, 2013). 

Furthermore, it is valuable to understand what characteristics are of significant importance, in 

order to compete in the fast-growing industry of enterprises hence develop a successful 

business. However, even though the topic of traits and successful businesses has been widely 

elaborated between researchers and scientists (Espiritu-Olmos & Sastre-Castillo, 2015; 

Obschonka, Schmitt-Rodermund, Silbereisen, Gosling, & Potter, 2013; Hisrich, Langan-Fox, 

Grant, & Anderson Norman, 2007), there is a gap in the research. More specifically, on what 

traits are adopted by firm founders in Sweden through birth, growth and maturity stage of the 

enterprise, and what traits ought to affect the success of the enterprise in these stages. The study 

will take a retrospective perspective, where the investigators analyze what traits have been, and 

still are, adopted by firm founders in birth, growth and maturity stage. The study will take 

Sweden in consideration, not only because of the availability and familiarity to the geographical 

location of the authors, but also because of the gap found in previous literature where none have 

looked at Sweden.  

 

As a result of the insufficient literature, it might be difficult for upcoming entrepreneurs and 

firm founders to understand what traits to develop and adopt in each stage to ensure potential 

success. The study can also be valuable for investors and other institutes, since they can grasp 

what constitutes a potentially successful enterprise in the different stages, based on the traits of 

the firm founders and the presented literature. Therefore, the topic is of relevance to study.  
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1.3 Purpose 

The aim of this thesis is to provide insight in what traits the firm founders have adopted in birth, 

growth and maturity stage of their enterprise, and to what extent their traits have affected the 

success in each stage of their firm, based on the presented literature. Considering previous 

research, where personality traits has been widely investigated (Espiritu-Olmos & Sastre-

Castillo, 2015; Obschonka, Schmitt-Rodermund, Silbereisen, Gosling, & Potter, 2013), the 

authors aim to identify and elaborate on what traits are adopted by firm founders in each stage.  

 

The study will take a retrospective perspective, as this has not been thoroughly examined in 

previous literature. The study will be conducted with the aim to contribute and add additional 

aspects to the already existing literature. The authors will analyze different aspects of the topic 

and draw conclusions, in an attempt to answer the proposed research questions. 

 

RQ 1: What traits are adopted by firm founders during the birth, growth and 

maturity stages of their enterprises in Sweden?  

 

RQ 2: Do these adopted traits affect the success of their enterprises during these 

stages? 
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1.4 Definitions 

In this section, definitions are presented in order to ease the reader's understanding and 

interpretations of the different concepts that this thesis considers. The authors have defined 

birth stage, growth stage, maturity stage and successful enterprise, as it ensures that the reader 

is in line with the author’s perception of how the concepts are adopted in the thesis. 

 

Leadership - “The action of leading a group of people or an organization” (Oxford University 

Press, 2019)  

 

Trait theory - “The measurement of consistent patterns of habit in an individual's behavior, 

thoughts, and emotions. The theory is based on the stability of traits over time, how they differ 

from other individuals, and how the will influence human behavior” (WebFinance Inc, 2019)  

 

Retrospective - “Relating to, or being a study, that starts with the present condition of a 

population of individuals and collects data about their past history to explain their present 

condition” (Merriam-Webster, 2019)  

 

Retrospective perspective - “Looking back on a development or process” (Flick, 2007)  

 

Birth stage - “Birth stage” is defined as the initial start-up phase of the company. 

 

Growth stage - “Growth stage” is referring to when the company is up and running, and 

constantly evolving. 

 

Maturity stage - “Maturity stage” is defined as when the company is seen as more stable, well 

established and have been active for several years. 

 

Successful enterprise - “successful enterprise” in this thesis refer to that the enterprise has 

survived the critical initial five years (Delmar, Sjöberg, Wennberg, & Wiklund, 2004), and have 

survived birth, growth and maturity stages, which yield a financial return.   
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2. Frame of reference; theory and previous research 

This section will introduce the reader to previously published research, and theories within the 

research topic. The main themes Trait theory, Leadership, Leadership traits, Managerial traits 

and Entrepreneurial traits will be presented and reviewed, where the main thoughts in the 

previous literature will be brought up and elaborated on.  

 

The authors of this paper have reviewed the literature in two different ways. Firstly, they have 

used online databases where they have searched for relevant keywords, or combinations of 

keywords, to find suitable literature. Further, they have evaluated and reviewed the literature to 

then save the most appropriate and relevant literature. Secondly, the authors have studied the 

references within the chosen studies and articles, in order to find suitable and extensive sources 

to the literature review. All the literature used in the frame of reference are peer-reviewed 

articles, published after the year of 2000.  

 

2.1 Trait theory 
Trait theory identifies key traits and characteristics of leaders, where it distinguishes leaders 

from non-leaders based on certain traits that differentiates them (McGrath & Bates, 2013; 

Colbert, Judge, Choi, & Gang, 2012). Historically, traits of personality have been widely 

elaborated and defined in different ways (Jayawickreme, Zachry, and Fleeson, 2019; Fleeson, 

2017). Jayawickreme, Zachry, and Fleeson (2019) presents two predominant definitions of 

what traits actually are in their article: “1) descriptions of people's thoughts, feeling and 

behaviors; and 2) explanations for why people think, feel and act the way they do”. McGrath 

and Bates (2013) explains that it is unknown where the arising of trait theory has its origins, 

but states that the theory itself is easy to interpret. Whereas Judge, Bono, Ilies and Gerhardt 

(2002), means that the trait theory has its roots from the great man theory. Judge, Bono, Ilies 

and Gerhardt (2002) further refer to Terman’s study (1904), as one of the earliest presentations 

of trait theory in applied psychology (Judge, Bono, Ilies, & Gerhardt, 2002), while the real 

interest for trait theory emerged in the 1920s (Judge, Bono, Ilies, & Gerhardt, 2002; Colbert, 

Judge, Choi, & Gang, 2012). Furthermore, trait theory has grown in the modern leadership 

studies, and in the beginning of 1900, academic tried to predict leadership success based on 

different traits and characteristics (Walter & Scheibe, 2013). 
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Even though the theory itself is easy to understand, several authors have proven that the theory 

have failed to come up with specific traits that are applicable to leaders. They mean that the 

traits are dependent, and one cannot predict the behavior of a leader at a particular time 

(McGrath & Bates, 2013; DeYoung, 2015; Colbert, Judge, Choi, & Gang, 2012; Judge, Bono, 

Ilies, & Gerhardt, 2002). Colbert, Judge, Choi and Gang (2012) used a quote in their research 

that could explain why the trait theory have been unsuccessful according to some authors: “One 

problem with early trait research was that there was little empirically substantiated personality 

theory to guide the search for leadership traits”. Despite this, the trait theory constantly evolves 

and remains popular within fields such as entrepreneurship, leadership and management 

(McGrath & Bates, 2013; Walter & Scheibe, 2013).  

 

Fleeson and Jayawickreme (2015) initially describes trait theory as a proposition to the study 

of human personality traits, divided into five main points. Whereas Colbert, Judge, Choi and 

Gang (2012) highlights that the trait theory of leadership, focus on personality traits based on 

that they impact the effectiveness and development of the leader. Connecting back to Fleeson 

and Jayawickreme (2015), the five-factor model, or the Big Five personality traits, is one of the 

two most popular general approaches of trait theory. In the past decades, personality 

psychologists have come up with the five-factor model which identifies and structures the 

personality traits at a broad level, as well as provides evidence for their existence (Fleeson & 

Jayawickreme, 2015; Duckworth, Weir, Etsukayama, & Ekwok, 2012).  

 

When looking deeper into the five-factor model of personality, also known as the Big Five, it 

categorizes personality traits into five main factors: extraversion, neuroticism, openness to 

experience, agreeableness and conscientiousness (Colbert, Judge, Choi, & Gang, 2012; Zhai, 

Willis, O'Shea, Zhai, & Yang, 2013).  Further, the authors explain that the theory suggests that 

there are traits that differentiate non-leaders from leaders. In fact, the five-factor model of 

personality, shows that there is a relationship between personality and leadership where 

emotional stability, extraversion, openness and conscientiousness are traits directly connected 

to leadership (Colbert, Judge, Choi, & Gang, 2012). The Big Five personality traits have also 

shown to have a valid prediction and impact on future job performance, with connection to 

leadership and managerial traits (Fleeson & Jayawickreme, 2015; Oh, Wang, & Mount, 2011). 
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2.2 Leadership 
As a natural result of followers in a firm, leaders can emerge at unexpected time (Allio, 2015), 

while Lok and Crawford (2004) believes that leadership appears when the team has no formal 

leader. For several centuries, the concept leadership has been interpreted as a personal quality 

(Silva, 2016), whereas today it can be difficult to define leadership (Ayub, Manaf & Hamzah, 

2014; Knese, 2014; Silva, 2016). Silva (2016) highlights the importance of defining leadership 

since large investments are made in organizations in developing future leaders, hence the 

investments could turn out worthless as a result of not understanding the concept leadership. 

 

In an attempt to outline what leadership is interpreted as in the literature, some authors present 

it as a person with responsibility who ensures that everyone has understood their vision (Ayub, 

Manaf & Hamzah, 2014; Fralic, 2000; Sederer 2012). Alongside the vision, there should be a 

constant demonstration of their value in the organization through social integration and clear 

communication (Ayub, Manaf & Hamzah, 2014; Fralic, 2000; Sederer 2012). Mott (2006) and 

Waymack (2008) follows the same reasoning as previous authors, and further explains that a 

leader can be understood as a visionary who is enthusiastic, hence able to see the “big picture”. 

Yu and Miller (2005) adds that the outcome and effectiveness of a company is based on the 

actual leadership, where Ayub, Manad and Hamzah (2014) agrees in terms of that the key 

determiner to success in an organization is the leader itself. When discussing success, Garcia 

(2006) claims that one cannot overlook the challenges leaders might face since it could 

jeopardize the whole enterprise. In detail, Garcia (2006) explains that it is crucial for leaders to 

act in an early stage of a potential crisis, because time is their biggest threat, alongside 

understanding the reality and setting adequate directions.  

 

In a similar reflection by Ayub, Manaf and Hamzah (2014), the authors provide additional 

insights in that leadership is the ability to guide members in the organization at ambiguous 

times with a clear strategy. Allio (2015) however, clearly states that one should not focus on 

leadership, but solely on the strategy, based on that successful leadership is due to a good 

strategy. In the content of strategy, Walter and Scheibe (2013) claims that younger leaders are 

more likely to implement a strategic change in an organization, compared to a senior leader. As 

a result, Allio (2015) claims that the organizations implementing a clear strategy, hence a 

younger leader, will perform better in the long term. While highlighting the life-span approach 

in leadership, one cannot overlook the fact that there is no distinct difference in younger and 

older leaders in regard to accomplishing a mission (Walter & Scheibe, 2013). Yet, Walter and 
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Scheibe (2013) explains that seniors will, to a greater extent, fill the leadership positions in 

different hierarchical levels, but that their change-oriented leadership will become inferior with 

age. 

 

It is of significant value to develop as a leader, since factors such as personality traits and 

individual characteristics impact the level of development of the sole leader and the 

organization (Subramony, Segers, Chadwick & Shyamsunder, 2018). However, in a study by 

Jooste (2016), the author highlights an article in which the development of leadership as we 

know it today, is questioned. Further, the article claims that we are ought to believe that the 

best leaders show empathy, are compassioned and collaborative. In fact, Jooste (2016) explains 

it as a myth and that it is only applicable to the best humans and not the best leaders. Schyns 

and Schilling (2013) claims that by definition, leadership can only be interpreted as positive. 

While at the same time, Jooste (2016) presents that the article discussed in the paper, suggests 

to focus on “bad” qualities when searching for a potential leader. These “negative” 

characteristics are associated with solely focus only on business, and the lack of compassion 

and empathy (Jooste, 2016). Schyns and Schilling (2013) on the contrary, points out that there 

is an increase in evidence, showing that “bad” leadership have significant negative impact on 

the organization, and that the focus should rather be on the positive outcomes of leadership. 

Generally, the set of individual traits of the leader, influence the level of success in a business 

(Espiritu-Olmos & Sastre-Castillo, 2015; Obschonka, Schmitt-Rodermund, Silbereisen, 

Gosling, & Potter, 2013).  

 

2.3 Leadership traits 
Leadership traits are the characteristics and personal qualities of a person, that shape an 

effective leader, in which also differentiates a non-leader from a leader (Colbert, Judge, Choi, 

& Gang, 2012). The study of leadership traits has an extensive history, where research has 

shown that certain traits by itself will not guarantee leadership success (Yukl, 2006; Zaccaro et 

al., 2004). A leader is usually referred to an individual with a set of specific attributes (Colbert, 

Judge, Choi, & Gang, 2012), and the leadership traits are defined as the personal characteristics, 

which some individuals possess or have a higher degree of (Mothilal, 2010). Nichols and 

Cottrell (2014) put emphasis on the importance of understanding that the traits differ, depending 

on whom the leader is.  
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Several previous researchers have engaged in the contribution to the research and literature of 

leadership traits, where numerous authors agree upon that the set of traits that defines a leader, 

are difficult to specify (Nichols & Cottrell, 2014; Walter & Scheibe, 2013; Zaccaro, 2007; 

Colbert, Judge, Choi, & Gang, 2012). Zaccaro (2004) however, defines leaders’ traits as “[...] 

relatively stable and coherent integrations of personal characteristics that foster a consistent 

pattern of leadership performance across a variety of group and organizational situations”. 

The author further explains that traits should not be isolated, but rather integrated in several 

constellations that can have an effect on leadership performance. Zaccaro (2007) states that the 

qualities that differentiates a leader from a non-leader, is dependent on several aspects. It 

includes not only the personality traits, but also values, motives, cognitive abilities, social- and 

problem-solving skills, alongside expertise (Zaccaro, 2007). The importance in this explanation 

according to Zaccaro (2007), is that the individual differences predict leader effectiveness. Yukl 

(2006) have a similar approach, where the author elaborated on the leader effectiveness based 

on traits, such as personality, motives, needs and values. Yukl, Gordon and Taber pointed out 

a contrast between traits and skills, where the author defined skills as having both inherited and 

experimental foundations, as well as operating at both general, such as intelligence and 

interpersonal abilities, and specific levels, referring to verbal skills and persuasion (Yukl, 

Gordon, & Taber, 2002). 

 

Both Yukl, Gordon and Taber (2002) and Zaccaro (2004; 2007) agrees upon that in order to 

understand leadership in general, one has to focus not only on the leader traits themselves, but 

also on how the traits and attributes work together since it influences the leadership 

performance. However, some researchers have found specific characteristics or traits that are 

highly valued and claimed to be crucial in order to be a good leader. Ayub, Manaf and Hamzah 

(2014) points out that it is crucial for a leader to be excellent at communication. Further, Ayub, 

Manaf and Hamzah (2014), presents five of the highest valued characteristics for a leader as 

honesty, forward looking, inspiring, competent and supportive. Zaccaro (2012) further specifies 

key characteristics for those who strive to be successful leaders as cognitive ability, self-

confidence, risk propensity, social skills and nurturance. Whereas Nogueira, Sousa and Moreira 

(2018) rather believes that a leader should have high skills within information sharing, skill 

development, intellectual stimulation and goal-orientation. 

 

DeRosa, Hantula, Kock and D’Arcy (2004) claims that trustworthiness and intelligence are the 

most important and consistently desired traits in a leader, regardless. The authors further predict 
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that, whenever one has power over others, people tend to follow those in whom they can trust 

and believe have competence. However, leadership traits are typically characterized as stable 

and unchanging within an individual, except when looking at characteristics over a longer 

period of time (Nichols & Cottrell, 2014; Zaccaro, 2007). Despite this, Judge, Bono, Ilies and 

Gerhardt (2002) still believes that it can be difficult to define specific leadership traits, since a 

complete theory of leadership involves more than just specific traits. 

 

2.4 Managerial traits 
In general, managers focus on the current standing of the organization (Waymack, 2008) and 

are responsible for the performance of it (Sokhanvar, Naderi, Kakemam, Arab-Zozani, & 

Mousazadeh 2017). Managers constantly have to make sure everything is correctly 

implemented and executed (Waymack, 2008). In fact, studies have shown that managers are 

crucial to the success of a business (Fang & Wang, 2015; Ingaldi, 2015; Lounsbury, Sundstrom, 

Gibson, Loveland & Drost, 2016), where Zhang (2017) insists that top managers have a 

significant impact on the success. 

 

When elaborating on distinctive managerial traits, Ingaldi (2015) highlights communication, 

assertiveness and achievement oriented as core characteristics, where Lounsbury, Sundstrom, 

Gibson, Loveland and Drost (2016) agrees and adds creative thinking and optimism. Metz, 

Kulik, Cregan and Brown (2017) confirms that unique characteristics of managers are in fact 

the communication, agreeableness and goal orientation hence conscientiousness. If previously 

mentioned personality traits are thoroughly developed, those managers are ought to believe to 

succeed to a greater extent with their business (Lounsbury, Sundstrom, Gibson, Loveland & 

Drost 2016; Metz, Kulik, Cregan & Brown 2017), while Rauch and Frese (2007) believes that 

managers generally are not willing to take the risks needed to succeed. 

 

A distinct connection to managerial traits is the five-factor model of personalities, also known 

as the Big Five, where extraversion, neuroticism, openness to experience, agreeableness and 

conscientiousness (Colbert, Judge, Choi, & Gang, 2012; Zhai, Willis, O'Shea, Zhai, & Yang, 

2013) are proved to be strongly connected to key managerial traits (Lounsbury, Sundstrom, 

Gibson, Loveland & Drost, 2016; Metz, Kulik, Cregan & Brown 2017; Myszkowski, Storme, 

Davila, & Lubart, 2015). In fact, Bergner, Neubauer and Kreuzthaler (2010) follows the same 

reasoning, where they contribute additional knowledge in that extraversion and 

conscientiousness have the highest correlation with managers and their performance. The 
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authors further elaborate on that neuroticism and openness to experience, are equally important 

personality factors of a manager. The least applicable out of the Big Five traits, is agreeableness, 

according to Bergner, Neubauer and Kreuzthaler (2010). The outline is that individuals who 

are conscientious and extraverted, alongside open with stable emotions, are more likely to 

emerge as successful managers (Bergner, Neubauer & Kreuzthaler, 2010). In addition, Rauch 

and Frese (2007) highlights a notable result in terms of the Big Five, which in fact shows clear 

dissimilarities in conscientiousness, neuroticism, agreeableness and openness to experience 

between entrepreneurs and managers. However, Bhuian, Richard and Shamma (2010) explains 

that there is in fact a connection between managerial and entrepreneurial traits, in terms of goal 

orientation, tolerance, adaption and individualism. 

 

2.5 Entrepreneurial traits 
In recent years, entrepreneurship have become a main topic in the study of social science, which 

have led to a greater interest in the connections between personality and entrepreneurship, 

especially the entrepreneurial success (Obschonka, Schmitt-Rodermund, Silbereisen, Gosling, 

& Potter, 2013). Research on entrepreneurial traits often includes studies on entrepreneurship 

in general, and on specific personality traits. However, Hisrich, Langan-Fox, Grant, Anderson 

and Norman (2007) believes that the adoption of personality research, is only applicable to a 

small share, since there is a large variety in the different success-factors of an entrepreneur. 

According to Antoncic and Hisrich (2000), the studies on entrepreneurial traits are of significant 

value where three important areas are the need for achievement, risk-taking behavior and 

internal locus of control. Whereas Hisrich, Langan-Fox, Grant, Anderson and Norman (2007) 

points out a disagreement in the literature, where the value of personality traits in regard to 

entrepreneurial research, is questioned. 

 

Stam, Audretsch and Meijaard (2008) states that entrepreneurs are the drivers of job creation 

and structural change, where Hisrich, Langan-Fox, Grant, Anderson and Norman (2007) agrees, 

and adds that entrepreneurship is a source to economic flexibility and competition. 

Furthermore, Stam, Audretsch and Meijaard (2008), argues that entrepreneurs are the main 

drivers behind the creation and subsequent growth of a new firm. Entrepreneurs however, have 

received many definitions by researchers throughout the years. Even though there are many 

researchers attempting to define entrepreneurs and their characteristics, there is still no 

universally accepted definition of an entrepreneur (Darmanto & Yuliari, 2018). Some 

researchers have explained an entrepreneur as someone that is willing to take risks, in order to 
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pursue the goals of the firm (Rauch & Frese, 2007), alongside the ability to recognize 

opportunities (Dess & Lumpkin, 2005). 

 

Rauch and Frese (2007) have identified several traits that can significantly correlate to 

entrepreneurial behavior. The identified traits by Rauch and Frese (2007) are the need for 

achievement, self-efficiency, innovativeness, stress tolerance and proactive personality. 

Timmons (2000) claims that passion for work is relevant for an entrepreneur, because it drives 

them to face the extreme uncertainty and resource shortages. Rauch and Frese (2007) agrees 

and clarifies that entrepreneurs are risk-takers.  When discussing risks, Espiritu-Olmos and 

Sastre-Castillo (2015) explains that when individuals are willing to take risks, alongside having 

an inner need for achievement and control, they have an entrepreneurial tendency and are more 

likely to establish hence succeed with the business. Rauch and Frese (2007) and Stewart, Roth 

and Murphy (2001), further agrees upon that an entrepreneurial trait is in fact the ability to take 

risks, which is strongly connected to an entrepreneurial career and the willingness to start a 

business. 
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3. Methodology and Method  

This section will give the reader an understanding for the methodology, and the chosen methods 

applied to this research. In detail, the reader will be presented to how the research is conducted, 

approached and designed, followed by ethical issues and considerations. 

 

3.1 Research philosophy 

The philosophy of a study is described as “A set or system of beliefs stemming from the study 

of the fundamental nature of knowledge, reality, and existence” (Collis & Hussey, 2014). More 

or less, one can say that research philosophy refers to the profound knowledge in a specific 

field or subject (Saunders, Lewis, & Thornhill, 2016). Further, a research paradigm is the 

philosophical stance that acts as a guide in how the research should be conducted. The two 

major paradigms are Positivism and Interpretivism. Positivism has its origins in the natural 

science and roots in the realism, while interpretivism originates from the social science and the 

philosophy of idealism (Collis & Hussey, 2014).   

 

The starting point of the research design is to determine the research paradigm, which is based 

on philosophies and assumptions. In this paper, the philosophical stance will be based on an 

interpretivist paradigm. Interpretivism was firstly developed as a response to the criticism of 

positivism that arisen, since positivism could not meet the need of the social scientists (Collis 

& Hussey, 2014). The purpose of an interpretivist study is to develop new and rich 

interpretations, and understandings of social science and its foundations. The interpretivist 

paradigm believes that different people with different cultures, at different times and under 

different circumstances, acts differently and interpret meanings in different ways. One can say 

that an interpretivist paradigm articulates the significance of culture, history and language when 

forming and formulating experiences and interpretations of social realities. In an interpretivist 

study, the authors need to make reasonable meanings about the subjective and the socially 

constructed thoughts verbalized about the topic, or phenomena researched. (Saunders, Lewis, 

& Thornhill, 2016). Saunders, Lewis and Thornhill (2016) argues that an interpretivist 

paradigm is appropriate in research that focus on business and management, which is directly 

applicable to this research. Therefore, this study takes an interpretivist paradigm into 

consideration. One of the challenges with an interpretivist view is, according to Saunders, 

Lewis and Thornhill (2016), to thoroughly understand the research participants and how they 
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interpret the social world. With this in mind, it is of great importance that the authors carefully 

interpret and analyze the data from the research participants.  

 

Furthermore, this research incorporates the assumptions of social constructionism, which is a 

form of subjectivism. Social constructionism believes that reality is created through social 

interactions, where social actors come up with partially shared meanings and realities. A social 

phenomenon is constantly changing, which leads to that the social interactions between the 

actors, is an ongoing process. Hence, the researchers need to carefully look at the situations in 

detail to thoroughly understand what is being experienced. In combination, it can be a good 

idea to look at the historical, and socio-cultural aspects, which this research has taken into 

consideration (Saunders, Lewis, & Thornhill, 2016).  

 

3.2 Research approach  

The research approach can be divided into three different dimensions, in which a research can 

be adopted. The three approaches are deductive research, inductive research and abductive 

research. A deductive research often applies to a scientific research or the natural science, while 

an inductive research emerges in the social science (Saunders, Lewis, & Thornhill, 2016). 

Furthermore, a deductive approach is said to move from general to specific, “Top-Down”, 

whereas an inductive move from specific to general, “Bottom-Up” (Collis & Hussey, 2014). 

An abductive research on the other hand, moves back and forth and use both deduction and 

induction. In detail, a deductive approach starts with the theory work, to then develop a 

hypothesis. The next step is to test the hypothesis and then examine the outcomes. An inductive 

approach instead starts with detailed observations, to then develop a theory section.   

 

When applying previous knowledge to this thesis, the authors would argue that this study is 

deductive in the case of the structure and how the research is constructed. In detail, the authors 

have started with the theory section, to then move further to the empirical findings and the 

analysis. A deductive research often develops a hypothesis to test, and might apply better to a 

quantitative study, which this study is not considering. Having this in mind, one might instead 

interpret this as an inductive research, since it applies the qualitative method, have an 

interpretivist paradigm and a small sample. Regardless of this, the authors do argue that this 

research takes a clear deductive approach, foremost because of the structure, as the study starts 
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with theory reviewed from academic literature, to then test empirical observations. Basically, 

the research moves from general to specific, which shows clear connections to a deductive 

research. 

 

3.3 Purpose of research design  

Research is often classified by its purpose and can be either exploratory, descriptive, 

analytical/explanatory or predictive, according to Collis and Hussey (2014). Research 

conducted at an undergraduate level is often exploratory, which this research is, or descriptive, 

while analytic/explanatory and predictive research more often applies to the doctoral or 

postgraduate level (Collis & Hussey, 2014).  

 

The aim with exploratory research is to investigate and look for patterns and ideas (Collis & 

Hussey, 2014), as well understanding the phenomena, issue or problem (Saunders, Lewis, & 

Thornhill, 2016). An exploratory study is valuable when the researchers need to gain insight in 

specific topics, or to understand what is happening. This can for example be executed through 

open-ended interviews to understand or discover a phenomena, issue or problem. The questions 

asked, and the research questions studied, are often likely to start with “What” or “How”. The 

exploratory research is adaptable and adjustable to potential changes. (Saunders, Lewis, & 

Thornhill, 2016).  

 

Descriptive research has the purpose to gain, understand and describe accurate and specific 

problems, issues or phenomena, as they exist (Collis & Hussey, 2014). The aim is to describe 

something. “Who”, “What”, “Where”, “When”, and “How” are often likely to start the 

research questions or data collection and is often examined further than an exploratory study. 

The thoughts within a descriptive study shall be seen as part of the end, instead of the end itself 

(Saunders, Lewis, & Thornhill, 2016). 

 

The primary data in this paper will be collected through in-depth interviews with four successful 

firm founders in Sweden. The purpose is to investigate and find their common traits in order to 

be able to determine what traits are beneficial to succeed in a retrospective viewpoint. The 

research of this paper therefore applies to an exploratory research, since the authors aim to find 

and investigate patterns between the four firm founders. Further, the authors of this report 
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would like to collect data rich in details, which an exploratory research allows. The results in 

this paper might not solve a problem or a need but can contribute to further research which 

speaks for an exploratory research.  

 

3.4 Research method  

For the methodological choice, Saunders, Lewis, and Thornhill (2016) presents qualitative, 

quantitative and mixed methods as the approaches for the research design. The main difference 

between qualitative data and quantitative data, is that qualitative data is presented in a non-

numerical form and analyzed with interpretative methods, while quantitative data is presented 

in a numerical form often using statistical methods (Collis & Hussey, 2014). Mixed methods 

are simply a mix of both qualitative and quantitative methods (Saunders, Lewis, & Thornhill, 

2016). When looking at the data collected, and the empirical study of this paper, the research 

will be based on a qualitative method that will provide richness in details and meanings. Both 

the data collection and the analysis will in this paper use and present qualitative methods such 

as in-depth interviews. As the authors need rich data and details, in order to analyze the topic 

and research questions, the qualitative research is accurate for this thesis. Further, qualitative 

methods are often connected to the interpretivist paradigm (Collis & Hussey, 2014; Saunders, 

Lewis, & Thornhill, 2016), which also is applied to this research by the authors. According to 

Saunders, Lewis, and Thornhill (2016), qualitative methods and studies aspire to investigate 

patterns, the participants meanings and the relationship between them, which is clearly 

connected to the purpose of this paper.  

 

3.5 Research design  

A research design is known as the framework of the collection of data and the analysis of the 

data collected (Bryman, 2016). A retrospective perspective is known as looking back at 

processes, events, or developments that have occurred (Flick, 2007). In this study, the 

retrospective research design is referring to the investigation of looking back at the firm 

founders’ “journey”, in how it started, developed and how it is now. Generally, looking back at 

events that took place, leading up to the current situation and to further distinguish what traits 

in each stage that has led to enterprise success. The retrospective viewpoints in this research 

will further be collected through semi-structured, in-depth interviews with four firm founders. 
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These will further be presented in four cases, which will then be compared based on the 

different traits. One potential problem with a retrospective research is, according to De Vaus 

(2001), if the interviewees have a problem to recall the past or a certain event. With this in 

mind, the authors of this study composed the interview questions carefully and in detail, to 

eliminate possible errors. Another decision by the authors, was to have the interviews semi-

structured as well as open ended in order to encourage the interviewees to speak freely, recall 

and discuss, as well as to give an overview to their reality.  

 

The four cases that will be conducted in the findings are comparative case studies which are 

described by Dul and Hak (2008) as “[...] a study in which a small number of cases in their 

real-life context are selected and scores obtained from these cases are analysed in a qualitative 

manner”.  The “case” studied can, according to Saunders, Lewis and Thornhill (2016), indicate 

both a person, a group, an organization, an association, a process of change, an event, or other 

type of case objectives. In this study, the case refers to the four interviews with the firm founders 

chosen to participate. It will be a comparative case study instead of a single case study, since 

the authors believe that this study will need to collect data from several firm founders in order 

to present accurate results with richness and detail in data.  

 

3.6 Data Collection  

3.6.1 Secondary and primary data and sources  
When conducting a research one can use both primary and secondary sources, as well as 

primary and secondary data. Primary data is described by Collis and Hussey (2014) as data or 

information that comes from an original source, such as in-depth interviews in this thesis. 

Secondary data however, is instead collected from existing sources such as publications or 

literature (Collis & Hussey, 2014). The data collection in this research is based on both primary 

and secondary data, and sources that will contribute to the theoretical and the empirical data. 

The research data will further result in findings with a high degree of validity, which means 

that the findings in this thesis will reflect the phenomena researched correctly (Collis & Hussey, 

2014).   

 

3.6.2 Sampling Method  
A sample is known as the subset of a population, which is a collection of people or elements 

(Collis & Hussey, 2014). To collect a sample is a preferable and agile idea when it would be 
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too impractical (or impossible) to reach the whole population, and when the researchers have 

time or budget constraints (Saunders, Lewis, & Thornhill, 2016).  This research applies to a 

purposive sampling, since the participants in the interviews are selected by the researchers 

based on their experience of the phenomena studied. This means that the authors have used 

their judgement to select the best suited participants to the interviews, and therefore have to 

carefully evaluate the choices. Further, a small sample have been collected and a case study 

have been conducted, where a purposive sampling often is used when the authors wish to collect 

informative cases (Saunders, Lewis, & Thornhill, 2016).  

 

The sample in this research consists of four firm founders (see figure 1), who all have 

participated in an in-depth interview with semi-structured and open-ended questions. The four 

firm founders were carefully chosen by the authors based on their extensive knowledge within 

the field, but also since they all have succeeded with their business(es). The authors have been 

aware of the firm founders, or their firms, and based on what they have achieved, the authors 

have evaluated them as adequate interview objects in this thesis. Furthermore, the participants 

have all experienced birth stage, growth stage, and maturity stage, to a varying extent, which is 

a crucial component in this research. The firm founders were asked by the authors via email if 

they could contribute to this research, and if they had the possibility to participate. If so was the 

case, all the necessary information needed, and the questions prepared, were sent out 

beforehand via email to the interviewees, in order to give them a chance to prepare.  

  
Table 1 - Interview information 

Name of the manager Joakim Sjöblom Magnus Emilsson Torbjörn Svensson "Adam Adamsson"

Position of the manager CEO/Firm founder Firm founder Firm founder CEO/Firm founder

Date and time of the interview April 1st 14:00 April 1st 12:30 April 4th 10:00 April 2nd 11:00

Duration 01:03:24 01:02:43 01:14:34 00:56:16

Name of company Minna Technologies Several companies Several cmpanies His company

Industry Tech Different industries Different industries Gaming

Size of the company 52 Employees - - 50 Employees +

Age of the compnay 6 Years - - 9 Years 
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3.6.3 Semi-structured in-depth interviews  
Alan Bryman (2016) describes research interviews as “[...] a prominent data-collection 

strategy in both quantitative and qualitative research”. Saunder, Lewis, and Thornhill (2016) 

further describes it as a conversation between at least two people, where the interviewer asks 

questions and the interviewee responds to the questions. The interviews often result in valid 

data that are reliable and relevant to the research (Saunder, Lewis, & Thornhill, 2016). The 

interviews in this study are open-ended, in-depth, and semi-structured. The interviews will in 

this research contribute to the empirical findings and primary data but will also work as a 

primary source. Open-ended questions are, according to Collis and Hussey (2014), questions 

that encourages longer and more developed answers than only yes or no. The authors further 

explain a semi-structured interview as main questions prepared by the authors to inspire the 

interviewee to talk freely about the topic. The authors can then develop new questions or ask 

follow-up questions during the interview, in order to receive the information needed. Both the 

questions and the interviews are flexible. Semi-structured and in-depth interviews are 

appropriate when the authors need to understand the interviewees world, hence reality, and their 

personal constructs (Collis & Hussey, 2014), alongside the need to establish personal contacts 

(Saunders, Lewis, & Thornhill, 2016). When looking at the purpose of this study, which is an 

exploratory study, Saunders, Lewis and Thornhill (2016), states that in-depth interviews and 

semi-structured interviews, can be very helpful in order to understand the background and the 

context of the data correctly.   

 

All of the interviews had a duration for about one hour (see figure 1). The interviews, that can 

be found in Appendix 1 (Swedish) and 2 (English), consisted of five general questions and 

twenty-one specific questions. The general questions were asked to receive a background to the 

interviewee and its career, while the specific questions were focused on the topic of this research 

to be able to answer the research questions. The questions had a retrospective viewpoint in 

order to understand the interviewees journey, and what traits they had adopted in every stage. 

Three of the in-depth interviews was conducted in person, and one over phone due to the 

interviewee’s preferences. Regarding the three interviews conducted face-to-face, the authors 

visited them at their office where the interview took place. All of the interviews, as well as the 

questions sent beforehand, were conducted in Swedish, since all of the participants comes from 

Sweden and have Swedish as their native language. This minimizes the risk for 

misunderstandings and misinterpretations. Moreover, the interviews were semi-structured and 

open-ended, since it encourages longer and more developed answers rather than yes or no from 
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the participants. The interviewees further had the possibility to speak freely and openly about 

the main topics, as well as further elaborating and explaining the answers or scenarios. If 

follow-up questions were needed, the authors used probes, hypothetical questions, comparison 

questions or summary questions, depending on the situation. These types of questions can be 

asked if there is a need for clarity or depth to the answer, to compare or to see different 

dimensions, or to see the relevance or bias (Collis & Hussey, 2014). The next step in the process 

is to compare, evaluate and find patterns when looking at the interviews with the firm founders.  

 

3.6.4 Literature Search 
The secondary data is foremost based on peer-reviewed articles to provide a body of knowledge 

in the frame of reference, to present relevant theories and previous research. Except peer-

reviewed articles, books have been used for the background, the methodology and the method 

to give a deeper understanding. The peer-reviewed articles and the books have been found at 

Jönköping University library, as well as on its online database https://ju.se/bibliotek.html. To 

find suitable literature in the database, the authors have searched for relevant keywords or 

combinations of keywords. Some of the main keywords searched for was: *Leadership*, 

*Leadership traits*, *Successful leadership traits*, *Entrepreneurship*, *Entrepreneurial 

traits*, *Personality traits*, *Management traits*, and *Trait theory*. The frame of reference 

elaborates on different aspects of the topic and provides a deeper knowledge to the empirical 

findings and understandings. The peer-reviewed articles used, are within the timeframe 2000-

2019, as it allowed the research to be up-to-date and it provided sufficient literature. Further, 

when the authors have reviewed and found relevant literature, they studied the references within 

the literature to find even more suitable sources. This was done in order to be able to present a 

trustworthy and reliable frame of reference.  

 

3.6.5 Reliability and validity of the data  
Saunders, Lewis and Thornhill (2016) elaborates on that the validity and reliability, which are 

the aspects of credibility of a research, is essential to ensure the quality of the study, but also 

the judgements. Further, Collis and Hussey (2014) refer to reliability as “[...] the accuracy and 

precision of the measurement and the absence of differences in the results if the research were 

repeated”. Validity is instead described as “[...] the appropriateness of the measures used, 

accuracy of the analysis of the results and generalizability of the findings” by Saunders, Lewis 

and Thornhill (2016).  

 

https://ju.se/bibliotek.html
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To investigate if a research has validity, one can consider questions such as “Are the measures 

used, appropriate for the intended purpose of the study?”, “What do the research findings 

reflect?” or “Is the analysis of the findings highly accurate?” (Saunders, Lewis, & Thornhill, 

2016).  Collis and Hussey (2014) describes that errors can weaken the validity, and it can for 

example be a matter of poor sample or misleading measurements. Saunders, Lewis and 

Thornhill (2016) further brings up that semi-structured and in-depth interviews within a 

qualitative study often applies a high level of validity. This is seen to that the interviews are 

conducted carefully with clear questions and explores different angels and aspects of the 

responses. Based on this, the authors of this research would argue that this study have a high 

degree of validity, when it comes to the data collection and its execution. 

 

Reliability is described by Saunder, Lewis and Thornhill (2016) as a key component when 

looking at the research quality. Collis and Hussey (2014), emphasizes that reliability, and in 

some cases even validity, is interpreted differently within a positivist study than in an 

interpretivist study. Furthermore, since this is a qualitative research with socially constructed 

interpretations it is, according to Saunder, Lewis and Thornhill (2016), not as important for the 

study to be replicated based on its social constructions and the participants reality.  Since this 

research is an interpretivist study, it is more important that the interpretations made, can be 

explained and understood, rather than the need for replication and consistency (Collis & 

Hussey, 2014). One way to ensure internal reliability, is to use more than one researcher to 

conduct the interviews, and then analyze the data, which have been done within this research. 

Further, the authors like to believe that they have explained and expressed the interpretations 

made correctly and reliable. Strengthened by Saunders, Lewis and Thornhill (2016) it would 

not be realistic to ensure this research to be replicated of other researchers. This is based on that 

this research is qualitative and uses semi-structured, open-ended questions based on the 

participants reality. Moreover, this research presents a research design, together with the 

strategic choices and the argumentations of the methods, and how data were contained, which 

according to Saunder, Lewis, and Thornhill (2016) can strengthen the reliability of the study. 

 

3.7 Data analysis  

When all the data is collected it will be analyzed, and the first step for the authors were to reduce 

the data collection. In the reduction of the data collection, the authors have selected and 
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simplified the data collected, they have summarized and organized the qualitative research, as 

well as transformed notes and transcriptions. More or less, one can say that the authors have 

reduced the unnecessary data in order to be able to analyze the data correctly, and to connect 

this to the research questions. The authors only use relevant data in the analysis, where they can 

find patterns, similarities or dissimilarities between the theory and the findings. The second step 

were for the authors to display the data in a document, which is described as “a visual format 

that presents information systematically” (Collis & Hussey, 2014). This allow the authors to 

draw conclusions and to see possible patterns between interviews and theory. This step eased 

the analyzing for the authors in their search for patterns and dissimilarities. The third and last 

step is to draw conclusions, and to test the validity.  

 

Furthermore, the research will use a comparative study in order to analyze the findings and the 

theory. Saunder, Lewis and Thornhill (2016) describes it as “[...] different, but related data sets 

are analysed so that the results of these may then be compared”. In the section research design 

the authors have presented that they have used a comparative case study, which also will be 

reflected in the analysis. Regarding the presentation of the analysis, the authors will take the 

reader through all the stages of the enterprises, where the distinct four common traits amongst 

the interview objects are highlighted. The four most common traits brought up, does not 

necessarily applies to all the participants, but at least for two of them. Furthermore, the traits 

presented and chosen to have distinguished themselves from the other elaborated traits and have 

been frequently highlighted in the interviews by the firm founders. Theory will acknowledge 

what specific trait, in terms of entrepreneurial, leadership or managerial, is adopted. Alongside, 

the traits affecting enterprise success, based on theory, is presented in each stage. Furthermore, 

the analysis section presents three tables that illustrates the four most distinct and highlighted 

traits from the empirical findings in birth, growth and maturity stage of the firm. The tables 

give the reader an overview, and a deeper understanding of the findings. This further allows the 

reader to gain insight in what traits the firm founders share, and not. 

 

3.8 Ethical issues and considerations 

The ethical considerations, and how the data will be used, is of great importance when writing 

a report. Since the authors in this case collects data and information from individuals and their 

enterprises, it is essential that all the participants have the acknowledgement about what is 
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requested from them and what the data will be used for (Collis & Hussey, 2014). This 

information has been explained via mail to all the participants, and discussed if needed, 

beforehand. All the participants in the interviews participated voluntary and have received 

information about why the authors would like them to participate, what the purpose of the thesis 

is, how much time it will take and what is expected from them. The interviewees did also have 

the possibility to be anonymous if so wanted, which one of our participants wanted. The 

interview object who wished to be anonymous, is referred to “Adam Adamsson” throughout 

the whole thesis, in order to guarantee anonymity and to ease the reader’s flow. The authors 

will further guarantee confidentiality if needed, to all the participants. 
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4. Empirical findings 

In the following section, the collected data from the interviews will be introduced to the reader. 

The empirical findings will further present the cases one by one, in which the authors will 

highlight the firm founders adopted traits in birth, growth and maturity stage. 

 

The authors have conducted four semi-structured interviews, in which two of the interviews 

focus on one company, and the other two interviews focus on the interviewees whole career, 

which have consisted of several different companies. The interviewees’ companies differ in 

both size and industry, but their common component is that they have succeeded with their 

enterprise, based on the explanation presented in definitions. In the interviews, the authors have 

specifically chosen to interview firm founders, as they in this case, have experienced every step 

in a business. All interviews were conducted within the same time frame, which gave the 

respondents an equal opportunity to reflect upon the questions hence their answer. By 

conducting semi-structured interviews with open-ended questions, it allows the authors to get 

a deeper understanding for the interviewees’ reality. In this case, the chosen method contributes 

to extended knowledge in how the firm founders have managed and operated in the different 

stages of the firm. 

 

In the following section, a background to the interview object will be presented, which is 

followed by the findings from the interviews. To ease the understanding of the findings, their 

answers and experiences from birth, growth and maturity stages in their firms, have been 

carefully presented one by one. In the fourth and final case, the interview object is anonymous, 

but is referred to “Adam Adamsson” throughout the whole section to ease the reader’s flow. 

 

4.1 Case 1 - Joakim Sjöblom 
Joakim Sjöblom, 29 years old, is the founder and CEO of the digital tech company Minna 

Technologies, which is currently based in Gothenburg. Joakim studied in Skövde, Sweden, for 

three years and the idea for Minna Technologies was founded during his years as a student in 

2013. Initially, Joakim experienced an issue with having several complicated subscriptions that 

automatically withdraw money, without his awareness. From this, the idea for Minna 

Technologies arose. The company offers a software that facilitates the situation for individuals 

who are dealing with several different subscriptions. In the company, Joakim operates as the 

CEO, but is in charge of several different activities such as B2B selling and presentations, to 
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only mention two. Today, the company is consisting of 52 employees and is continuously 

growing. Joakim was of relevance to interview for this study based on his journey with Minna 

Technologies, especially since he has experienced every phase with the company.  

 

4.1.1 Birth stage 
In the beginning, Joakims drive for Minna Technology was that he wanted to accomplish 

something beyond his studies, as they were too easy from his point of view. During the birth 

stage of the company, he believed that his four distinct characteristics were social, naive, 

slightly stubborn and the ability to take action. In addition, Joakim explained that these 

characteristics are strongly connected to what he believes is of importance to possess as an 

entrepreneur. A positive mindset is something he always embodies, in birth stage as well as 

maturity stage of the company. He further referred to a well-known concept in Sweden, which 

is “the four different colors in personality types”. The concept basically clusters individuals in 

four different colors, based on their common characteristics, where one usually is predominant 

one color. Joakim explained it as: 

 

“I was very, very predominant yellow in my personality in birth stage, I was 

enthusiastic and social with high self-esteem. Presenting in front of people 

wasn’t an issue at all. Swedes in general tend to lack the ability to present in 

front of people, which I believe were one of my strengths back then, but also 

today” (Sjöblom, 2019) 

 

In the initial phase of Minna Technology, he analyzed upon that he was well aware of every 

action in the company, due to few employees. Joakim said that everyone knew the daily 

operations and that you could share every detail with each other in this stage. He brought 

forward that when establishing a company, one should include other people, as the team is very 

important. A sole individual cannot manage a whole company themselves, where he added that 

one should not be afraid of cooperating since it can be beneficial as the company grows. 

 

4.1.2 Growth stage 
As the company grew, Joakim highlighted the increased importance of his presentation, selling 

and communication skills. He added that languages were of great importance to embrace as 

Minna Technologies grew - as English is their operating language today. At this stage, the 
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company employed a significant amount of people from several different countries, which 

created diversity in the team according to Joakim. He explained it as: 

 

“Culture is of significant value in the company, because it creates dynamics, I 

believe the team is super important. The global recruitment turned out very 

successful in that sense” (Sjöblom, 2019) 

 

Further, Joakim said that as they grew, they had to split the company in two teams since they 

experienced issues in sharing everything with everyone. Basically, this solution was more 

convenient. However, he explained that they faced some issues in the communication since this 

setup, the split of teams, was unfamiliar to the company. They managed it through 

implementing a manager, responsible for one team each, who had an overview of the activities 

and individuals. Further, Joakim said that they worked with accountability to a greater extent 

in this stage compared to before, in other words giving responsibility to the employees. He 

explained that if the employee had an idea, they were more than welcome to implement and 

execute it. Direct connections are made to what Joakim believe is good leadership in this 

section, in which he highlighted the importance of servant leadership. He explained that the 

main goal is for the leader to serve, in order for others to develop. In fact, Joakim said that he 

had somewhat taken a step back to let others grow and highlights the importance of the team. 

 

Another highlighted component from their growth stage was the importance of network and 

communication, were Joakim said that this was one of his strongest skills. As mentioned earlier, 

he managed most of the external relationships such as selling and communicating, even in this 

stage. Joakim pointed out that it takes years until you get your first customer, so as a 

businessman, you have to be willing to pursue change and be persistent to not settle, hence stop 

growing. 

 

4.1.3 Maturity stage 
In the maturity stage, Joakim explained the importance of giving management expectations to 

the employees, where you constantly give feedback and motivate. Further, he elaborated on that 

the management has become a lot more classic as the company has grown. Joakim analyzed 

upon that what he expresses today within the company, have a significant impact on the 

employees. As a result, he tends to choose carefully what he says a lot more now. When 

discussing what has changed in his personality up until this stage, he once again referred to “the 
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four different colors in personality types”. Joakim pointed out that he changed from a complete 

yellow personality, to a strong red personality, which is when one is mainly goal oriented and 

ambitious, with focus on results. Furthermore, Joakim elaborated: 

 

“As time has become a scarcer resource at this point, I have to be more 

structured and productive. I might be interpreted as a bit more insensitive and 

straight forward today, but I mean, it’s not charity you run at the very end of the 

day” (Sjöblom, 2019) 

 

However, in this stage, he said that he faced additional issues. As the number of employees 

grew, the challenges did as well. He mentioned the economy, international customers and other 

practical details as challenging. The main issue was that there was basically a lot more to handle 

at this stage. Joakim highlighted the importance of a charismatic leadership when facing 

challenges, especially with a company having a lot to take into consideration. Once again, he 

pointed out the significant value of accountability in this stage as well, where you let others 

grow. 

 

As a wrap up, Joakim emphasized the importance of prioritizing, constantly focusing on the 

next step in the process of the company. He added that it will require a high level of strategy in 

the company to further develop. Joakim finished off with highlighting the interest for thought 

leadership in the future of Minna Technology.  

 

4.2 Case 2 - Magnus Emilsson 
Magnus Emilsson is a 46-year-old multi entrepreneur, who has been involved in many different 

companies in his career. Magnus explained that he, even as a kid, looked for better and smarter 

solutions in everything. He started his studies with a bachelor at Göteborgs Business school but 

dedicated foremost all of his time to other projects, rather than the studies. Magnus was 

involved in different associations at school, which allowed him to implement and execute some 

of his ideas. Today, Magnus is the co-founder of an internet consultancy company called Mind 

Ab, established in 1996. From the year 2000, the company has been listed on Stockholm Stock 

Exchange. Also, Magnus founded the investment company Emred International in 1998, in 

which they invest in startup companies within tech and hospitality industry. Alongside, he is 

the co-founder of ESS Group AB and the founder of Visit Technology Group. Today, Magnus 

is foremost an angel investor in several different tech companies and is active as the executive 
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chairman at Visit group, lead seed investor and chairman in NA-KD, and board member in ESS 

Group, just to mention a few. Magnus was of relevance to interview for this study based on his 

extensive career and knowledge in starting businesses. Therefore, the focus will be on the 

experiences in his career. 

 

4.2.1 Birth stage 
 

“My drive behind starting businesses, was basically the freedom that comes 

along with it. Entrepreneurs today that are mainly driven by money are not often 

as successful, compared to those striving for other accomplishments. Freedom 

is the ability to come up with an idea, implement it and execute. To see it grow. 

From there, the economic profit that comes along is only a proof of your genuine 

interest and willingness to work to see the idea come to life” (Emilsson, 2019) 

 

Further, Magnus explained that in the birth stage of starting companies, he was always willing 

to work 24 hours a day. When looking at specific characteristics in this stage, Magnus described 

that he had many ideas and the ability to spot business opportunities. He pointed out that these 

two components are the main skills that entrepreneurs should have, but also what companies 

should acquire, in the birth stage. Magnus believed that he had the courage to believe that the 

business would be successful, already from the start, which he saw as a crucial component to 

succeed. He also elaborated on that his core characteristics were, and still are, organizing and 

working strategic. 

 

Furthermore, Magnus explained that it of great importance to be equally humble as goal-

oriented, to reach potential success in this stage. By having a balance between these two 

components, he explained that one tends to be humble towards the difficulties that might arise, 

while at the same time not being afraid to strive towards the goal. According to Magnus, it is 

fundamental to see opportunities, which he believed has been naturally implemented from the 

very first start of his career. He continued explaining that in this stage, he tended to be 

incorporated in every step of the process, both strategic and operational. He learned that one 

should be prepared to, and willing to, work 24 hours a day in the starting phase of a company. 

Further, Magnus expressed the importance of having a team when starting a business, rather 

than doing it on your own. Basically, he said it is a lot more fun, that you learn from one another 
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and that the diverse knowledge is beneficial. Magnus explained that to run a business is not 

always easy, therefore the team is valuable, especially in this stage. 

 

4.2.2 Growth stage 
As Magnus mentioned in the birth stage, it is of great importance to find the right team with the 

right competences. He brought up that this component is of value, even in this stage, since it is 

a step towards a potentially successful business. In growth stage, Magnus explained that the 

digitalization took place and questions aroused in whether they would digitalize the business or 

not. As a result of the digitalization, he also faced some issues in keeping the team since the 

constant demand for, in this case, developers were a fact. He highlighted that it was important 

to find, and keep, the right competences when there was a change in the society in this stage. 

Another challenge in growth stage was to remain and attract the right individuals, according to 

Magnus. He said that it is crucial to consider the employees well-being, but also to keep a good 

leadership structure, since it affected their outcome. Furthermore, Magnus explained that he 

had to work more agile in general, especially with the product development when the 

digitalization took place. 

 

As the business grew, Magnus highlighted that it was important to keep the entrepreneurial 

mindset, alongside having a clear goal that everyone could follow and strive towards. He 

explained that it required a good leadership to implement this mindset throughout the whole 

business. However, he elaborated on that leadership and management goes hand in hand, where 

a good management team possesses good leadership skills. In this stage, Magnus highlighted 

that his main strengths were, and still are, strategic decisions, organizing and executing.  

 

4.2.3 Maturity stage 
In the maturity stage, Magnus pointed out that he adopted an even more the strategic aspect and 

could therefore let go of the operational part. Magnus highlighted the importance of keeping 

the entrepreneurial mindset, even in this stage. Another component Magnus took in 

consideration is that when a business grows and becomes global, it can be a good solution to 

split the company into different parts, in order to keep the entrepreneurial mindset. 

 

“Well at this point, I am a better leader, but also worse, compared to what I was 

in the beginning of starting companies. Right now, I am better at prioritizing my 

time, and don’t really like to discuss things that aren’t relevant. I believe I am a 
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lot more straightforward. Basically, time is of the essence at this point” 

(Emilsson, 2019) 

 

Further, Magnus explained that he is in this stage humbler towards risks, compared to before, 

but as a result he has a shorter acceptance, as he sees the potential outcomes. Magnus explained 

that nowadays he has resources, abilities and freedom to accomplish the things he wishes at 

work, but also besides. He highlighted that at the end of the day, he is driven by the ability to 

make a difference.  

 

Today, Magnus mainly manages staff-related questions were concerns such as when the 

employee will deliver results and their well-being, is considered. He pointed out that questions 

might arise in where the issue lies, in terms of when the employee is not delivering what is 

expected from them. Magnus elaborated that it might be a matter of the leadership, or the 

individual itself. The difficulties in this stage, according to Magnus, is how to manage and lead 

the different generations at work since it can differ. He described that as of today, the younger 

generations tend to be interested in working for a higher purpose as they are very individualistic, 

and it is difficult to lead such generation. Magnus said that he managed it through applying a 

somewhat general approach to all employees, trying to still get everyone to believe that they 

work for themselves as it lies in their interest. Magnus finished off with once again highlighting 

that time is of the essence and being straightforward is an important trait adopted in this final 

stage. 

 

4.3 Case 3 - Torbjörn Svensson 
Torbjörn Svensson, 58 years old, is currently managing an investment company and smaller 

businesses within tech industry and consumer products. He is also operating as a working 

chairman and as a joint owner of several unlisted companies. Previously, Torbjörn has worked 

with business systems, education, as a controller and in the last years as business developer at 

an incubator, before he solely put all time on his investment company. He has a Master of 

Science in Business Administration alongside a teacher education. Torbjörn has a background 

in creating, developing and supporting several companies within different industries, whereas 

today he is focusing on his investment company. Torbjörn is of relevance in this study based 

on his extensive career and knowledge in starting businesses. Therefore, the focus will be on 

the experiences in his career. 
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4.3.1 Birth stage 
In the birth stage, Torbjörn explained the significant value of his high energy, creativity and 

curiosity. He added that he has always been interested in people, and that he possesses the 

ability to convey others to believe in his idea. Basically, he explained himself as a creative 

problem solver in the early stages. Torbjörns drive behind the investment company was 

foremost the ability to apply his extensive knowledge in several fields, and his social network, 

to create a strong company. He elaborated on that he defiantly sees himself as an entrepreneur, 

where he explained his ability to see opportunities and solutions in everything. Further, 

Torbjörn said that he preferred in the birth stage, to not have everything structured or perfectly 

set, as it enhanced his creative entrepreneurial side and therefore received better outcomes. 

Torbjörn further explained: 

 

“I believe my strength in the beginning was to move from words to ideas, and to 

actually perform it. It’s so important to be curious when starting a business, I 

mean, you should be interested in affecting and developing the environment you 

are in. A constant willingness to change. The first step in a business is to find an 

appropriate business model, but it required a lot of creativity and energy, so 

these are important factors in the beginning” (Svensson, 2019) 

 

Torbjörn concluded that when starting a company, the individual is required to be brave, 

creative, energetic and have the ability to convey others, which are the traits he adopted. 

 

4.3.2 Growth stage 
In the growth stage, Torbjörn emphasized the value of recruiting the right type of people, as 

well as creating structures appropriate for the company’s future goals. Another important 

component Torbjörn added, was that as a leader in this stage, one should focus on encouraging 

and stimulating the employees. He explained that through a positive mind set and being 

inspirational as a leader, the employees will see you as a role model and bring the same energy 

back into the company. One key thing is to keep everyone on the same train, making sure 

everyone has the same vision and energy towards the goal, according to Torbjörn. He further 

elaborated: 
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“When the business model is proven to work, it’s super important to be patient 

but still strive towards improvement to achieve profitability in the company” 

(Svensson, 2019) 

 

When Torbjörn was asked whether they faced some issues in growth stage, he explained: 

 

“Well, at some points in this stage we faced some challenges, but it was foremost 

in what the next step would be for the business, and in this we could have some 

disagreements. We solved it through either buying out one of the partners, but 

in others we could communicate towards a common solution” (Svensson, 2019) 

 

Foremost, he emphasized the value of adopting communication and discussion to develop the 

company. He pointed out that in this stage, constant adjustment is occurring, where you have 

to be agile and ask yourself over and over again if you are doing the right choices. He 

highlighted his important traits in the growth stage as curios, energetic, social, creative, and 

structural. 

 

4.3.3 Maturity stage 
In the maturity stage, Torbjörn pointed out that he applied a lot more discipline, relevant 

structures and ways of working in the companies. He explained that at this point, he understood 

the importance of having a clear agenda for the company, constantly having the goal in mind 

and keeping a high energy through the whole journey. In this step, Torbjörn said that one has 

most likely faced a lot of tribulations and explained that a crucial tool to encourage such 

situations, is to be creative and keep the energy up.  

 

He further explained that it is of high value to be patience and understand that it still requires 

that you work a lot, even in the maturity stage. There should be a constant focus on selling to 

be able to build a viable company, according to Torbjörn. He believed that personal 

relationships and the communication was two components that definitely stood out in his 

personality in this stage. When the company is in the maturity stage, Torbjörn said that it is 

relevant to build sustainable and manageable routines that are clear and thoroughly accepted by 

everyone. Another crucial component to take into consideration according to Torbjörn, is the 

technological and environmental, as they put a lot of new demands on businesses and their 

performance. He added that companies are constantly put in new situations due to the 
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environment, and the ones that manages it, survives. Overall, he believed that he has developed 

a lot of new abilities when starting different businesses but highlights his personal development 

in having patience and being humble. 

 

4.4 Case 4 - “Adam Adamsson”  
Adam Adamsson, 34 years old, is the co-founder of a Swedish game developing company. The 

company was founded in 2010 and is still active today, with approximately 50 employees. The 

company was started by Adam, and his eight friends, during their time as students. They studied 

computer game development and programming, and through their common interest for 

computers, the idea for the company emerged. Adam has been active in the company since the 

first day and operates as CEO, where he mainly works with developing the company, business 

and products. Adam was of relevance to interview for this study based on his journey with his 

company, especially since he has been through every phase with the company. 

 

4.4.1 Birth stage 
In the initial phase of the company, Adam believed that it was the dream of working with 

something that he was passionate about, that was his main drive in birth stage. He also explained 

that the team he started the company with, were sure about that they could produce good 

computer games. Adam explained: 

 

“We basically believed in that we could build really good games. There was a 

very strong belief in us as a team. We thought it was so fun to create games, and 

in fact that was a distinct strength in our case. The main drive was that we were 

so dedicated in the birth stage, we had a dream to work with something we were 

passionate about and something we had total control over” (Adamsson, 2019) 

 

Furthermore, not being employed and under someone else's control were two components he 

considered when starting the business. He explained that during the birth stage of the company, 

he was naiver, where he further reflected upon that if they would have been too realistic in the 

start, they would probably not have started the company at all. Adam described that: 

 

“I believe that you have to be a bit naive in the beginning, I was. You didn't 

really think that much about the future. So, when we started the company we 

didn’t reflect upon where it was heading or what it could lead to. I believe that 
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it is beneficial to be naive when doing something like this. If you would have 

analyzed too much you would have probably thought no, don’t do it, it’s too 

difficult and won’t lead to anything, just take an ordinary job somewhere else. 

But we never thought of it like that, ever” (Adamsson, 2019) 

 

4.4.2 Growth stage 
In the growth stage, Adam emphasized that it is important that each individual in the company 

work with what they are best at. He elaborated on the importance of sharing knowledge with 

others, and not being afraid of asking for help. Adam said that one has to realize that a sole 

person cannot perform everything in a company. Further, he explained the importance of still 

being curious and willing to learn at all time and added that he adopted this in growth stage. 

Adam explained that he was very analytical and somewhat stubborn, which he believed has 

been important attributes adopted in this stage. He also described himself as very dedicated, 

sometimes a perfectionist, which he believed has been both positive and negative in this stage 

of the business. He meant that to have total control of an issue can be very difficult, especially 

as they were nine people operating the business. Furthermore, Adam explained that he adopted 

a lot more analytical approach, compared to birth stage. At this stage, he was a lot more risk-

aware and analyzed to a greater extent, before putting it to action.  

 

4.4.3 Maturity stage 
In the maturity stage, Adam pointed out that he was humble, and that communication was a 

crucial aspect in his personality. He explained that communication is the key to bring out the 

best in each individual. From this, all the good ideas and best opinions can be brought out of 

everyone. Adam also highlighted the importance of prioritization in the maturity stage, as time 

is valuable, but also to get everyone to work towards the same goal. As a conclusion, Adam 

explained: 

 

“Since we are nine people together driving the business, and everyone are 

founders, it can sometimes be difficult to get everyone satisfied. It is super 

important with good communication. But also, at this point it is important to 

prioritize and focus on what is important for the business, as time is valuable 

and scarce” (Adamsson, 2019) 
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5. Analysis; interpretation  

Further follows the analysis of the findings, alongside three tables that summarizes the findings. 

 

Regarding the analysis, the authors will take the reader through the birth, growth and maturity 

stages of the enterprises, where the distinct four common traits amongst the interview objects 

are highlighted in each stage. However, not all interview objects may have necessary fitted in 

all highlighted traits, but at least two of them are. Theory will acknowledge what specific trait, 

in terms of entrepreneurial, leadership or managerial, is adopted. Alongside, the traits affecting 

enterprise success based on theory, is presented in each stage. As mentioned in the findings, 

one of the interview objects is anonymous, but is referred to “Adam Adamsson” throughout the 

whole coming section to ease the reader’s flow.  

 

In the following section, the authors will present three tables that reflects frequently highlighted 

traits from the interviews, in each stage of the firm - birth, growth and maturity. In detail, each 

table will consist of the four most common and frequently mentioned traits amongst all firm 

founders. This allows the reader to get a quick overview and understanding of the findings. One 

can also get an insight in what differs between the firm founders, as there is a yes/no in each 

table concerning whether they adopted the trait or not.  

 

5.1 Birth stage 
When analyzing the theories and the findings, the firm founders drive was thoroughly 

highlighted as a crucial component in their starting phase, that lead to birth stage. One can see 

similar drives between both Magnus and Torbjörn in which they both strive towards the 

freedom of working independently, and implementing the idea they had come up with, to then 

execute the idea. In a similar approach by Adam, yet somewhat different, he is foremost driven 

by the ability to work with something he is passionate about. Whereas Joakim is driven by 

accomplishing something, hence being stimulated beyond his occupation. From this, one can 

tell that Magnus and Torbjörn’s drive is the goal orientation. Adam on the other hand, tends to 

be solely driven by his passion and Joakim by his need for accomplishment. 

 

When looking at theory, Espiritu-Olmos and Sastre-Castillo (2015) explains that individuals 

have entrepreneurial tendencies if they have an inner need for achievement, which can be 

directly connected to Joakims drive in establishing his business, his need for accomplishment. 



 38 

Espiritu-Olmos and Sastre-Castillo (2015) further explains that by possessing previously 

mentioned trait, one can experience success with their business. Another correlation is 

identified between the theory and interview object, in terms of Adams fundamental drive behind 

the business, his passion. Timmons (2000) support that passion is a crucial component, hence 

characteristic, for entrepreneurs to acquire. Based on theory, both Joakim and Adam can be 

seen as entrepreneurial in their drive behind starting their business. Parallels can also be drawn 

between theory and Magnus and Torbjörn’s goal-oriented drive. Lounsbury, Sundstrom, 

Gibson, Loveland and Drost (2016) explains that goal orientation is a unique managerial 

characteristic, which correlates with Metz, Kulik, Cregan and Brown (2017) opinions. Based 

on this, one can see Magnus and Torbjörn’s initial drive as a managerial trait, where Bhuian, 

Richard and Shamma (2010) agrees, but adds that it can also be seen as an entrepreneurial trait. 

However, Nogueira, Sousa and Moreira (2018) rather believes that goal-orientation is 

considered a leadership trait. Based on this, one can see Magnus and Torbjörn’s initial drive as 

both an entrepreneurial, leadership and managerial trait. 

 

Rauch and Frese (2007), as well as Espiritu-Olmos and Sastre-Castillo (2015), characterizes 

entrepreneurs as risk-takers, in which Stewart, Roth and Murphy (2001) follows the same 

reasoning. Espiritu-Olmos and Sastre-Castillo (2015) emphasizes that if one possesses risk-

taking as a fundamental trait, those are ought to believe to reach success with their business. 

When looking at the findings from the birth stages, one can see an interrelationship between 

the entrepreneurial trait set by previous authors, and Joakims and Adam’s naivety in birth stage. 

Both tend to be daring and willing to take risks, which can be connected to previous theory as 

a risk-taking approach hence an entrepreneurial trait. Joakim and Adam also shared the same 

characteristic in birth stage in terms of self-confidence, where in theory Zaccaro (2012) explains 

that self-confidence is a leadership trait. Further, Dess and Lumpkin (2005) presents that an 

entrepreneurial trait is when an individual possesses the ability to recognize opportunities, 

which can be connected to Magnus and Torbjörn’s adopted characteristic from birth stage, 

where both explained that they had the skills required to identify business opportunities. 

Another similarity was found between theory and findings, where Ingaldi (2015) and 

Lounsbury, Sundstrom, Gibson, Loveland and Drost (2016) pointed out that it is a managerial 

trait when individuals are achievement oriented hence dedicated. Parallels can be drawn to the 

findings, in which all interview objects assemble in that dedication was the distinctive trait in 

birth stage. 
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5.2 Growth stage 
In growth stage, it can be seen that both Joakim and Torbjörn adopts the social aspect, hence 

communication skills. When connecting it to theory, one can see that leadership characteristics 

are connected to social integration and clear communication (Ayub, Manaf & Hamzah, 2014; 

Fralic, 2000; Sederer 2012). Zaccaro (2012) agrees in terms of that leadership relates to having 

a social ability, where the author adds that the social aspect, is one of the key determiners in 

becoming a successful leader. When looking at trait theory and specifically into the five-factor 

model of personality, it shows that the component openness, is a direct leadership trait (Colbert, 

Judge, Choi, & Gang, 2012). From these theories, one can see that Joakim and Torbjörn’s 

adopted trait is considered to have leadership characteristics. However, Ingaldi (2015) 

highlights that communication is a distinctive managerial trait, in which Lounsbury, Sundstrom, 

Gibson, Loveland and Drost (2016) agrees. If the communication trait is thoroughly developed 

by managers, they are ought to believe to succeed to a greater extent (Lounsbury, Sundstrom, 

Gibson, Loveland & Drost, 2016; Metz, Kulik, Cregan & Brown, 2017). From this, one can tell 

that there is a relationship between findings and theory, in which Joakim and Torbjörn can be 

considered having both leadership yet managerial traits adopted in the growth stage. An 

equivalence is also found between findings and theory, in which Magnus, Torbjörn and Adam 

explains that they adopted a more structured approach in the company during growth stage. It 

can be connected to a managerial trait, since Waymack and Sokhanvar (2008), as well as 

Naderi, Kakemam, Arab-Zozani and Mousazadeh (2017), refer the responsibility of correctly 

implementing, structuring and executing to a typical manager’s characteristic. Peter F. Drucker 

(2007) supports previous authors, based on his assumption that managers encourage the process 

of planning, implementing and executing, which can be directly connected to the firm founders 

adopted trait. 

 

Expressed common traits

- Birth stage Joakim Sjöblom Magnus Emilsson Torbjörn Svensson "Adam Adamsson"

Navie Yes No No Yes

Saw opportunities No Yes Yes No

Self-confidenced Yes No No Yes

Dedicated Yes Yes Yes Yes

Table 2 - Expressed common traits - Birth stage 
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When further analyzing the findings, Torbjörn and Adam shows that curiosity is adopted in this 

stage. Their adopted trait can be connected to the literature, where Nogueira, Sousa and Moreira 

(2018) explains that intellectual stimulation, hence the interest for developing, creating, 

innovating and problem-solving, is related to a leadership trait. Moreover, Torbjörn and Joakim 

expresses energy as a core characteristic in this phase of the company, in which theory can be 

connected in terms of that a leader is forward looking and inspiring (Further, Ayub, Manaf & 

Hamzah, 2014). It is also supported by Mott and Waymack (2008), in which they explain that 

a visionary with enthusiasm, is interpreted as a leadership trait. From this, one can tell that 

Magnus and Adam also shows tendencies in possessing this trait, since they are willing to learn 

with a positive mind set. In other words, all the interview objects unite in energetic as one of 

their key adopted traits in growth stage. 

 

 

5.3 Maturity stage 
In the maturity stage of the firm, Magnus, Torbjörn and Joakim express that they adopted a 

more strategic approach. When connecting this to the theory, it explains that the ability to set a 

clear strategy, is connected to a leadership trait (Ayub, Manad & Hamzah, 2014), where Allio 

(2015) explains that successful leadership is based on having a good strategy. What is of interest 

is that Walter and Scheibe (2013) claims that younger leaders are more likely to implement a 

strategic change in an organization, compared to a senior leader. Whereas, when looking at the 

findings in which both Magnus and Torbjörn, which can be considered as seniors in this case, 

do in fact adopt the strategic approach, which Joakim also does. These findings are further 

supported by Allio (2015), that expresses that organisations that implements a clear strategy, 

will perform better in the long term hence succeed, no matter the age. However, Walter and 

Scheibe (2013) highlights that even though strategic change appears more likely when having 

a younger leader, there is not distinct difference between them, in regard to accomplishing the 

Expressed common traits

- Growth stage
Joakim Sjöblom Magnus Emilsson Torbjörn Svensson "Adam Adamsson"

Social Yes No Yes No

Structured No Yes Yes Yes

Curious No No Yes Yes

Energetic Yes Yes Yes Yes

Table 3 - Expressed common traits - Growth stage 
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mission. In all, Magnus, Torbjörn and Joakim’s adopted trait strategic in maturity stage is 

considered a leadership trait, based on theory. 

 

Rauch and Frese (2007) explains in their article that when an individual possesses a proactive 

personality, in which one predict and prevents, it is considered an entrepreneurial trait. 

Similarities can be drawn to the findings, in which Adam and Joakim emphasizes the risk-

awareness in the maturity stage. Further connections can be made to theory, in terms of that 

risk propensity is a key characteristic for leaders who strive for success (Zaccaro, 2012). From 

this, one can see an equivalence, where the adopted trait is considered both a leadership and 

entrepreneurial trait. Further, in the maturity stage of both Magnus, Torbjörn and Adam, a more 

structured approach was highlighted. It can be connected to literature, seen to that the ability 

of correctly implementing, structuring and executing, is a distinct managerial trait (Naderi, 

Kakemam, Arab-Zozani & Mousazadeh, 2017; Waymack & Sokhanvar, 2008). 

 

In all, the interview objects unite in straight forward as one of their key adopted traits in the 

maturity stage. There is a relation to theory, in which Jooste (2016) explains that “bad” qualities, 

such as solely focus only on business, and the lack of compassion and empathy, are strongly 

connected to leadership traits. All interview objects put emphasis on their straight forwardness 

in this stage, in which they elaborated on their humbleness and awareness towards potential 

risks, their time as valuable and that they prioritized based on what they considered important 

in the business. Based on theory, one can see it as “bad” qualities (Jooste, 2016), since they had 

a solely total focus on business. Therefore, one can see that all interview object gathers in that 

their adopted trait in the maturity stage, is a managerial trait (Jooste, 2016). 

 

 

  

Expressed common traits

- Maturity stage
Joakim Sjöblom Magnus Emilsson Torbjörn Svensson "Adam Adamsson"

Strategic Yes Yes Yes No

Risk-aware Yes No No Yes

Structured Yes No Yes No

Stratigt forward Yes Yes Yes Yes

Table 4 - Expressed common traits - Maturity stage 
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6. Conclusion 

The following chapter will present the main findings of this thesis, with focus on the firm 

founders’ united traits and success, alongside the author’s final conclusions. 

 

The purpose of this thesis was to provide insight in what traits firm founders have adopted in 

birth, growth and maturity stage of their enterprise, and to what extent their traits have affected 

the success in each stage of the firm. Through elaborating and implementing secondary data 

from accurate and reliable sources, alongside conducting a qualitative study, it has contributed 

to the conclusion regarding the adopted traits in the different phases of a firm. A first general 

conclusion when weighing the evidence, is that it appears in all stages of the enterprises that 

the traits the firm founders adopted, touch upon being both entrepreneurial, leadership and 

managerial, no matter the stage. However, what is of significant value is to look deeper into 

every section, to conclude what traits unite the firm founders in each specific stage, which the 

research question considers. 

 

RQ 1: What traits are adopted by firm founders during the birth, growth and 

maturity stages of their enterprises in Sweden?  

 

In regard to the research question on what traits are adopted by firm founders in the birth, 

growth and maturity stages of their enterprises, the authors of this thesis found that in the birth 

stage of a firm, dedication is the distinct trait adopted by all firm founders. When weighing in 

the evidence, it is proven that dedication is a distinct managerial trait. In the growth stage of 

the enterprises, the firm founders unite in energetic as the essentially adopted trait, which is 

considered a leadership trait. In the final stage of the enterprises, hence the maturity stage, the 

common trait amongst all firm founders is straight forward, which is proven by theory to be a 

leadership trait. 

 

RQ 2: Do these adopted traits affect the success of their enterprises during these 

stages? 

 

When considering if these adopted traits affect the success of their enterprises in the different 

stages, evidence shows that their common traits in each stage do solely not affect the success. 

In detail, in the birth stage it shows that the common trait dedication, is not solely the trait 
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affecting the success of the enterprise in this phase, based on theory. As of in growth stage, 

energy is not considered the essential trait in theory, when striving for success in this step. The 

maturity stage, in which the firm founders unite in straight forward as the distinct trait, the 

success is not affected by this trait at this point, according to the literature presented. 
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7. Discussion; Limitations and future recommendations  

This section will present the limitations considered by the authors, alongside proposals for 

future investigation related to the topic of this thesis. 

 

7.1 Limitations 

The authors have deliberated upon different limitations of the thesis, where the first one is 

considering the sample size, as the number of participants could have limited the outcome of 

the thesis. A more distinct and concise sample, in terms of sharing the same age and industry, 

might have given a more adequate result as one tends to believe that through sharing these 

components, the interpretations of the phenomena is consistent. However, as the thesis is 

applying social constructivism, hence the reality of the interview objects, the interpretations do 

with certainty differ since the phenomena is interpreted differently, no matter identical 

components or not. In the content of sample, one cannot overlook the potential limitation of the 

chosen method alongside the authors work. Seen to that the authors considered a qualitative 

research with in-depth interviews with semi-structured open-ended questions, it could have 

affected the result in terms of accurate conclusions regarding the research questions. As the 

answers from the interviewees could be very spread and left to be interpreted, hence compared 

to the literature by the authors, errors could occur, and the content could be misinterpreted. To 

handle this situation, the authors have chosen to treat the findings carefully and objectively, to 

not let their own interpretations affect the result. 

 

Another limitation is that the interviews were conducted in Swedish, and then translated to 

English. From the authors and the interviewees point of view, Swedish was the accurate choice 

of language, as all participants have it as their native language. Errors could occur in terms of 

transcriptions and translations of all data. As the translation is managed by the authors of this 

paper, the exact same words and meanings are difficult to mirror in the translation phase. 

Misinterpretations could have appeared, as the words translated can have several different 

synonyms and tone of voice. 

 

The authors also considered a limitation in regard to the literature, as previous authors tend to 

fail in defining both entrepreneurial, leadership, and management. It could limit the research in 

terms of the actual outcome, as no direct and precise definition is provided to give clear 

guidelines. However, there are some definitions of the concepts presented by other sources in 
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the thesis, yet no universally accepted that could guide the authors towards a precise, adequate 

and correct result. 

 

7.2 Proposals for further research 
The authors suggest future researchers to investigate further within the research field, in order 

to provide literature with even more knowledge and insights. This can be managed through 

extending the investigation both in and beyond Sweden. For example, when conducting further 

research in Sweden, it can provide a more accurate result since a larger sample may lead to 

more adequate findings. However, since this topic applies the social constructionism and 

mirrors the interviewees reality, the interpretations may vary amongst the individuals. 

Therefore, it would be interesting to see if a larger sample in Sweden would lead to a more 

concise result, or if it only would lead to a larger spread due to the social constructionism. 

However, the research of adopted traits can be studied from another point of view by conducting 

the research in another country. This could be an interesting and valuable research for the future, 

as it can differ in terms of the interpretation of the reality, due to the cultural differences. Certain 

traits can be interpreted differently, in different context and cultures. Therefore, it can be of 

great value to extend the research and investigate the different cultures to see the similarities 

and dissimilarities, if there are any.  

 

Future research can also consider the financial aspects, where it would be interesting to see how 

the adopted traits affect the economic performance in a company. In detail, how the actual firm 

founders affect the financial outcome in each stage, what role they play, and how valuable they 

actually are in the financial aspects. Another proposal would be for future researchers to look 

deeper into only one of the three given stages provided by this thesis, or a specific trait. It 

requires data and time, yet it would be interesting to look at one aspect of the journey as it may 

contribute to the already existing knowledge. 

 

 

 

 

 

  



 46 

8. References 

Acs, Z. J., Arrenius, P., Hay, M., & Minniti, M. (2005). 2004 Global entrepreneurship monitor. 

London and Babson Park: London Business School and Babson College. 

 

Akers, K. L. (2018). Leading after the boom: developing future leaders from a future leader's 

perspective. The Journal of Management Development, 37(1), 2–5. 

 

Allio, R. J. (2015). Good strategy makes good leaders. Strategy & Leadership, 43(5), 3–9. 

 

Antoncic, B., & Hisrich, R. (2001). An integrative conceptual model. Journal of euromarketing, 

9(2), 17–35 

 

Ayub, S. H., Manaf, N. A., & Hamzah, M. R. (2014). Leadership: Communicating Strategically 

in the 21st Century. Procedia - Social and Behavioral Sciences, 155, 502–506.  

 

Bagheri, A., & Pihie, Z. A. L. (2011). Entrepreneurial leadership: towards a model for learning 

and development. Human Resource Development International, 14(4), 447–463.   

 

Bergner, S., Neubauer, A. C., & Kreuzthaler, A. (2010). Broad and narrow personality traits for 

predicting managerial success. European Journal of Work and Organizational Psychology, 

19(2), 177–199.  

 

Bhuian, S., Richard, O., & Shamma, H. (2010). Entrepreneurial Orientation and Organizational 

Performance: The Role of Managerial Traits. Competition Forum, 8(1), 81-85.  

 

Bridge, S. (2016). Self-employment: Deviation or the norm? Journal of Management and 

Organization, 22(6), 764–778. 

 

Bruzelius, L. H., & Skärvad, P. (2012). Management: Att leda verksamheter och människor. 

Lund: Studentlitteratur.  

 

Bryman, A. (2016). Social research methods (5.th ed.). Oxford: Oxford University Press. 

 



 47 

WebFinance Inc. (2019). Trait theory. [online]. Available at:  

http://www.businessdictionary.com/definition/trait-theory.html (Retrieved March 4th, 2019) 

 

Cassis, Y., & Pepelasis Minoglou, I. (2005). Entrepreneurship in theory and history. 

Basingstoke: Palgrave Macmillan. 

 

Colbert, A. E., Judge, T. A., Choi, D., & Wang, G. (2012). Assessing the trait theory of 

leadership using self and observer ratings of personality: The mediating role of contributions to 

group success. The Leadership Quarterly, 23(4), 670–685.  

 

Collis, J., & Hussey, R. (2014). Business research: A practical guide for undergraduate & 

postgraduate students (4th ed.). Basingstoke: Palgrave Macmillan.  

 

Conger, J. A., & Kanungo, R. N. (1998). Charismatic leadership in organizations. Thousand 

Oaks: Sage. 

 

Crainer, S., & Dearlove, D. (2014). Thinkers50 leadership: Organizational success through 

leadership. New York: McGraw-Hill Education 

 

Darmanto, S., & Yuliari, G. (2018). MEDIATING ROLE OF ENTREPRENEURIAL SELF 

EFFICACY IN DEVELOPING ENTREPRENEURIAL BEHAVIOR OF ENTREPRENEUR 

STUDENTS. Academy of Entrepreneurship Journal, 24(1), 1–14.  

 

De Vaus, D. (2001). Research design in social research. London: SAGE Publications. 

 

Delmar, F., Sjöberg, K., Wennberg, K., & Wiklund, J. (2004). The evolution of the firms 

created by self-employed among the Swedish science and technology labour force between 

1990 and 2000. Stockholm: Vinnova, the Swedish Agency for Innovation Systems.  

 

DeRosa, D. A., Hantula, N., Kock, J., & D' Arcy, J. (2004). Trust and leadership in virtual 

teamwork: A media naturalness perspective. Human Resource Management, 43 (2-3), 219-232 

 

http://www.businessdictionary.com/definition/trait-theory.html


 48 

Dess, G., & Lumpkin, G. (2005). Research Edge: The Role of Entrepreneurial Orientation in 

Stimulating Effective Corporate Entrepreneurship. The Academy of Management Executive, 

19(1), 147-156.  

 

DeYoung, C. G. (2015). Cybernetic Big Five Theory. Journal of Research in Personality, 56, 

33-58. 

 

Drucker, P. F. (1994). Management - Tasks, Responsibilities, Practices. Oxford: Butterworth-

Heinemann.  

 

Drucker, P. F. (2007). The practice of management (2nd ed.). Oxford: Butterworth-Heinemann. 

 

Duckworth, A. L., Weir, D. R., Etsukayama, Eli., & Ekwok, D. (2012). Who does well in life? 

Conscientious adults excel in both objective and subjective success. Frontiers in Psychology, 

3(356), 356. 

 

Dul, J., & Hak, T. (2008). Case study methodology in business research. London: Butterworth-

Heinemann/Elsevier. 

 

Espíritu-Olmos, R. A., & Sastre-Castillo, M. A. (2015). Personality traits versus work values: 

Comparing psychological theories on entrepreneurial intention. Journal of Business Research, 

68(7), 1595–1598. 

 

Fang, Y., & Wang, H. (2015). Fund manager characteristics and performance. Investment 

Analysts Journal, 44(1), 102–116.  

 

Fleeson, W. (2017). The production mechanisms of traits: Reflections on two amazing decades. 

Journal of Research in Personality, 69, 4-12. 

 

Fleeson, W., & Jayawickreme, E. (2015). Whole Trait Theory. Journal of Research in 

Personality, 56, 82–92.  

 

Flick, U. (2007). Designing qualitative research. London: SAGE Publications. 

 



 49 

Fralic, M. F. (2000). What is Leadership? The Journal of Nursing Administration, 30(7-8), 340–

341. 

 

Garcia, H. F. (2006). Effective leadership response to crisis. Strategy & Leadership, 34(1), 4–

10.  

 

Goethals, G. R., Allison, S. T., Kramer, R. M., and Messick, D. M. (2014). Conceptions of 

leadership: enduring ideas and emerging insights. New York: Palgrave Macmillan 

 

Hisrich, R., Langan-Fox, J., Grant, S., & Anderson, Norman B. (2007). Entrepreneurship 

Research and Practice. American Psychologist, 62(6), 575–589.  

 

Holmquist, C., & Ekonomiska forskningsinstitutet vid Handelshögskolan i Stockholm. (2009). 

Entreprenörskap på riktigt: Teoretiska och praktiska perspektiv (EFI:s årsbok 2009). Lund: 

Stockholm: Studentlitteratur; Economic Research Institute, Stockholm School of Economics 

(EFI). 

 

Ingaldi, M. (2015). Managerial traits in different companies. Production Engineering Archives, 

9(4), 2–5. 

 

Jayawickreme, E., Zachry, C. E., & Fleeson, W. (2019) Whole Trait Theory: An integrative 

approach to examining personality structure and process. Personality and Individual 

Differences, 136(1), 2-11 

 

Jooste, G. (2016). Why 'bad' people make great leaders. Accountancy SA, 2. 

 

Judge, T. A., Bono, J. E., Ilies, R., & Gerhardt, M. W. (2002). Personality and leadership: A 

qualitative and quantitative review. Journal of Applied Psychology, 87(4), 765-780.  

 

Knese, W. (2014). Some Thoughts on Leadership. Strategic Finance, 95(9), 8-63. 

 

Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership style on job 

satisfaction and organisational commitment. Journal of Management Development, 23(4), 321–

338.  



 50 

 

Lounsbury, J. W., Sundstrom, E. D., Gibson, L. W., Loveland, J. M., & Drost, A. W. (2016). 

Core personality traits of managers. Journal of Managerial Psychology, 31(2), 434–450. 

 

McGrath, J., & Bates, B. (2013). The little book of big management theories: -and how to use 

them. Harlow: Pearson 

 

Metz, I., Kulik, C. T., Cregan, C., & Brown, M. (2017). The manager as employer agent: The 

role of manager personality and organizational context in psychological contracts. Personnel 

Review, 46(1), 136–153.  

 

Merriam-Webster. (2019). Retrospective. [online]. Available at: https://www.merriam-

webster.com/dictionary/retrospective (Retrieved April 12th, 2019) 

 

Michael Fritsch. (2008). How does new business formation affect regional development? 

Introduction to the special issue. Small Business Economics, 30(1), 1-14.  

Mothilal, R. (2010). The values, personal traits and characteristics of leaders who get things 

done. University of Pretoria 

 

Mott, S (2006). What is leadership? Journal of Pediatric Nursing, 21(6), 456–457. 

 

Myszkowski, N., Storme, M., Davila, A., & Lubart, T. (2015). Managerial creative problem 

solving and the Big Five personality traits. Journal of Management Development, 34(6), 674–

684.  

 

Nichols, A. L., & Cottrell, C. A. (2014). What do people desire in their leaders? The role of 

leadership level on trait desirability. The Leadership Quarterly, 25(4), 711-729.  

 

Nogueira, D., Sousa, P., & Moreira, M. (2018). The relationship between leadership style and 

the success of Lean management implementation. Leadership & Organization Development 

Journal, 39(6), 807–824. 

 

Northouse, P. (2016). Leadership: Theory and practice (7.th ed.). Thousand Oaks: SAGE. 

 

https://www.merriam-webster.com/dictionary/retrospective
https://www.merriam-webster.com/dictionary/retrospective


 51 

Northouse, P. (2009). Introduction to leadership: Concepts and practice. Thousand Oaks: 

SAGE. 

 

Oh, I., Wang, G., & Mount, M. (2011). Validity of Observer Ratings of the Five-Factor Model 

of Personality Traits: A Meta-Analysis. Journal of Applied Psychology, 96(4), 762-773. 

 

Obschonka, M., Schmitt-Rodermund, E., Silbereisen, R., Gosling, S., & Potter, J. (2013). The 

Regional Distribution and Correlates of an Entrepreneurship-Prone Personality Profile in the 

United States, Germany, and the United Kingdom: A Socioecological Perspective. Journal of 

Personality and Social Psychology, 105(1), 104–122. 

 

Oxford University Press. (2019). Leadership. [online]. 

https://en.oxforddictionaries.com/definition/leadership (Retrieved February 22nd, 2019)  

 

Porcar, A., & Ribeiro Soriano, D. (2018). Inside the mind of the entrepreneur: Cognition, 

personality traits, intention, and gender behavior. New York: Springer  

 

Rauch, A., & Frese, M. (2007). Let's put the person back into entrepreneurship research: A 

meta-analysis on the relationship between business owners' personality traits, business creation, 

and success. European Journal of Work and Organizational Psychology, 16(4), 353–385. 

 

Saunders, M., Lewis, P., & Thornhill, A. (2016). Research methods for business students (7.th 

ed.). New York: Pearson Education. 

 

Schyns, B., & Schilling, J. (2013). How bad are the effects of bad leaders? A meta-analysis of 

destructive leadership and its outcomes. The Leadership Quarterly, 24(1), 138–158.  

 

Sederer, L. I. I. (2012). Leadership. Psychiatric Services, 63(2), 103.  

 

Silva, A. (2016). What is Leadership? Journal of Business Studies Quarterly, 8(1), 1–5. 

 

Sokhanvar, M., Naderi, B., Kakemam, E., Arab-Zozani, M., & Mousazadeh, Y. (2017). 88: 

MANAGER'S PERSONALITY TYPE: DOES IT MAKE DIFFERENCE IN THE 

https://en.oxforddictionaries.com/definition/leadership


 52 

APPLICATION OF EVIDENCE-BASED PRACTICE APPROACH. British Journal 

Publishing Group, 7(1).  

 

Stam, E., Audretsch, D., & Meijaard, J. (2008). Renascent entrepreneurship. Journal of 

Evolutionary Economics, 18(3), 493-507. 

 

Stewart, W., Roth, P., & Murphy, Kevin R. (2001). Risk Propensity Differences Between 

Entrepreneurs and Managers: A Meta-Analytic Review. Journal of Applied Psychology,86(1), 

145-153. 

 

Subramony, M., Segers, J., Chadwick, C., & Shyamsunder, A. (2018). Leadership development 

practice bundles and organizational performance: The mediating role of human capital and 

social capital. Journal of Business Research, 83, 120–129. 

 

Sundnäs, A., Kjellman, A., & Eriksson, H. (2002). Entreprenörskap och utveckling. Esbo: 

Schildts.  

 

Timmons, J. A. (2000). New venture creation: Entrepreneurship 2000. (5th ed.). Homewood, 

IL: Irwin 

 

Walter, F., & Scheibe S. (2013). A literature review and emotion-based model of age and 

leadership: New directions for the trait approach. The Leadership Quarterly, 24(6), 882–901.  

 

Waymack, Pamela M. (2008). Lessons learned from extraordinary leaders: leadership and 

management are distinct, but the nuances are often hard to define. Healthcare Financial 

Management, 62(3), 92–93. 

 

Yu, H. C., & Miller, P. (2005). Leadership style. Leadership & Organization Development 

Journal, 26(1), 35–50. 

 

Yukl, G. A., Gordon, A., & Taber, T. (2002). A hierarchical taxonomy of leadership behavior: 

Integrating a half century of behavior research. Journal of Leadership & Organizational Studies, 

9, 15−32. 

 



 53 

Yukl, G. A. (2006). Leadership in organizations. (6th ed.). Upper Saddle River: Pearson 

Prentice Hall. 

 

Zaccaro, S. J. (2004). Leadership. In C. Peterson & M. E. P. Seligman (Eds.), Character 

strengths and virtues (pp. 413–428). Oxford, England, and Washington, DC: Oxford University 

Press and American Psychological Association. 

 

Zaccaro, S. J., Kemp, C., & Bader, P. (2004). Leader traits and attributes. In J. Antonakis, A. 

T. Cianciolo, and R. J. Sternberg (Eds.), The nature of leadership (pp. 101–124). Thousand 

Oaks: SAGE. 

 

Zaccaro, S. J. (2007). Trait-based perspectives of leadership. American Psychologist, 62(1), 6-

16.  

 

Zhai, Q., Willis, M., O'Shea, B., Zhai, Y., & Yang, Y. (2013). Big Five personality traits, job 

satisfaction and subjective wellbeing in China. International Journal of Psychology, 48(6), 

1099-1108 

 

Zhang, C. (2017). Top manager characteristics, agglomeration economies and firm 

performance. Small Business Economics, 48(3), 543–558. 

 

 

 

  



 54 

9. Appendices  

9.1 Appendix 1  
Interview questions - Swedish  

Stort tack för att du vill vara med på denna intervju! Här nedan kommer de frågor som vi 

kommer att ställa under intervjun. Om du har några frågor eller funderingar är det bara att höra 

av sig, eller så tar vi det under intervjun. Då vi har valt att skriva en uppsats om olika egenskaper 

inom entreprenörskap, ledarskap och management samt vilka av dessa som leder till framgång, 

kommer fokus att ligga på detta samt resan ni gjort som entreprenör. Allt från hur det startade 

till hur egenskaperna hos er entreprenörer har utvecklats under resans gång.  

 

De generella frågorna ställs för att få lite mer bakgrundsinformation om dig och din karriär, 

medan de specifika frågorna är mer inriktade på vårt ämne. Om inget annat anges så syftar 

“företaget” på xxx och företagets framgång som XXX i denna intervju.  

 

Generella frågor 

1. Vem är du och hur gammal är du? 

2. Vad arbetar du med just nu?  

3. Vad har du för arbetsuppgifter/position/titel idag? 

4. Vad har du gjort tidigare? Vad har du haft för arbetsuppgifter/position/titel då? 

5. Har du någon utbildning? I sådant fall, vilken eller vilka? 

 

Specifika frågor 

1. Skulle du själv se dig som en entreprenör? Varför? Varför inte? 

2. Hur skulle du beskriva entreprenörskap med egna ord?  

3. Hur skulle du beskriva ledarskap med egna ord?  

4. Hur skulle du beskriva management med egna ord? 

5. Vilken egenskap är den viktigaste enligt dig hos en entreprenör? 

6. Vilka egenskaper tror du att man som entreprenör behöver, eller behöver utveckla, för 

att nå framgång med sitt företag? 

7. Varifrån uppkom idén till ditt företag/produkt/idé? 

8. Vilken egenskap var din största drivkraft när du startade företaget? 

9. Startade du upp företaget på egen hand eller tillsammans med någon? Om ja, vilken typ 

av konstellation? 
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10. Är företaget aktivt idag? 

11. Hur många anställda är det/var det på företaget? 

12. Hur länge har företaget varit verksamt?  

13. Vilka är/var era kunder och inom vilken industri är/var ni verksamma i? 

14. Vilka av dina egenskaper tror du har bidragit till företagets framgång? 

15. Har det någon gång varit en utmaning med ledarskapet i företaget? Till exempel att 

driva företaget framåt, tillgång till kapital och marknad etc. Hur löste ni den situationen? 

16. Har det någon gång varit en utmaning med företagets management? Till exempel 

hanteringen av arbetskraft/arbetsfördelning, effektivisering i arbetet etc. Hur löste ni 

den situationen? 

17. Har dina egenskaper förändrats med tiden sedan du startade företaget? På vilket sätt? 

18. Vilka egenskaper anser du var relevanta och viktiga vid uppstarten av företaget, jämfört 

med när företaget är/var i full gång? 

19. Har du någon gång behövt anpassa eller utveckla dina egenskaper beroende på vilket 

stadie företaget befann sig i? 

20. Har du utvecklat några nya egenskaper i samband med företaget? 

21. Har du och ditt entreprenörskap förändrats under företagets gång? Hur?  
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9.2 Appendix 2 
Interview questions - Translated to English  

Thank you for participating in this interview! Below you can find the questions that we will ask 

during the interview. If you have any questions or concerns, just get in touch with us, or we can 

discuss it during the interview. Since we have chosen to base our thesis on various 

characteristics within entrepreneurship, leadership and management as well as which of these 

leads to success, the focus will be held on this as well as the journey you made as an 

entrepreneur/firm founder. Everything from how it started to how your traits/characteristics 

have developed during the journey. 

 

The general questions are asked to get some kind of background information about you and 

your career, while the specific questions are more focused on our topic. Unless otherwise stated, 

the “company” refers to xxx and the company's success as XXX in this interview. 

 

General questions 

1. Who are you and how old are you? 

2. What are you working with right now? 

3. What is your position/title today? 

4. What have you done before? What kind of tasks have you had? Position/title? 

5. Do you have any kind of education? If so, which one or ones? 

 

Specific questions 

1. Would you see yourself as an entrepreneur? Why? Why not? 

2. How would you describe entrepreneurship in your own words? 

3. How would you describe leadership in your own words? 

4. How would you describe management in your own words? 

5. What is the most important trait/characteristic of an entrepreneur? 

6. What qualities do you think an entrepreneur need, or need to develop, to achieve success 

with your company? 

7. Where did the idea arise for your company / product / idea? 

8. What was your greatest driving force when starting your business? 

9. Did you start the company on your own or with someone? If so, what kind of 

constellation? 

10. Is the company active today? 
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11. How many employees is it/was it at the company? 

12. How long has the company been operating? 

13. Who are/were your customers and within what industry are/were you active in? 

14. Which of your traits/characteristics do you think have contributed to the company's 

success? 

15. Has it ever been a challenge when it comes to the leadership of the company? For 

example, driving the company forward, access to capital and market etc. How did you 

solve that situation? 

16. Has it ever been a challenge with the company's management? For example, the 

management of labor/division of labor, efficiency in work etc. How did you solve the 

situation? 

17. Have your traits/characteristics changed over time since you started the company? 

How? 

18. What qualities do you consider relevant and important at the startup of the business, 

compared to when the company is/was up and running? 

19. Have you ever had to adapt or develop your traits depending on which stage the 

company was in? 

20. Have you developed any new features/traits/characteristics during the lifetime of the 

company? 

21. Have you and your entrepreneurship changed during the course of the company? How? 
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